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APPENDIX B3:  INSTALLATIONS AND ENVIRONMENT (I&E) 
FUNCTIONAL COMMUNITY 


OSD FCM Overview 
OSD FUNCTIONAL COMMUNITY MANAGER: 


Mr. Curtis Bowling, Director  
Environmental Readiness and Safety  


Office of the Deputy Under Secretary of Defense 
Installations and Environment (I&E) 


 
 


America’s Military Installations, including their associated environments, have many purposes. 


They must sustain the regular forward presence of U.S. forces as well as their emergency 


deployment in crisis, contingency, 


and combat. They need to ensure a 


productive, safe, and efficient 


workplace and offer a decent 


quality of life to military members, 


their families, and the civilian and 


contractor workforce. 


The I&E workforce must be shaped, 


developed, and utilized effectively 


to maximize contribution to the 


mission success. Given its 


constantly evolving business 


environment, DoD must ensure that 


the right competencies and skills 


are acquired and effectively applied 


to help employees meet and 


exceed the highest standards of 


conduct and performance. 


The I&E workforce is comprised of a 


diverse array of functional areas 


both in the “Installations” and 


“Environmental” areas.  The “E” in 


I&E, although officially standing for 


Environment, is better described by 


the acronym “ESOH”—


Environment, Safety, and 


Occupational Health.    


Data generated by OPM/EHRI CIVFORS Application and DCPDS. 


SAFETY & 


OCCUPATIONAL 


HEALTH 


MANAGEMENT 


(0018)


FIRE PROTECTION 


& PREVENTION 


(0081)


FY10 Demographics**


FY 2010 Workforce Strength 3,388 9,706


FY 2018 Workforce Manpower  Target 4,858 10,918


Dept of Army ‐ Strength 1,425 3,066


Dept of Navy ‐  Strength 1,178 4,058


Dept of Air Force ‐  Strength 597 2,435


Fourth Estate ‐  Strength 188 147


% Male 84% 97%


% Female 16% 3%


% Targeted Disability 0% 0%


% Non‐Targeted Disability 9% 2%


% Prior Military 76% 65%


Basic Salary (33% percentile) $58,394 $38,511


Basic Salary (66% percentile) $70,319 $43,901


Basic Salary (97% percentile) $106,569 $73,567


Basic Salary (99% percentile) $120,387 $85,911
Education


< Bachelors 63% 95%


Bachelors 25% 4%


Masters 11% 0%


Doctorate 0%
Planning Considerations


Age, 35 or below 7% 38%


Age, 36‐55 68% 59%


Age, 56+ 25% 3%


Years of Service, 0‐5 38% 30%


Years of Service, 6‐15 27% 39%


Years of Service, 16‐25 19% 24%


Years of Service, 25+ 16% 7%
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The ESOH communities include: 


 Environmental  


 Explosives Safety  


 Expeditionary ESOH  


 Safety and Occupational Health (SOH) 


 Installation Emergency Management 


The ESOH functional areas are staffed by professionals in a multitude of occupational series 


delivering risk management capabilities. These professionals provide consistent and systematic 


identification, analysis, and communication of risks, consequences, and potential actions to 


mitigate risks to appropriate leaders for risk acceptance decisions.   


This report addresses the two MCOs in the I&E portfolio: SOH Managers (General Schedule 


(GS)‐0018) in the SOH area Fire Protection and Prevention (GS‐0081) in the Fire and Emergency 


Services (F&ES) area of Installation Emergency Management. 


Safety and Occupational Health  


Illnesses, injuries, and loss of resources from accidents degrade the mission. Conversely, 


preventing accidents and associated losses sustains mission effectiveness. Using a multipronged 


approach, major aspects of SOH risks are addressed from both a hazard‐oriented and a mission‐


oriented perspective. Like the nation's leading businesses, DoD views the prevention of 


accidents—and resulting injuries, illnesses, and loss of resources—as a core business value that 


reduces human, social, financial, and productivity costs and enhances readiness. The President 


recognized the impact on productivity across all Federal agencies by instituting the Protecting 


Our Workers and Ensuring Reemployment (POWER) initiative to reduce injuries and rapidly 


return employees to productive work. Achieving prevention and mission sustainment requires 


knowledge of all DoD processes, and the ability to manage risks. The SOH workforce provides 


the professional knowledge and catalyst for risk management and increased productivity.   


Fire Protection and Prevention 


Installation Commanders have an inherent responsibility to protect forces and installations 


under their Commands. This responsibility encompasses planning, organizing, training, and 


equipping personnel. It includes protecting the critical infrastructures needed to prepare for, 


respond to, and recover from accidents, natural disasters, or terrorist use of chemical, 


biological, radiological, nuclear, and high‐yield explosives. DoD must provide defense support of 


civil authorities as directed by the President, or when appropriate under the circumstances and 


the law. At the “tip of the spear” is DoD’s emergency response capability: DoD firefighters 


protect installations from the loss of life, property, and the environment, resulting from all 


types of hazards. 
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Strategic Improvements Across the I&E Functional Community 


DoD leaders must be able to anticipate, recognize, evaluate, and manage risk while maintaining 


the capability to respond and recover from incidents that degrade the mission. MCOs are 


critical to ensuring that Commanders have this capability. 


The I&E community has made great strides, including: 


 Publication of an occupational series for explosives safety, ensuring this small but 


specialized niche continues to provide the expertise Commanders need to safely store 


and transport military munitions 


 DoD leadership of a Federal Agency task force aimed at redefining the qualifications for 


SOH professionals, not only in DoD but across the Federal workforce 


 Continued development and definition of deployable safety professionals—on the 


ground with troops preserving mission capability 


 Initiation of work that defines “emergency management” as a unique function in the 


DoD workforce 


 Development of a comprehensive training path for explosives safety 


 Draft of an “HR Guide for Firefighter Retirement” aimed at educating and informing 


workers, supervisors, and personnel specialists on the unique aspects of the firefighter 


retirement system 


There are, however, some challenges: 


 Optimally, a DoD fire department is organically staffed to provide basic (first‐alarm) 


capability. It relies on mutual aid for multi‐alarm situations or as a backup to help 


handle simultaneous incidents. However, with tough economic times, many 


municipalities are cutting back their fire departments, making mutual aid less viable and 


increasing risks for both DoD and the local municipality. 


 Vacancy rates have been holding steady. Requests for current retirement projection 


data are pending, but anecdotal estimates do not indicate an appreciable increase. 


Projected operating budgets reflect modest‐to‐no increases over the Future Years 


Defense Program, which barely keeps pace with inflation. Continued pressures to 


reduce costs may manifest as personnel reductions. 


 Hiring qualified safety professionals is becoming a more significant challenge as 


professional demands on the workforce rise. Increased mission support‐requirements 


have placed more demands on workforce numbers and on the professional competency 


of each SOH professional. The Department has begun to experience a competency gap, 


where the hiring process is unable to ensure SOH staff has the required competencies to 


meet mission requirements.   
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Workforce Requirements Analysis 
SOH Management, GS0018 
The purpose of the SOH management community is to eliminate or minimize human injury, 


property damage, and lost productivity caused by mishaps, through the design of effective 


management policies, programs, and practices. The SOH Functional Community is a subset of 


the broader I&E Functional Community; its mission is to enhance overall DoD mission 


capabilities by protecting the U.S. Homeland and critical bases of operation through risk 


management, education, and emergency response. While the SOH management community is 


composed primarily of GS‐0018 – SOH Management, it is closely related to other job series:  


GS‐019 – SOH Technician; GS‐690 – Industrial Hygiene; GS‐640 – Industrial Hygiene Technician; 


GS‐803 – Safety Engineer; GS‐1306 – Health Physicist; GS‐1815 – Air Safety Investigator; and  


GS‐0017 – Explosives Safety Specialist. 


Historical and projected workforce requirements for GS‐0018, SOH Management, are shown in 


Figure B3‐1. 


Figure B3‐1:  GS‐0018 Safety and Occupational Health Requirements 


 


Data generated by OPM/EHRI CIVFORS Application: Population includes all Appropriated Fund. 


 


2005 2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018


Fourth Estate 156 159 158 161 176 188 193 198 199 198 196 200 200 200


Navy 944 1,010 1,043 1,068 1,142 1,178 1,178 1,178 1,183 1,186 1,197 1,197 1,197 1,197


Army 998 1,055 1,081 1,146 1,312 1,425 1,747 2,958 2,965 2,967 2,965 2,959 2,959 2,959


Air Force 547 578 570 578 652 597 597 594 600 600 603 607 607 607


Target 3,378 3,692 4,854 4,858 4,858 4,858 4,858 4858 4858
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Factors Impacting EndStrength Targets 


In general, DoD Components anticipate meeting end‐strength goals for the GS‐0018 


occupation. The Army and Marine Corps are increasing end‐strength goals to meet mission 


requirements: 


 The Marine Corps increased the number of GS‐0018 series safety professionals by 22% 


in FY 2011-2013 in support of the operating forces. Deployed military forces 


experienced escalating mishap fatalities and serious injuries. Deploying civilian tactical 


safety specialists with Marine units to focus on safety problems is expected to 


dramatically reduce mishap rates.   


 The Army completed a manpower study to determine the required number of GS‐0018 


series safety professionals needed to meet mission requirements. A 67% increase in 


requirements is projected starting FY 2012. Meeting those requirements will depend on 


the availability of funds in an environment of decreased funding. 


Current and Future Skills/Competencies Requirements  


 OPM is developing a single DoD competency model based on legacy competency 


models developed by the Military Services and workshops with GS‐0018 employees and 


supervisors. This model will serve as the basis for focused training programs, 


improvements to position descriptions and other workforce actions. 


 Military Service representatives have cited difficulties hiring competent SOH 


professionals due to the outdated, low job qualifications established in the OPM 


Qualification Standard and Classification Standard for GS‐0018. DoD representatives are 


collaborating with other Federal agencies and OPM representatives—through the 


Federal Agency Council for Occupational Safety and Health—to submit a formal request 


to OPM for improving these standards. 
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Projected Gains Requirements/Net Change 


Figure B3‐2:  GS‐0018 Series Gains and Retention (losses not‐to‐exceed)  
Goals Based on the MCO Targets Provided and Historical Attrition Patterns.  


 


Data generated by OPM/EHRI CIVFORS Application: Gains includes all personnel gains to the MCO as an aggregate of all 
Component gains, including new‐hires, transfers, and inactive status to active status. Losses include all personnel losses to the 
MCO as an aggregate of all Component losses, including retirements, transfers, and active status to inactive status.   


 


MCO Analysis ad Challenges 
Specific human capital‐related factors that could impact the community’s ability to meet 


forecasted MCO requirements (workforce skills and size) include: 


Funding of Workforce Size.  


At a time when the GS‐0018 workforce is facing increasing mission requirements, the Federal 


government is increasing austerity measures to reduce operating costs. The gap between 


requirements and funding is most acutely felt in the Army, where a requirements analysis 


indicated the need to grow by 67%, and funding is most limited. To support funding 


requirements, Army must to demonstrate the value provided by the incremental increase in 


staffing. 


Technical Competencies.   


Military Service representatives have cited difficulties hiring competent SOH professionals to 


meet mission requirements. Safety staff competency has also been cited as a credibility gap in a 


safety perception survey of DoD senior leaders (Senior Executive Service [SES], general officers, 


and flag officers). The Army reported problems across multiple steps in the hiring process, 


including outdated 0018 qualification standards; incomplete understanding of 0018 


2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018


Gains 492 461 490 706 475 723 1,734 584 556 548 538 538 538


Losses ‐336 ‐416 ‐393 ‐393 ‐371 ‐396 ‐519 ‐568 ‐549 ‐539 ‐539 ‐539 ‐539


Net Change 156 45 97 313 104 327 1215 16 7 9 ‐1 ‐1 ‐1
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qualification standards by selecting officials; Federal government hiring preferences for factors 


other than technical competency (e.g., military Veterans’ Preference); and completing security 


clearances in a timely manner. The Military Services are addressing application of qualification 


standards and security clearances. Other Federal agency senior safety and health staff confirm 


the problem; 1980s job qualification standards do not accurately capture current private 


industry safety standards. The initial work will involve aligning qualification standards to current 


private industry standards, then reviewing other decision points in workforce management to 


improve hiring, retention, and career progression of qualified candidates.   


GS‐0018 turnover is shown in Figure B3‐3. DoD anticipates retaining the right mix of personnel 


with the skills necessary to meet current and future mission requirements. 


Figure B3‐3:  GS‐0018 Series Turnover (Historical/Predicted) 


 


Data generated by OPM/EHRI CIVFORS Application: Turnover percent is calculated by summing all losses from MCO and 
Component divided by the average strength at the beginning and end of the FY. 


 


2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018


Air Force 10.1% 13.6% 14.1% 12.2% 11.0% 10.2% 10.1% 9.9% 10.2% 10.5% 10.4% 10.4% 10.4%


Army 14.3% 16.9% 13.9% 13.0% 11.8% 12.0% 13.4% 12.2% 11.4% 11.0% 10.7% 10.7% 10.7%


Navy 11.3% 12.7% 12.1% 11.1% 9.7% 9.8% 9.7% 10.1% 9.9% 9.8% 10.4% 10.4% 10.4%


Fourth Estate 14.0% 17.0% 18.2% 20.8% 14.8% 15.2% 15.3% 15.1% 16.1% 17.3% 16.7% 16.5% 16.5%


Total 12.3% 14.7% 13.5% 12.6% 11.1% 11.2% 12.0% 11.5% 11.1% 10.9% 10.9% 10.9% 10.9%
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Retirement forecasts are shown in Figure B3‐4.  Retirements are not adversely affecting strategic human 


capital management of the GS‐0018 series at this time and will be monitored to ensure no impact. 


Figure B3‐4:  Years to Retirement Eligibility/Forecast Retirements (All 0018) 


 


Data generated by OPM/EHRI CIVFORS Application: Note that “Forecasted Retirements” are forecasted against projected future 
strength forecasts while other categories of Retirement Eligibility reflect the workforce as of 30 Sep 2010. 


GS0018 Strategies  
The strategies listed in Table B3‐1 are available to Components as they complete workforce 


planning strategies (e.g., recruiting and retention, competency gap closure, employee 


development, employee engagement). These strategies are based on FY 2010 funding; future 


use of these strategies will depend on the impact of the pending Secretary of the Army 


Efficiency Initiative. 


Workforce Mix  
Active Duty, Reserve, and National Guard military personnel, DoD civilians, and a limited 


contractor workforce perform SOH management functions. While the Air Force primarily 


utilizes military members to perform SOH management and the Marine Corps has tested use of 


military members, the SOH workforce in DoD is predominantly comprised of civilian employees. 


The Army and Marine Corps continue to utilize civilians, even in direct support of deployed 


forces in Iraq and Afghanistan. The DoD Civilian Expeditionary Workforce (CEW) Program 


prepares civilian employees for the austere and unique conditions from deployment to 


peacekeeping in combat theaters of operation.  


Forecasted 
Retirements 
(0‐5 years)


Current‐5 6‐10 11‐15 16‐20 >20


Fourth Estate 62 73 41 32 23 16


Navy 152 389 238 249 197 98


Army 368 442 282 313 202 147


Air Force 97 175 161 188 120 52


Cumulative 31.4% 52.4% 75.1% 90.9% 100.0%


Percentage 14.4% 31.4% 21.0% 22.7% 15.8% 9.1%
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Table B3‐1: GS‐0018 Strategies 


Strategy # 1  Revise GS‐0018 Qualification & Classification Standards 


Constraint Addressed  OPM Standards for GS‐0018 


Target Audience  All Federal Agencies 


Implementation Timeline  July 2011 through July 2012 


Strategy Details & Impact  Submit Request to OPM for study of standards 


 Support OPM study of standards 


 Implement standards in review of position descriptions 


Legislative Changes  None anticipated 


Funding Required  Funding provided within OPM operating budget 


Metrics to Assess Progress  OPM publishes new standards  


Position descriptions reviewed for compliance with standards 
 


Strategy # 2  Support Funding of Manpower Requirements 


Constraint Addressed  Funding of manpower requirements 


Target Audience  Military Services 


Implementation Timeline  Annually, within the schedule for program reviews and budget 
reviews 


Strategy Details & Impact   As an element of the Military Service SOH program reviews, 
identify unmet mission requirements from unfunded 
manpower requirements   


 As part of the DoD budget development process, submit 
budget issue papers for unfunded requirements identified in 
the program reviews 


Legislative Changes  None anticipated 


Funding Required  Discretion of Military Services 


Metrics to Assess Progress   Program reviews completed 


 Budget issue papers for unfunded requirements submitted to 
budget issue teams 
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Workforce Requirements Analysis  
Fire and Emergency Services, GS0081 
The purpose of the F&ES community—composed primarily of GS‐0081 firefighters—is to 


respond to fire alarms, medical emergencies, and other calls to protect life and property. 


Additionally, firefighters strive to prevent fires and other hazardous events. The F&ES 


Functional Community, a subset of the broader I&E Functional Community, enhances DoD 


mission capability by protecting the U.S. homeland and critical bases of operation through risk 


management, education, and emergency response.   


Historical and projected workforce requirements for GS‐0081 firefighters are shown in Figure 


B3‐5.  Increases are attributable mainly to aggressive hiring into unfilled positions in the Army.   


Figure B3‐5: GS‐0081 Firefighter Requirements 


 


Data generated by OPM/EHRI CIVFORS Application: Population includes all Appropriated Fund. 


 


2005 2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018


Fourth Estate 104 123 134 146 144 147 147 147 147 147 147 147 147 147


Navy 3,318 3,267 3,298 3,378 3,472 4,058 4,020 4,290 4,299 4,306 4,333 4,384 4,384 4,384


Army 2,538 2,539 2,530 2,651 2,846 3,066 3,118 3,034 3,544 3,588 3,629 3,698 3,698 3,698


Air Force 2,706 2,662 2,476 2,349 2,321 2,435 2,725 2,725 2,725 2,725 2,725 2,725 2,725 2,725


Target 9,844 9,981 10,165 10,665 10,715 10,792 10,918 10918 10918
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Factors Impacting EndStrength Targets 


In general, Components anticipate meeting end‐strength goals for the GS‐0081 occupation. 


Components can generally attract a strong pool of qualified applicants for 0081 positions, and 


chronic shortfalls experienced are primarily due to the long time taken to fill each position. 


There are several environmental factors influencing GS‐0081 workforce requirements, 


including: 


 Budget. Budget reduction and the reorganization and/or elimination of organizations 


resulting from the Secretary of Defense (SECDEF) Efficiency Initiative may impact the 


firefighter workforce. The full extent will not be known until further reviews are 


completed. Budget constraints often target prevention programs where impact is not 


immediately apparent but is difficult (or impossible) to reverse. 


 Manpower Authorizations. Authorizations are based on DoD and National Fire 


Protection Association (NFPA) standards and Service‐level objectives. These 


requirements are the minimum requirements that must be maintained for a safe 


operation. Dropping below these levels puts firefighters at risk and leads to increased 


property loss and environmental damage. When minimum staffing levels are 


maintained, there is no impact.   


Current and Future Skills/Competencies Requirements 


 OPM is developing a single DoD competency model based on legacy competency 


models. Former models were developed by the Military Services and during workshops 


that included GS‐0081 employees and supervisors. The single competency model will 


serve as the basis for focused training programs, improvements to position descriptions, 


and other workforce actions. 


 Call volume indicates a growing need for emergency medical services and other 


specialized functions (e.g., hazardous material response).   
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Projected Gains Requirements/Net Change 
Figure B3‐6 depicts the gains and retention (losses not‐to‐exceed) goals based on the MCO 


targets provided and historical attrition patterns.   


Figure B3‐6: GS‐0081 Series Gains, Losses, and Net Changes 


 


Data generated by OPM/EHRI CIVFORS Application: Gains includes all personnel gains to the MCO as an aggregate of all 
Component gains, including new‐hires, transfers, and inactive status to active status. Losses include all personnel losses to the 
MCO as an aggregate of all Component losses, including retirements, transfers, and active status to inactive status.   


GSMCO Analysis and Challenges  
Specific human capital–related factors that could impact the community’s ability to meet 


forecasted MCO requirements (workforce skills and size) include: 


 Classification. Based on additional duties, fire protection inspectors are asked to 


perform certain tasks that are currently not identified in the fire protection inspector 


classification standard. It is difficult to get a diversified applicant list based on the 


current grade of inspectors. The classification standard needs to be updated to capture 


these duties and other specialized duties of firefighters. During the last 20 years, 


notable changes and practices have occurred within the firefighting profession. In 


addition to these changes and practices, numerous problems are being encountered 


stemming from application of the 2004 amendments to the GS‐0081 Classification 


Standard. Career ladder/career progression issues have been identified based on the 


2004 revision. Problems are now endemic in adhering to the intent of the special 


retirement provisions applicable to firefighters, some of which are closely related to 


changes in the profession. 


 


2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018


Gains 562 536 669 657 1,396 915 760 1,063 677 685 720 720 720


Losses ‐981 ‐1,073 ‐983 ‐786 ‐962 ‐1,010 ‐1,000 ‐1,033 ‐1,057 ‐1,066 ‐1,065 ‐1,065 ‐1,065


Net Change ‐419 ‐537 ‐314 ‐129 434.43 ‐94.76 ‐239.8 30.969 ‐380 ‐381.1 ‐344.2 ‐344.2 ‐344.2
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 Medical and Fitness Standards. Currently, medical qualification standards and fitness 


standards are not well aligned with National Fire Protection Association (NFPA) 


recommendations. A better definition of medical standards—understanding 


promulgation of consistent medical and fitness standards—will benefit the community, 


especially in the long term. 


GS‐0081 turnover is shown Figure B3‐7. DoD anticipates retaining the right mix of personnel, 


with the skills necessary to meet current and future mission requirements.   


Figure B3‐7: GS‐0081 Series Turnover (Historical/Predicted) 


 


Data generated by OPM/EHRI CIVFORS Application: Turnover percent is calculated by summing all losses from MCO and 
Component divided by the average strength at the beginning and end of the FY. 


 


2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018


Air Force 12.2% 15.5% 14.4% 10.2% 13.3% 13.6% 12.9% 12.9% 12.9% 12.8% 12.9% 12.9% 12.9%


Army 12.7% 12.3% 10.7% 8.6% 9.3% 8.9% 8.4% 8.6% 8.6% 8.7% 8.5% 8.4% 8.4%


Navy 9.7% 10.6% 10.5% 8.7% 9.6% 9.2% 9.2% 9.0% 9.1% 9.1% 8.9% 8.9% 8.9%


Fourth Estate 9.7% 11.7% 6.4% 10.3% 6.6% 7.3% 6.0% 8.2% 7.5% 7.5% 7.6% 7.6% 7.6%


Total 11.4% 12.6% 11.6% 9.1% 10.4% 10.2% 9.9% 9.9% 9.8% 9.9% 9.8% 9.7% 9.7%
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Retirement forecasts are shown in Figure B3‐8. Retirements are not adversely affecting 


strategic human capital management of the GS‐0081 series at this time. 


Figure B3‐8: Years to Retirement Eligibility/Forecast Retirements (All 0081) 


 


Data generated by OPM/EHRI CIVFORS Application: Note that “Forecasted Retirements” are forecasted against projected 
future strength forecasts while other categories of Retirement Eligibility reflect the workforce as of 30 Sep 2010. 


GS0081 Strategies  
The strategies listed in Table B3‐2 are available to Components as they complete workforce 


planning strategies (e.g., recruiting and retention, competency gap closure, employee 


development, employee engagement). These strategies are based on FY 2010 funding; future 


use will depend on the impact of the pending Secretary of the Army Efficiency Initiative.   


Table B3‐2:  GS‐0081 Strategies 


Strategy # 1  Revise 0081 Classification Standard 


Constraint Addressed  Classification 


Target Audience  All Components   


Implementation Timeline  July 2011 through July 2012 


Strategy Details & Impact   Approval to proceed from OPM 


 New draft standard prepared under the DoD F&ES Working 
Group 


Legislative Changes  None Anticipated 


Funding Required  Funding is at the discretion of the Component 


Metrics to Assess Progress  Publication of new standard   
 


Forecasted 
Retirements 
(0‐5 years)


Current‐5 6‐10 11‐15 16‐20 >20


Fourth Estate 19 13 19 14 31 72


Navy 498 358 524 492 540 1516


Army 439 218 337 358 539 1448


Air Force 465 228 394 383 473 955


Cumulative 9.2% 23.5% 37.5% 55.2% 100.0%


Percentage 13.7% 9.2% 14.3% 14.0% 17.8% 44.8%
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Strategy # 2  Improve Consistency & Application of Medical Qualification 
Standards & Fitness Standards 


Constraint Addressed  Qualifications and fitness leading to improved retention 


Target Audience  All Components 


Implementation Timeline  2011 to 2013 


Strategy Details & Impact  Perform focused review of medical qualification standards and 


fitness standards through a diverse assessment team   


 Identify specific gaps 


 Address gaps 


Legislative Changes  None anticipated 


Funding Required  Discretion of Components 


Metrics to Assess Progress   Assessment completion  


 Progress of gap fill  


Workforce Mix  
Active Duty, Reserve, and National Guard military personnel, DoD civilians, and a limited 


contractor workforce perform firefighter functions. Legislation precludes new contracts for 


F&ES. Many existing contract positions are being insourced, despite the relatively small number 


of these positions.   
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APPENDIX B4: LOGISTICS MANAGEMENT   


OSD FCM Overview 
OSD FUNCTIONAL COMMUNITY MANAGER: 


Mr. Alan F. Estevez 
Principal Deputy Assistant Secretary of Defense (PDASD)


Logistics and Materiel Readiness (L&MR) 


 


Logistics Workforce Management Roles and Responsibilities 


The Logistics Functional Community’s key mission and goals are to deliver agile, timely, precise, 


and cost‐effective support to the warfighter, ensuring readiness and sustainability for Active 


and Reserve Soldiers, Sailors, Marines, Airmen, and Government civilians and industry partners 


who support the Armed Forces across the spectrum of military operations. While its mission 


and purpose are constant, the Logistics Workforce faces a perpetually evolving strategic 


environment and operates in a way that optimizes the human capital of the entire DoD 


enterprise.   


The criticality of the MCO, 346 Logistics Management Specialist, is the ability to perform in any 


of the logistic mission areas, or workforce categories. Performing in these workforce categories 


requires the development of unique, specialized skill sets. Logistics Management workforce 


categories are: 


Supply Management: This category requires ability to: accurately forecast requirements; 


identify and select supply sources; schedule deliveries; receive, verify, and transfer products; 


and authorize supplier payments. The employee must have the ability to see and manage 


inventory levels, capital assets, business rules, supplier networks, and agreements (including 


import requirements), and must assess supplier performance. Supply management 


responsibilities include procurement to disposal of Defense system materiel and integration 


of multiple materiel sources and processes to meet warfighter requirements, including 


spares, repairables, repair parts in support of Defense systems, and consumable materials 


such as ordnance, fuel, food, clothing, and medical supplies. In the theater, this may include 


food service, water and ice service, base camp services, and hygiene services. 


Deployment/Distribution/Transportation: The employee must be able to plan, coordinate, 


synchronize, and execute force movement and sustainment tasks in support of military 


operations. Deployment/Distribution/Transportation includes the ability to strategically and 


operationally move forces and sustainment to the point of need and operate in the Joint 


Enterprise. It includes the ability to transport units, equipment, and initial sustainment from 


the point of origin to the point of need—and provide resources to augment or support 


operational movement requirements. The employee must also be able to deliver supplies, 


equipment, and personnel replacements to the Joint Force. Transportation, packaging, cargo 


scheduling, and dispatching of materials, support services, and personnel in response to 


customer requirements to move and sustain the force are responsibilities in this key mission 
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area. Management of deployment planning; execution of the physical distribution/ 


transportation of personnel and materiel; and forecasting transportation requirements for 


shipping and receiving materiel are additional responsibilities. 


Maintenance Support: The employee must be able to manufacture and retain or restore 


materiel in a serviceable condition to achieve world‐class, agile maintenance capabilities in 


support of the full spectrum of military operations. This category includes planning and 


executing maintenance (scheduled and unscheduled) on weapon systems and Defense 


system equipment. Responsibilities include inspecting, testing, servicing, repairing, 


rebuilding, overhauling, upgrading, and manufacturing; they pertain to organizational, 


intermediate, and depot levels of maintenance to weapon systems, hardware, equipment, 


software, or any combination thereof. 


Life‐Cycle Logistics (LCL): The LCL employee must possess the ability to plan, develop, 


implement, and manage a comprehensive, affordable, and effective systems support 


strategy. LCL encompasses the entire system’s life cycle, including acquisition (design, 


develop, test, produce, and deploy), sustainment (operations and support), and disposal. 


The work translates force‐provider performance specifications for system operational 


availability and readiness into tailored product support—designed to deliver specified and 


evolving logistics support that meets performance capability parameters. LCL shapes all the 


functions of logistics into product support that spans the entire system life cycle. It extends 


optimal logistics support across all potential joint and enterprise applications. 


Product Support: This category requires the employee to possess the ability to perform all 


support functions required to maintain the readiness and operational capability of weapon 


systems, subsystems, software, and support systems. It encompasses materiel management, 


distribution, technical data management, maintenance, training, cataloging, configuration 


management, engineering support, repair parts management, failure reporting and analysis, 


and reliability growth. Product support considerations, germane to both acquisition and 


logistics, are necessary throughout the DoD life‐cycle framework, beginning with 


determination of early requirements and continuing through system design, development, 


operational use, retirement, and disposal. (Note: This workforce category is a subset of the 


LCL [acquisition coded].)  
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Figure B4‐1: Distribution of Logistics Workforce by Workforce Category 


 


 


Logistics Workforce  


The total Logistics Functional Workforce Community is composed of more than 1,093,704 


personnel (523,159 active duty; 314,140 guard/reservists; and 256,405 civilians), as shown in 


Figure B4‐2. 


Figure B4‐2: DoD Logistics Functional Community Workforce 
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Figure B4‐3: Logistics Workforce Distribution Across the Department 


 


The Logistics Functional Community is comprised of approximately 32 occupational series 


within the GS and more than 147 Wage Grade series. In addition to the 346 series, which is 


recognized as the designated MCO for Logistics per OSD Personnel & Readiness (P&R) 


guidelines, the Logistics FCM designated seven additional occupational series within the GS. 


Although these series do not meet all of the criteria within the P&R guidelines, they are critical 


to the Department in supporting current and future defined missions and the warfighter. The 


additional series are comprised of six Logistics series: 


 2001‐General Supply 


 2003‐Supply Program Management 


 2010‐Inventory Management 


 2101‐Transportation Specialist 


 2130‐Traffic Management 


 2150‐Transporation Operations 


 1670‐Equipment Specialist (common, or “shared” series) 
 


The ability to track logistics personnel with specific skills is not possible without a competency 


assessment. Until the OSD (P&R) Enterprise Competency‐Based Management Assessment Tool 


is available, the only way of adequately sizing the Logistics Workforce is by occupational series, 


which is not an accurate assessment of actual work performed. Once a competency assessment 


has been completed, the ability to more closely track and monitor civilian personnel will 


facilitate the development of more targeted human capital strategies to close competency 


gaps. 
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Additionally, a better HR management plan needs to be developed to deal with common GS 


series that span multiple career fields (functional communities). It is not possible for the 


logistics community to manage this segment of our population without a tool to accurately 


measure the size of the population to be managed. Effective workforce planning cannot be 


accomplished for these occupational series until the OSD P&R Enterprise Competency Based 


Management Assessment tool is available; these occupational series account for a large 


percentage of the population. The common, “shared,” series performing work across all 


logistics mission areas are: 


 


301‐Miscellaneous Administration  
and Program 


1199‐Business and Industry  
Student Trainee 


340‐Program Management  1150‐Industrial Specialist 


343‐Management and Program Analysis  1515‐Operations Research 


856‐Electronics Technician  1601‐Equipment, Facilities, and Services 


895‐Industrial Engineering Technician  1670‐Equipment Specialist 


1101‐General Business and Industry  1699‐Equipment and Facilities 
Management Student Trainee 
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Logistics OFCM MCO Demographic Overview 


Overall FY 2010 demographics of the OSD‐Designated MCOs and the additional functional 


community‐identified MCOs are portrayed in Figure B4‐4. 


Figure B4‐4: Logistics MCO Demographics 
  Top MCOs by Current Strength 


  OSD‐Designated MCOs Additional Functional Community–Identified MCOs 


Data as of: 
30 September 2010 
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Workforce Size: Current Strength 
Totals 


18,596  8,685  6,438 3,435 3,375 3,825 1,510  1,589  1,143 


Dept.  of Army: Current Strength  8,720  2,030  2,692 1,308 1,296 1,002 343  796  112 


Dept.  of Navy: Current Strength  4,911  1,371  1,540 509  744  584  136  212  378 


Dept.  of Air Force:  Current Strength  3,641  1,396  1,975 655  398  1,053 1,012  265  600 


Fourth Estate: Current Strength  511  3,888  231  963  937  1,186 19  316  53 


% Male  69%  87%  92%  57%  60%  47%  75%  59%  82% 


% Female  31%  13%  8%  43%  40%  53%  2%  41%  18% 


% Disability  8%  8%  7%  9%  9%  8%  5%  7%  6% 


% Veteran  61%  66%  80%  57%  56%  39%  73%  57%  82% 


Education                   


< Bachelors  51%  76%  85%  81%  67%  62%  69%  70%  67% 


Bachelors or Higher  33%  19%  12%  15%  25%  31%  21%  23%  21% 


Masters or Higher  15%  4%  2%  4%  7%  7%  10%  7%  12% 


Doctorate or Higher  0%  0%  0%  0%  0%  0%  0%  0%  0% 


Planning Considerations                   


% Retirement: Eligible < 5 Yrs  15%  16%  14%  17%  17%  17%  11%  16%  16% 


Age: <35  13%  9%  10%  10%  9%  20%  16%  9%  8% 


Age: 35–55  64%  62%  66%  59%  65%  55%  65%  64%  69% 


Age: 56+  22%  30%  24%  30%  26%  25%  19%  27%  23% 


Years of Service: 0–5  39%  26%  37%  28%  29%  35%  39%  27%  41% 


Years of Service: 6–10  23%  22%  26%  20%  21%  17%  33%  22%  30% 


Years of Service: 11–20  17%  24%  17%  20%  19%  19%  17%  25%  16% 


Years of Service: 21+  21%  29%  21%  32%  31%  29%  12%  26%  13% 


Note: Data sources used for the above data analysis: DLA DCPDS Report: (as of 30 Sep 2010). 


   







DoD Strategic Workforce Plan    Fiscal Year 2010‐2018 


 


  Appendix B4: Logistics Functional Community  7 


 


Notables 


Employees in MCOs are predominately male, with the exception of Supply and Traffic 
management areas. Degrees are typically within Business Administration/Management based 
on location of Logistics schools. 


 The Logistics community relies heavily on Veterans, with the exception of item 
management, which is mostly civilian‐based. 


 More than 50% of the workforce has a Bachelor’s degree or higher. None of the Logistics 
series has a positive education requirement. 


 With large percentages of employees in the 36 to 55 age range, the potential for high 
attrition through retirement requires that DoD Components have good succession plans in 
place in the event the attrition is realized. Implementing knowledge‐transfer plans so 
organizations do not lose the intellectual capital of departing employees is also crucial to 
operations continuity. 


 


Workforce Requirements Analysis, Including Competencies 


Workforce Assessments Skill Gaps 


Logistics Workforce Surveys: The SME and focus group workforce surveys were conducted on 


the original 15 core technical logistics competencies and the career development framework in 


2008 and 2009. A validation of the Weapon System Acquisition Review (WSAR) Product Support 


competencies was conducted by the Logistics Functional Integrated Process Team (FIPT) in 


February 2011.   


When implementation of the logistics competencies was scheduled to begin, the Department 


decided an automated tool was necessary to conduct employee competency assessments and 


supervisor validations across the Logistics Workforce because the workforce was so large.   


Logistics conducted a survey of the tools that were already in use by the Services and concluded 


that the majority of them were training development data systems as opposed to competency‐


based workforce planning systems. Logistics recommended to OSD (P&R) that the only viable 


tool that could be leveraged was OSD (P&R)’s Oracle‐based DCPDS. The Logistics Functional 


Community worked with civilian personnel on the development of an enterprise automated 


tool based on the DCPDS Oracle system.  


As funding permits, several initiatives will enhance logistics education, training, and exercise of 


knowledge and skills for DoD civilian and military personnel. These include expanding existing 


Service Schoolhouse capacity to train civilian logistics personnel. Military Service and Agency 


civilians, and expeditionary surge manpower, will be trained to the same level of proficiency as 


military personnel; this training will provide an effective logistics posture and appropriate level 


of surge capabilities to respond to incidents. Expanding capabilities at the National Defense 


University (NDU) Center for Joint and Strategic Logistics will bring an advanced curriculum to 


DoD Logistics leadership. 
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Logistics Acquisition: The LCL Acquisition workforce is also an integral part of the overall 


Logistics Workforce. The Logistics Functional Leader establishes, maintains, and oversees the 


Logistics career field competency model, certification standards and framework, and position 


category descriptions. On an annual basis, the Logistics Functional Leader certifies that courses 


in the Logistics Acquisition career field are current and accurate. The Logistics FIPT participates 


in senior‐level meetings (Workforce Management Group and Senior Steering Board) and 


engages with the Defense Acquisition University (DAU) in the analysis of the LCL and new 


product support.   


Expected outcomes from continued engagement of the Logistics FIPT include a quality Logistics 


Acquisition Workforce with clear career field certification requirements, a governance structure 


to improve life‐cycle acquisition results, an expanded set of competencies, and a broader range 


of training options. 


Figure B4‐5:  Logistics Functional Community–GS‐0346 MCO Population 


 


   


2005 2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018


Fourth Estate 341 340 371 388 442 512 511 507 509 511 516 522 522 522


Navy 3,507 3,508 3,669 4,033 4,444 4,904 4,911 4,911 4,911 4,911 4,911 4,911 4,911 4,911


Army 5,568 5,830 6,134 6,691 7,494 8,021 8,857 9,158 9,621 11,012 11,814 11,827 11,827 11,827


Air Force 3,370 3,499 3,479 3,566 3,962 3,641 4,240 4,318 4,317 4,321 4,306 4,311 4,311 4,311


Target 17505 18243 18546 18951 20213 20918 20918 20918 20918
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Notables 


Army 346 targets reflect a substantial growth (3,500+ from FY 2010 to FY 2018). This growth is 
based on the need for appropriate manpower strengths to perform logistics management 
operations that involve planning, coordinating, or evaluating the logistical actions required to 
support a specified mission or weapon system. Greater emphasis is required on performing the 
full‐spectrum (end‐to‐end) life‐cycle logistics from initial item introduction through 
sustainment, and ultimately, to a weapons system’s end of life. Across the Army, budget 
reductions will be realized in FY 2012, and possibly beyond, but no negative impact to 
authorized positions will be part of the POM process. The full impact of the budget reductions 
and reorganization/elimination of organizations resulting from the SECDEF Efficiency Initiative 
will not be known until further reviews are completed 


 


The following graphic shows the total Logistics Functional Community Workforce distribution 


by occupational series.   


Figure B4‐6:  DoD Logistics Workforce Distribution by MCO Occupational Series 


 


* Analysis based on data obtained from the DCPDS 30 Sep 2010 report. 


 


Notables 


The 107,430 full‐time equivalents (FTEs) in common or “shared” series comprise 64% of the 
Logistics Functional Community; an even greater number may be performing 50% or more 
Logistics functions. A detailed breakout cannot be determined unless a code designating 
primary functional community is implemented in the HR database system.   
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Environmental Considerations Influencing Growth, Decrease  
or Steady State 
Environmental factors impact the Logistics Functional Community’s ability to successfully 


execute its mission. The table shows the economic considerations influencing human capital 


and workload factors that were considered in the preparation of the Workforce Assessment 


Plan and Strategic Human Capital Plan (SHCP). 


Specific Factors  Comments 


Federal hiring freeze  The SECDEF’s Efficiency Initiative to freeze hiring 
to FY 2010 manpower strengths through FY 
2012 may cause a negative perception among 
private‐sector employees considering Federal 
employment and may constrain recruitment 
efforts. The extent of the impact will not be 
known until further reviews are completed. 


Changes in national security priorities result 
in an increased emphasis on performance 
measurement 


Personnel and talent management programs are 
needed to support continuity of operations and 
maintain progress in meeting mission 
requirements. 


Increased demand for highly competent 
employees 


The need for these employees increases 
competition with the private sector. 


BRAC/joint Basing, 
reorganization/realignment 


BRAC/joint Basing is expected to have a slight 
impact on GS‐0346 manning: 
Army: BRAC has positively impacted numbers at 
the strategic level and negatively impacted 
organizations in terms of loss of knowledge and 
expertise. 
Fourth Estate: 12 Defense Information Systems 
Agency (DISA) positions will relocate from 
Northern VA to Fort Meade, MD between 
January and July 2011. The move will occur on 
weekends to minimize impact on operations. 
DISA estimates an up‐to‐30% attrition rate of 
the overall workforce based on the BRAC move. 
DISA gained one GS‐0346 from the BRAC of Fort 
Monmouth, NJ. 


DSS: Relocation to Quantico, VA may constrain 
the Agency’s ability to access certain highly 
skilled workers associated with the Washington, 
DC labor market. 
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Specific Factors  Comments 


Dynamic and rapidly changing security 
environment 


A fungible workforce capable of addressing a 
wide range of challenges is essential. 


Economic pressures impact planning and 
budgeting for mandatory and discretionary 
programs 


These pressures demand a comprehensive 
human capital program to mitigate risk and 
accurately navigate difficult decision across 
DoD. 


Workforce is increasingly reaching 
retirement eligibility 


This fact requires proper succession planning to 
be in place. Economy factors may have created 
a false reality. When the economy takes an 
upward swing, DoD may see mass retirements 
which would impact its current state. 


New or changing mission requirements  Expanded global cooperative threat reduction 
and expanded Combatant Commander 
assessments may require new skill sets and 
additional personnel. 


 


Current vs. Future Competencies 


Current Competencies Required  Future Competencies Required 


 Supply Management: 


 Forecasting and demand planning 


 Supply planning 
 Sourcing 
 Inventory management 


 Deployment/Distribution/Transportation:  


 Deployment planning 


 Physical distribution/transportation operations
 Maintenance Support: 


 Maintenance operations 


 Production and support 
 LCL: 
 Logistics design influence 
 Integrated logistics support planning 
 Product support and sustainment 


 Configuration management 


 Reliability and maintainability analysis 


 Technical/product data management 


 Supportability analysis 
 Product Support: 
 Reliability, availability, maintainability, and 
supportability 


 Performance‐based product supports 


 Nontechnical (Soft Skills): 
 Analytical expertise 
 Decision‐making 


 Business processes 
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Current Competencies Required  Future Competencies Required 


strategies 


 Product support strategy development 


 Designing for support 
 Product support requirements translation 


 Product support sustainment 


 Life‐cycle cost optimization 


 Reliability, availability, and maintainability 
analysis 


 Obsolescence, diminishing manufacturing 
sources and material  


 Shortages  planning 
 Sustaining engineering 
 Supply chain management and maintenance 
planning 


 Supportability analysis 
 Fundamental Competencies (OPM‐defined) 


 Leadership and Management (OPM‐ and DoD‐
defined) 


 


DoD’s Logistics Functional Community has leveraged the DoD Logistics Human Capital Strategy, 


which provides a competency‐based roadmap and development framework , that can be 


utilized across the Logistics Enterprise for workforce development and planning. The 


Department defined and verified a list of 15 core Logistics competencies; the competencies 


have Level 1 through 5 proficiency levels. In FY 2010, the Office of the Under Secretary of 


Defense for Logistics & Material Readiness (OUSD [L&MR]) expanded the core set of Logistics 


competencies to include 12 Product Support competencies defined by the Product Support 


Manager Guidebook (National Defense Authorization Act 2009 [NDAA 2009]); these 


competencies were validated in FY 2011. Since 2009, there has been a shift in the Logistics 


Enterprise to performance in the full‐spectrum (end‐to‐end) life‐cycle logistics environment; 


the ability to identify and defend budgetary requirements is key. 


Use of competencies varies across the DoD Components. The implementation of a competency 


model for conducting workforce assessments and gap analysis is anticipated, pending the 


development and institutionalization of an Information Technology enabler. 
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Projected Gains Requirements/Net Change 
Figure B4‐7 depicts the gains and retention (losses not‐to‐exceed) goals based on MCO targets 


provided and historical attrition patterns. Gains in FY 2009 to FY 2011 represent the 


Department’s increasing focus on insourcing and end‐to‐end logistics operations. The overall 


impact of the SECDEF Efficiency Initiative is pending. 


Figure B4‐7: GS‐346 Series Gains, Losses, & Net Change 


 


Data generated by OPM/EHRI CIVFORS Application: Gains includes all personnel gains to the MCO as an aggregate of all 
Component gains, including new hires, transfers, and inactive status to active status. Losses include all personnel losses to the 
MCO as an aggregate of all Component losses, including retirements, transfers, and active status to inactive status.   
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MCO Analysis and Changes 


Environmental Constraints 


The factors described in the table may negatively impact the Agency’s ability to meet 


forecasted requirements in terms of end‐strength targets and workforce skills and capabilities. 


 


Environmental Constraints 


Budget: Availability of funds for labor and/or HR‐related initiatives 


The decision to implement a pay freeze, suspending the 1.4% pay raise for all Federal 


civilian employees for FY 2011 through FY 2012, may lead to negative perceptions among 


potential employees who are considering Federal employment. As a result, DoD’s ability to 


recruit/develop/retain its workforce may be constrained. The extent of the impact will be 


unknown until further reviews are completed. 


Attrition: Significant projected turnover/e.g., retirements 


The experience of DoD Logistics senior workforce will significantly decline as the “baby 


boomers’” largest bow‐wave retires over the next 10 years. At present, 17% of the Logistics 


MCOs is retirement‐eligible, and 59% will be retirement eligible by FY 2015. These factors 


may constrain the ability to recruit/develop/retain the MCO workforce. A need to assess 


workforce competency gaps and develop strategies for retention, replacement, and 


accession exists; however, with the nation’s present economic state, statistics show that 


people are retiring later, so there may be no significant impact on the workforce. 


Compensation: Competitiveness of current grade structure and/or salaries to compete  


for talent 


The DoD‐wide Presidential pay freeze, which suspends the 1.4% pay raise for all Federal 


civilian employees for FY 2011–FY 2012 may lead to negative perceptions among private 


sector employees who are considering Federal employment. The extent of impact will be 


unknown until further reviews are completed. DoD expects that once the economy begins 


showing steady signs of improvement, the supply of qualified potential resources for 


recruitment and hiring will decline due to competitive options.   


Hiring Process: Efficiency and/or effectiveness of hiring process to attract, select, and hire 


talent 


DOD’s internal time‐to‐hire process, which covers the timeframe from when date the 


vacancy is posted to the date the offer is extended, can take too long, constraining DoD’s 


ability to recruit the most qualified personnel. 
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Environmental Constraints 


Manpower Authorizations: Sufficient number of authorizations to meet goals 


Budget reductions and the reorganization/elimination of organizations resulting from 


SECDEF’s Efficiency Initiative will have an impact on the Logistics Workforce. The extent of 


the impact will be unknown until further reviews are completed. 


Life Cycle: Ability to develop, manage, reward, and retain talent 


Aligned competency models and metrics are critical for knowledge and resource 


management but have not been fully implemented within DoD. Significant progress has 


been made with respect to the development of a Logistics competency‐based model, but 


until it is implemented for competency‐based management and workforce planning, the full 


benefit cannot be ascertained. 


BRAC: Relocation of DSS Headquarter Facilities to Quantico, VA and Fort Meade, MD 


The DSS April/May 2009 BRAC Act Survey indicates that 50% of the Agency‐wide workforce 


intends to remain with Defense Security Service (DSS) through BRAC. Informal data 


collection and pulse checks indicate that the BRAC‐impacted attrition will be significantly 


less than 50%.   
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Demographic Considerations 


This section highlights the most relevant demographic considerations for the Logistics 


Functional Community in planning current and future workforce requirements. These 


considerations will impact workforce demand and availability in terms of end‐strength targets 


and skills and capabilities. 


Figure B4‐8 reflects the DoD workforce in terms of numbers of employees at each GG 


Equivalent grade. Analysis of the following data provides insight into the availability of high‐


grade jobs and the organization’s ability to provide internal career mobility to its workforce.   


Figure B4‐8: DoD Workforce Distribution by GG‐Grade Equivalent 


 


* Analysis is based on data obtained from the OPM FedScope FY 2010/Q4 report.   


 


Notables 


 Based on DCPDS data, less than 1% of Defense Logistic Agency’s (DLA’s) 346‐MCO population 
is at entry level (Grades 5 through 9). With the majority of the population at DLA being 
retirement eligible, there may be a need to recruit at the entry level starting in FY 2011. 


 Approximately 20% of DLA’s 346‐MCO population is at the senior level (Grades 14 and 
higher).  Along with mid‐level employees, senior level workers are part of the retirement‐
eligible population within DLA. The mid‐level population needs to be trained and ready to 
advance to the senior level. 
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Figure B4‐9 presents the retirement‐eligible employee population for the OSD‐designated  


346‐MCO across DoD. 


Figure B4‐9: DSS Workforce Distribution by Projected Retirement Eligibility  
(All 0346) 


 


Data generated by OPM/EHRI CIVFORS Application: Note that “Forecasted Retirements” are forecasted against projected future 
strength forecasts while other categories of Retirement Eligibility reflect the workforce as of 30 Sep 2010. 


 


Notables: 


There is a need for the development of hiring and training strategies. Based on Defense Civilian 
Personnel Data System (DCPDS) data, less than 1% of the DLA population is at entry level (Grades 5 
through 9). With the majority of DLA’s 346 population being eligible for retirement, there may be a need 
to recruit at the entry level starting in FY 2011. 
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Figure B4‐10: DoD Separation Trends within the 0346 OSD‐Designated MCO 
(Total Supply (20XX), & Total Transportation (21XX)) Mission Areas within the 


Logistics Functional Community 


 


Analysis based on OPM data. FedScope FY 2010/Q4. 


 


Notables 


The chart represents 346, 20XX, and 21XX total separation trends as a percentage of total DoD end‐
strength of 346, (20XX, and 21XX) as of September 30, 2010 for FY 2006 FY 2010. The overall separation 
from civil service rate has decreased since 2008, likely caused by the stability of government 
employment in an unstable economic environment. 


 


Figure B4‐11: GS‐346 Series Turnover Rates in Workforce 


 


Data generated by OPM/EHRI CIVFORS Application: Turnover percent is calculated by summing all losses from MCO and 
Component divided by the average strength of the beginning and end of the FY. 
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Attrition/Retention Strategies 
This section provides an overview of the current and planned high‐priority strategies and 


initiatives designed to address challenges and constraints impacting the Agency. Strategies 


listed may be used to complete workforce planning strategies (i.e., recruiting and retention, 


competency gap closure, employee development, employee engagement) and are based on     


FY 2010 funding. Future use will depend on the impact of the pending Secretary of the Army 


Efficiency Initiative.   


Strategic Alignment 


The DoD Logistics Human Capital Strategy is directly aligned with the Department’s mission, 


goals and organizational objectives and is integrated into performance plans and budget. 


 


Strategy # 1  Strategic Planning 


Constraint Addressed  Strategic alignment 


Target Audience  DoD‐wide to include entry‐, mid‐, and senior‐level 


Implementation Timeline  DoD Logistics HCS Strategic Plan released in May 2008 


Strategy Details & Impact  Gain appropriate funding of “requirements” of new‐hire 
programs, such as the Logistics Intern Program. Requirements 
funded versus “slice and dice” allocations.   


Specific Initiatives   Maintain a coherent framework of human capital policies, 
programs, and practices aligned with the Department’s 
Strategic Plan and business processes 


 Leverage industry best practices and share lessons learned 
across DoD 


 In FY 2011, the DLA initiated a career‐mapping endeavor 
that included DLA employees in the LCL workforce to 
increase the number of employees who Defense Acquisition 
Workforce Improvement Act (DAWIA)‐certified.   


Legislative Changes  N/A 


Funding Required  Funding for Automated Assessment Tool for implementation of 
competency‐based management system will be provided by OSD 
(P&R) at the enterprise level.   


Metrics to Assess Progress  Once the automated Enterprise Competency‐Based 
Management System Tool is implemented, the percentage of the 
workforce with competencies/proficiencies will be entered and 
validated. 
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Component Intern Programs 


Recruiting takes place at the Component level. The Acquisition Functional Community will 


address the extent of their recruitment plans for the Acquisition Logistics Workforce in their 


report, including product support and certified life‐cycle logisticians. Standard hiring methods 


are used to acquire a skilled workforce to fulfill vertical roles needed for the DoD’s expanding 


workforce, BRAC restructuring, and to address an increasing retirement‐eligible workforce.   


 


Strategy # 2  Component Intern Programs 


Constraint Addressed  Recruiting 


Target Audience  All Components, entry‐ to mid‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact  Gain appropriate funding of “requirements” for new‐hire 
programs, such as the logistics intern program 


Specific Initiatives  Components have individual initiatives. Attract and appoint 
potential full‐time hires through internship programs. 
(Components have excellent ongoing intern programs in the 
Logistics area that offer students insight into career 
opportunities in the public sector.) Align recruitment strategies 
with marketing techniques and activities to increase and 
diversify the talent pool and enhance employment efforts. 


Legislative Changes  N/A 


Funding Required  Most Component intern programs are centrally funded. 


Metrics to Assess Progress  Number of annual hires by Component. Components individually 
track and monitor intern program progress. 


 


Talent Management 


Once a Competency‐based Management Tool is implemented, the Logistics Functional 


Community will be able to make meaningful progress toward closing mission‐critical skill, 


knowledge, and competency gaps. 


Strategy # 3  DLA Talent Management Initiative 


Constraint Addressed  Talent Management 


Target Audience  Agency‐wide to include entry‐, mid‐, and senior‐level 


Implementation Timeline  DLA has a Talent Management Initiative in progress. 


Strategy Details & Impact  Develop short‐ and long‐term strategies targeting investments in 
human capital to create a quality workplace designed to attract, 
acquire, and retain quality talent. 
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Strategy # 3  DLA Talent Management Initiative 


Specific Initiatives  The DLA FY 2011 Director’s Guidance identified three focus 
areas/processes under the Talent Management Initiative (Career 
Map Endeavor): workforce planning, strategic recruitment, and 
training/development. To meet the intent of the FY 2011 Director’s 
Guidance, DLA has implemented recruitment tools and is executing 
workforce planning via a competency‐based approach.  Hiring and 
training strategies need to be developed. Based on DCPDS data, less 
than 1% of the DLA population is at entry level (Grades 5‐9). With the 
majority of the 346‐population being DLA retirement eligible, there 
will be a need to recruit at the entry level starting in FY 2011. 


Legislative Changes  N/A 


Funding Required  N/A 


Metrics to Assess Progress  There is nothing to measure at this time. Talent Maturity 
Diagnostic will be determined and validated. 


 


Career Development Assignments  


Logistics Functional Community human capital decisions will be guided by a data‐driven, 


results‐oriented planning and accountability system. 


 


Strategy # 4  Office of the Secretary of Defense Supply & Transportation 
Fellows Program 


Constraint Addressed  Career Development—Sponsored by the Assistant Secretary of 
Defense (L&MR) 


Target Audience  Agency‐wide, mid‐level Logistics professionals (military 04-05, 
civilian GS‐13‐14, or YA‐02/03) 


Implementation Timeline  The OSD Fellows Program was established more than 30 years 
ago, and initially focused on transportation policy. In 1978, a 
parallel program was created for supply chain policy. These two 
programs were combined in 2003 and now share a joint vision: 
to offer participants a hands‐on professional enhancement 
opportunity in the areas of supply chain integration and 
transportation policy within DoD. 


Strategy Details & Impact  The OSD Supply and Transportation Fellows Program (OSD 
Fellows Program) is a year‐long, hands‐on leadership 
development program designed to enhance the career 
development of selected mid‐level Logistics professionals 
(military 04‐05, civilian GS‐13‐14, or YA‐02/03), by providing 
them with significant headquarters‐level experience 
opportunities. 
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Strategy # 4  Office of the Secretary of Defense Supply & Transportation 
Fellows Program 


Specific Initiatives  The OSD Fellows Program has five primary objectives:  


 Offer participants the opportunity to gain insight into how 
the Federal Government, OSD, Military Departments, 
Defense Agencies, and Joint Committees develop and 
implement supply chain and transportation policy. 


 Improve the future management of DoD supply chain and 
transportation programs by broadening the background of 
career professionals within the DoD.   


 Mentor the career development of mid‐level managers 
involved in Defense Logistics.   


 Challenge participants to demonstrate and further develop 
their management and functional potential.   


 Allow sponsoring organizations to provide career‐
broadening opportunities for their own personnel.   


Legislative Changes  N/A 


Funding Required  Training, travel, and Permanent Change of Station (PCS) 
relocations are funded at the unit level.   


Metrics to Assess Progress  Number of fellows who obtain more senior/more responsible 
positions as a result of the program 


 


Strategy # 5  New Hire Programs 


Constraint Addressed  Hiring Strategies 


Target Audience  Entry‐level employee 


Implementation Timeline  At Component’s discretion. 


Strategy Details & Impact  Gain appropriate funding of “requirements” for new‐hire 
programs, such as the Logistics Intern Program; requirements are 
funded versus slice and dice allocations.   


Legislative Changes  N/A 


Funding Required  Centrally funded training dollars   


Metrics to Assess Progress  Logistics Community requirements versus allocation of work 
years to logistics career programs 
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Strategy # 6  Training Programs 


Constraint Addressed  Employee Development (competency‐based) 


Target Audience  Mid‐ to senior‐level employee 


Implementation Timeline  FY 2013 and beyond 


Strategy Details & Impact  Based on OSD (P&R) competency‐based analysis studies. Training 
opportunities are an accurate reflection of competencies 
needed.   


Legislative Changes  N/A 


Funding Required  Centrally funded programs should not be in competition with 
funds needed for student accounts, similar to the Army’s 
Training Temporary Hold and School (TTHS) for Senior Service 
College (SSC) Programs. (These funded accounts are set up for 
employees who are in direct transition from one PCS to another.) 


Metrics to Assess Progress  Defer to Components for applicable evaluation process. 


 


Strategy # 7  Student Loan Repayment 


Constraint Addressed  Recruiting and Retention 


Target Audience  All Components, entry‐, mid‐, and senior‐ level 


Implementation Timeline  Ongoing 


Strategy Details & Impact  Agencies are authorized to establish programs. They may agree 
to repay certain types of Federally‐insured student loans as 
recruitment or retention incentives for highly qualified 
personnel. 


Legislative Changes  No changes required at this time 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 


 


Workforce Mix 
Active Duty, Reserve, and National Guard military personnel, DoD civilians, and an extensive 


contractor workforce perform crucial logistics roles. The Logistics Community Workforce mix is 


addressed at the DoD enterprise level on page 3 of this Appendix.   
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APPENDIX B6:  CIVILIAN EXPEDITIONARY WORKFORCE 


(CEW)  


Building Expeditionary Capability in the DoD Civilian 
Workforce 
Today’s global environment includes instability, failed states, increasing insurgencies, terrorist 


activities, and natural disasters that require humanitarian efforts. To address these and other 


security challenges, DoD requires an adequate civilian capacity to conduct complex operations, 


including those that require collaborative civil‐military planning and operational integration  


n theater. DoD civilians play a critical role in current operations, acting as force multipliers  


that allow the Services and DoD Agencies to build capacity and facilitate much‐needed 


intradepartmental coordination and contributions to “soft” power. Operations can range from 


small temporary missions, such as responding to natural disasters, to large enduring missions, 


such as performing stabilization and reconstruction, which is the case in Iraq and Afghanistan. 


Although the military is responsible for establishing security and initiating stability operations, 


DoD civilians are a valuable asset to the success of DoD military operations and operations 


supporting other Federal agencies. As specified in the Quadrennial Defense Review 2009 (QDR 


2009) Report, “In a reconfigured Total Force, a new balance of skills must be coupled with 


greater accessibility to people, so that the right forces are available at the right time. Both 


uniformed and civilian personnel must be readily available to joint commanders.” Using DoD 


civilians as a force multiplier has allowed the Department and other Federal agencies time to 


strengthen the Total Force and pave the way for a whole‐of‐government approach to 


contingency operations. In addition, utilizing civilians to support the Secretary of Defense’s 


Departmental efficiency goals is essential to maximizing civilian workforce skills, knowledge, 


and capabilities. The strategic challenges that led to the creation of the DoD CEW, and 


subsequently, were confirmed in the 2010 QDR and the Defense Planning guidance, remain. 


These challenges include changing the organizational structure and culture to support 


contingency operations by swiftly embedding a cadre of competent, trained, and ready 


civilians. In addition, the organization must be prepared to provide for a continuum of support 


and care for the Department’s deployed civilians.   


In implementing the Defense Directive that helped establish the CEW, the Department 


assembled a resumé bank of individuals outside government, including former DoD employees, 


to serve in expeditionary requirements or meet backfill requirements. Personnel policies for 


areas including position designation, pre‐ and post‐deployment physicals and psychological 


health assessments, job return rights, benefits, and incentives are also standardized. It is clear 


that future success of the CEW and the Department cannot be achieved by using volunteers; 


program milestones are identified in this plan to expand the CEW to include incumbents of 


emergency essential (E‐E) and non‐combat‐essential (NCE) positions.  
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DoD must continue efforts to increase and maintain the availability of civilian expeditionary 


forces for enduring missions and preparing for future contingency operations, both in the 


Continental United States (CONUS) and Outside the Continental United States (OCONUS). Such 


efforts require a broader comprehensive view of how to increase and manage the pool of 


civilians, including participation in Combatant Command (CCMD) operational and contingency 


plans.   


One significant example of how CEW is becoming a viable sourcing solution is the growth in 


both the numbers of received requirements and deploying personnel. As of January 2011, 88% 


of all requirements that CEW supports were in the Central Command (CENTCOM) Area of 


Operational Responsibility (AOR), with just more than 1,000 active requirements across all 


occupational series. Since June 2010, the number of requirements has increased by more than 


60% while the number of personnel filling those requirements has doubled, resulting in 


qualified DoD civilians filling positions that were traditionally filled by military members. (See 


Figure B6‐1.)   


Figure B6‐1. 


 


Currently, more than two‐thirds of the requirements are in mission‐critical occupations; 


however, almost 200 of these requirements are for Contracting Officers or Intelligence (1102 


and 0132, respectively). Minus these two career fields, less than half of the requirements the 


CEW is requested to fill are in MCO fields.   


Skill sets required for contingency operations will need to be distributed across the Total Force 


to provide the greatest capability and adaptability. To meet current and future requirements, 


civilians must be trained, cleared, and available, with their readiness assured. 
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Expeditionary Workforce Framework 
With many of the Department’s strategic human capital initiatives, there is an emphasis on 


MCOs. These are often high‐demand and low density, meaning that, invariably, there is a 


greater need for individuals who perform certain types of work than there is supply of them.  


This is equally true when dealing with contingency operations. Based upon current experience 


in Iraq and Afghanistan, it is not too soon to gauge supply and demand issues the deployable 


civilian community may face.   


Though the CEW is an all‐volunteer program, it is extremely challenging to meet emergent 


requirements with volunteers. Accordingly, in the next 12 to 18 months, the CEW will become a 


formally designated subset of the DoD civilian workforce, consisting of pre‐identified positions 


that are organized, trained, and equipped for rapid response and quick assimilation. The CEW 


will continue to support DoD operations, contingencies, emergencies, and humanitarian 


missions.   


The graphic (Figure B6‐2) depicts DoD’s planned approach for identifying talent to serve in 


combat and other operations.   


Figure B6‐2. 


 EE – Emergency Essential: A position‐
based designation to support combat 
operations or combat‐essential systems in 
a combat zone (10 U.S.C. §1580). 
Deployability required as condition of 
employment. 


 NCE – Non‐Combat Essential: A position‐
based designation to support non‐combat 
missions. Deployability required as 
condition of employment. 


 CBV – Capability‐Based Employee 
Volunteers: A personnel‐based 
designation to support voluntary 
identification of capabilities outside scope 
of an employee’s position for EE and NCE 
requirements. 


 CBV – Former Employee Volunteer Corps: 
Prepared to support backfill or deployed 
requirements. 
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The CEW Program Office has created a requirements baseline for identifying deployable 


positions required for supporting contingency operations (peacekeeping, humanitarian, and 


wartime missions). This baseline is comprised of appropriated‐ fund civilian positions and 


functions that are coded as E‐E (“Emergency essential”).  Emergency essential as a designation 


for a position is statutorily defined; incumbents in these positions would be the first to deploy; 


may serve in support of combat operations; and will provide the foundation of the 


Department’s worldwide civilian expeditionary capability. Incumbents in NCE positions would 


not be required to serve in support of combat operations but would support humanitarian or 


disaster‐relief operations.  


Pursuant to this methodology, it is proposed that each Component will designate a baseline of 


2.5% of its total civilian billets in specific occupational series as E‐E, NCE, or both. Within the 


baseline there is a targeted minimum designation of 0.5% NCE. The billets will be tracked using 


newly established codes in the DCPDS.  After the CEW baseline is validated, it may be adjusted 


to add E‐E and NCE positions as necessary, based on requirements that will be generated by the 


CCMDs. The proposed baseline requirement is based on analyses of historical requirements 


(from Bosnia to Afghanistan), current E‐E requirements, and a 1:4 dwell time ratio. 


As a regular part of manpower management, manpower officials for each DoD Component and 


Agency are required to establish a formal process for determining Total Force manpower 


requirements for contingency operations. Once these actions are complete, the CCMDs will 


have insight into the capabilities of the DoD civilian workforce. With advice and support from 


the CEW Program Office, there will be a collaborative human capital planning process, with skill 


mix trade‐offs, mission assessment, and risk mitigations that will shape the right mix of 


personnel who will be first to deploy in support of contingency requirements. These personnel 


provide the foundation of the Department’s worldwide civilian expeditionary capability, as 


shown in Figure B6.2. 


Challenges  
The Department has established an initial goal for 2.5% of DoD civilian workforce positions to 


be identified as deployable. This target is in addition to the 1:1 ratio for each Component’s 


internal deployable mission requirements, for which a civilian must occupy the position.  Within 


each functional community, gains and losses are fluid to the specific functional career field. The 


CEW does not face this specific challenge, because the program cuts across a large number of 


functional communities. The identification of new deployable positions is intended to cause as 


little disruption to the workforce as possible by first impacting vacant, fillable positions.  


However, as positions that are encumbered become deployable, the incumbents in such 


positions will have their conditions of employment changed. The impact of such a change is 


unknown.   
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Challenges resulting from the shift from a volunteer force include:  


1. Potential increases in attrition and workforce inventory shortfalls across career fields due to 


changes in deployable status coding 


2. Potential increases in attrition and workforce inventory shortfalls due to changes in 


deployable status coding and inability to obtain medical qualifications and clearance   


3. Potential constrained manpower authorizations across DoD with the inability to facilitate a 


1:4 deployment dwell ratio (Service deployment requirements may also compete.) 


4. Potential unconstrained manpower requirements to increase as Components validate 


increased deployment requirements during the planning and programming portions of the 


POM process 


5. Expected unconstrained manpower requirements in budgeting and execution portions of 


the current POM process 


6. Potential shortfall in appropriate fund availability 


 


The CEW Program Office will be able to better determine the shortfalls between projected 


personnel inventory and requirements after the baseline (outlined in the points listed above) 


are complete. The potential exists for CCMD mission requirements to be impacted by 


unavailability or a personnel shortfall; specific numbers, personnel mix, and impacted mission 


are unknown until the CEW is a sourcing solution for more than the CENTCOM Commander. It is 


understood that Components conduct force planning and organization‐specific analysis is 


essential for successful targeted implementation of workforce strategy and initiatives.  


Horizontal and vertical communication must be open and continuous for the CEW to be a viable 


option in meeting contingency operations needs. 


The CEW vision is to have directed training and targeted employee development focused on 


specific and/or functional mission areas, geographical areas of responsibility, and/or functional 


skill and capability sets to better facilitate meeting CCMD mission requirements. These efforts 


will be further defined after the Department determines shortfalls or overages in the 


requirements or personnel inventories. Targeted CEW workforce planning and shaping efforts 


will allow the CEW to better meet customer demand signals. 
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APPENDIX B7:  HUMAN RESOURCES  (HR) FUNCTIONAL 
COMMUNITY 


OSD FCM Overview 
OSD FUNCTIONAL COMMUNITY MANAGER: 


Mr. Pat Tamburrino 
Deputy Assistant Secretary of Defense (DASD)


Civilian Personnel Policy (CPP) 


The HR Functional Community includes a 


variety of positions that manage, 


supervise, administer, advise on, or 


deliver HR management products or 


services. DoD HR professionals perform 


specialized work in the functional areas of 


information systems, classification, 


recruitment and placement, employee 


benefits, employee relations, and labor 


relations.   


DoD HR professionals perform three 


major roles to support the civilian 


workforce:  


 The Specialist/Tactical role focuses 


on the skills needed to perform 


traditional HR service‐delivery 


activities.  


 The Advisor role focuses on the 


advisory portion of the position as 


well as the development of 


strategic focus, while still 


performing traditional HR service‐


delivery activities. 


 The Strategic Advisor role focuses 


on the strategic aspects of the 


position supporting the workforce 


and the organization. 


HR professionals are found at all 


organizational levels within DoD. 


 


Data generated by OPM/EHRI CIVFORS Application and DCPDS:  


Army population reduced to ≈60% of total 0201 Army workforce  


Air Force population reduced to 85% of total 0201 Air Force 
workforce 


Navy population reduced to 84% of total 0201 Navy workforce 


HUMAN 


RESOURCES 


MANAGEMENT‐


CIVILIAN (0201)


FY10 Demographics**


FY 2010 Workforce Strength 9,680


FY 2018 Workforce Manpower  Target 10,028


Dept of Army ‐ Strength 3,352


Dept of Navy ‐  Strength 1,911


Dept of Air Force ‐  Strength 2,873


Fourth Estate ‐  Strength 1,544


% Male 26%


% Female 74%


% Targeted Disability 1%


% Non‐Targeted Disability 8%


% Prior Military 30%


Basic Salary (33% percentile) $56,991


Basic Salary (66% percentile) $76,346


Basic Salary (97% percentile) $126,196


Basic Salary (99% percentile) $155,529
Education


< Bachelors 52%


Bachelors 32%


Masters 15%


Doctorate 1%
Planning Considerations


Age, 35 or below 18%


Age, 36‐55 60%


Age, 56+ 23%


Years of Service, 0‐5 24%


Years of Service, 6‐15 22%


Years of Service, 16‐25 26%


Years of Service, 25+ 27%
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Updates 


Hiring Reform 


DoD is working with OPM on its Hiring Reform Initiative, which is aimed at recruiting high‐


quality candidates into all areas of government service, including HR201. The Department is an 


active participant in this process, and achieved many successes in 2010, including:   


 Security and Suitability: DoD’s Security and Suitability pilot is underway and is ahead of 


schedule. OPM requires the use of the Central Verification System (CVS) to determine 


whether a Federal agency has already completed a background investigation and 


suitability adjudication for new hires. If it has, time to conduct a suitability 


determination is reduced and overall timeliness is improved. The requirement also 


fulfills reciprocity identified in Executive Order 13467, Reforming Processes Related to 


Suitability for Government Employment, Fitness for Contractor Employees, and 


Eligibility for Access to Classified National Security Information, dated June 30, 2008. 


 Automated Hiring Tool: The Department has received approval from its Defense 


Business Systems Management Committee to move forward with the deployment of an 


interim automated hiring tool. This tool will help DoD further reduce its hiring timelines 


and help HR professionals manage referrals more effectively. It will also improve the 


Department’s overall ability to hire quality talent in a timely manner. The process of 


implementing access to this enterprise tool will begin in the fourth quarter of FY 2010. 


 Manager Toolkit: In June 2010, DoD launched a Manager’s Toolkit, which provides Best‐


In‐Class Artifacts that balance general DoD‐wide information with space for specific 


component guidance. Information is distributed through DoD’s Hiring Reform website 


(www.cpms.osd.mil/HiringReform), as well as through posters, pamphlets, “quick 


cards,” and additional printed guides. Additional material was added to the toolkit in 


September and December 2010, including an Interviewing Guide and Strategic 


Workforce Planning Guide.  


 Training and Education: DoD HR professionals from across all Components and Service 


Agencies are participating in Hiring Reform Initiative training being offered by OPM at 


ten metropolitan training centers. Training topics include Hiring Reform for Hiring 


Managers, Job Analysis, Category Rating and Category Rating Refresher, Occupational 


Questionnaires, Designing an Assessment Strategy, Structured Interviews, Streamlined 


Job Opportunity Announcements (JOAs), and Using Shared Registers. In addition, Civilian 


Personnel Management Service (CPMS) offers HR professionals standardized 


occupation‐related training at centralized locations in Rosslyn, VA and Southbridge, MA. 


The organization also offered piloted, standardized training for managers and 


supervisors in March 2011.  In August 2010, CPMS trained 200 HR professionals and 


managers in classification and staffing at Southbridge. 
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DoD Human Resources Professional Career Framework (HRPCF) and Competency Validation: 


DoD HR professionals continue to face new and increasing demands in supporting the civilian 


workforce. The Department‐wide HRPCF, designed in 2009, has been instrumental in 


supporting the ever‐evolving tactical and strategic roles of civilian HR business advisors. These 


professionals serve in a rapidly changing and challenging strategic environment; they have 


greatly benefitted from the vision of emerging roles and competencies that the framework 


supports.   


The focus for HR201 in 2010 was leveraging the collaborative efforts of DoD and OPM in 


updating and validating the 27 competencies that are included in the competency model for HR 


professionals. The first assessment survey asked DoD HR professionals to validate competencies 


identified in the HRPCF by indicating their importance now and three years from now. The 


survey also asked for an assessment of the importance of the competency upon entering the 


position.   


The second survey asked for a self‐identification of proficiency level concerning these 


competencies, to be evaluated against responses received from supervisors. OPM’s Leadership 


and Talent Management Solutions (LTMS) group developed, administered, and analyzed the 


survey, which was administered to the members of the DoD HR Functional Community. More 


than 4,000 DoD employees provided responses that qualified for analysis. They rated each of 


the 27 competencies on three scales: current importance, future importance, and required at 


entry.  The second survey also captured information on the respondent’s HR role (HR Specialist, 


HR Advisor, HR Strategic Partner) and DoD Component (Air Force, Army, Navy, other DoD).   


By contributing experience gained from the development and implementation of the HRPCF, 


DoD was well‐positioned to play a key role in developing the HR University model. The OPM HR 


University is designed to support a culture of continuous learning and excellence for Federal HR 


professionals and to help achieve the following goals: 


1. Strengthening the competence of the Federal Government's HR community to ensure 


measurable support of agency strategic goals and missions, now and in the future 


2. Identifying and providing a variety of learning modules focused on the HR competency 


model to achieve proficiency at each appropriate level and grade 


3. Developing a common curriculum and criteria; incorporating existing Federal courses that 


emphasize solid technical knowledge and expertise; developing strategic business and 


consulting competence 


4. Providing access to learning, developmental activities, Individual Development Plans (IDPs), 


and other resources through a central repository that offers multiple delivery methods and 


a blended learning approach 


To obtain a quick assessment of an individual’s placement based on experience and knowledge 


in relation to the new HR roles, OPM created a self‐assessment tool modeled after the one 


found on the HRPCF.  The tool is designed to help employees:  
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 Determine how to use their talent and skills and continue to grow 


 Identify and focus on preparation needed for a successful career 


 Identify and close gaps in training and learning 


DoD also was instrumental in providing three of the initial courses offered in the OPM HR 


University Course Catalog: 


 Basic Classification 


 Setting Basic Pay 


 Advanced Benefits Workshop for DoD Human Resources Specialists 


Secretary of Defense Efficiency Review: 


The HR community has been faced with complexities brought about by the SECDEF Efficiency 


Review. This mandate to DoD agencies has the potential to constrain manpower authorizations, 


budgets, and hiring capacity. HR Specialists, Advisors, and Strategic Partners who comprise the 


community will be at the forefront of helping their organizations navigate through these 


challenges and other organizational change activities that may result from efficiency reviews. 


HR leadership remains focused on conducting workforce forecasting and developing a wide 


range of recruitment and retention strategies to address staffing gaps. Optimizing automation 


and technology continues to be a top priority as the Department strives to improve the 


effectiveness and efficiency of the recruitment, hiring, and employment processes.   
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Workforce Requirements Analysis 
There are three roles for HR professionals supporting the DoD civilian workforce. These roles 


are represented as a pyramid (Figure B7‐1) with the population distributed by role and grade 


(or pay band) level.   


Figure B7‐1: Roles of HR Professionals 


 


HR Specialist:  


 At the pyramid’s base is the largest group, HR technical specialists, who perform 


technical and operational functions. 


 This role is tactical/transactional and focuses on the skills needed to perform the 


traditional HR service‐delivery activities. 


 This group is in the GS 5‐9 grades, all of pay band 1 and the low end of pay band 2. 


HR Advisor:  


 As professionals rise, they assume more administrative and supervisory duties and also 


are frequently called upon to advise middle managers on HR‐related decisions. 


 This role focuses on the advisory aspect of the position and the development of the 


strategic focus; the Advisor still performs traditional HR service‐delivery activities. 


 This group is in the GS 9‐13 grades. 
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HR Strategic Partner: 


 At the corporate level, HR professionals frequently are asked to provide HR‐relevant 


advice to senior managers in the various DoD Components. 


 This role focuses on the strategic aspects of the position in support of the workforce  


and the organization. It is driven by the legislated mandate of the Human Capital 


Management requirements, the Business Acumen Core Executive Qualification of the 


Senior Executive Service (SES), and the DoD Leader Development Framework, which 


added “Enterprise Perspective” to the SES core competencies.   


 This group is in the GS 13‐15 and SES grades, the high end of pay band 2 and all of  


pay band 3. 


At the apex of the pyramid, the Chief Human Capital Officer (CHCO) is the strategic partner to 


the SECDEF. 


The following chart provides data on end‐strength projections for the HR 201 community. The 


data are segmented by Component and projected through FY 2018. The end‐strength 


projections reflect on civilian employees in the HR 201 community. 


Figure B7‐1: Factors Impacting HR 201 End‐Strength Targets (0201 HR Civilian) 


 


Data generated by OPM/EHRI CIVFORS Application: Population includes all Appropriated Fund, Civilian HR personnel only. 


 


2005 2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018


4th Estate 1,217 1,265 1,283 1,366 1,470 1,544 1,617 1,595 1,592 1,592 1,592 1,592 1,592 1,592


Navy 1,541 1,583 1,631 1,737 1,849 1,911 1,916 1,916 1,916 1,916 1,916 1,916 1,916 1,916


Army 2,502 2,580 2,637 3,037 3,254 3,352 3,931 3,803 3,675 3,675 3,675 3,675 3,675 3,675


Air Force 2,672 2,727 2,574 2,556 2,726 2,873 2,848 2,845 2,845 2,845 2,845 2,845 2,845 2,845


Target 10174 10312 10159 10028 10028 10028 10028 10028 10028
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The following factors have the most significant impact on the HR 201 community: 


Budgets 


Operating under the uncertainties of continuing budget resolutions, long‐term budgets 


impacted by continuing support to other areas— and a general lack of the ability to make 


investments in targeted hiring and professional development—contribute to perpetual 


imbalances in the HR workforce. Entry‐level candidates are less likely to seek Federal HR jobs 


when pay and hiring freezes are in place. Repositioning seasoned HR professionals is difficult 


with reduced capacity to fund permanent change‐of‐station moves. This situation may create 


challenges in finding seasoned personnel to accept vacancies in more remote locations, and it 


impacts to end‐strength targets from attrition‐related vacancies. 


DoD as a whole has sought efficiencies to reduce operating costs. These reductions occur across 


the Total Force and may result in difficult choices regarding the delivery of longer‐term HR 


services. Implementation of new initiatives, the desire for a more strategically focused HR 


workforce, and the continued loss of HR 201 positions through manpower realignments have 


led to an imbalanced workload and performance expectations that begin to outstrip the 


workforce’s capacity to handle the work and remain viable. These factors may result in 


additional overtime and difficulty filling positions, as fewer people with suitable levels of 


expertise are available to handle the growing workload. 


Budgets are also a significant factor at the Component level. For example, DLA reported that as 


funding is further reduced to meet the Department’s cost‐reduction goal, the expected impact 


in HR is a reduction in the availability of “hiring‐lag” dollars for contingency funding. Hiring‐lag 


dollars are funds that are not spent (i.e., cost avoidance) when a position is vacant or when it is 


filled by a trainee or other employee whose labor costs are significantly less than those of an 


average employee. 


Attrition 


In general, total rate of turnover is not an issue within the DoD HR workforce. However, 


Components and geographic locations have found attrition to be an emerging, long‐term 


source of concern for the career field. In addition, the growing number of seasoned HR 


professionals impacted by BRAC; increased workloads; and wage freezes may lead to a level of 


attrition that could offset the purpose of the economic downturn: keeping workers in place.   


A multi‐year pay freeze, a proposed new retirement formula, cuts in training, restrictions in 


relocation/ retention bonuses, and student loan repayments/tuition assistance may have a 


major impact on retention of retirement‐eligible employees, as well as employees with fewer 


than 10 years of service. This situation could severely diminish the workforce and lead to 


additional recruiting, hiring, and training costs.   


DoD HR workforce managers are challenged to find a way to minimize such impact and create a 


work environment that increases the retention of HR professionals. Unwanted attrition can 


potentially lead to negative consequences for DoD employees and managers. Co‐workers may 


be demoralized, and managers may be forced to reorganize existing work, which may mean 
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incurring significant costs for filling a single position. Facilitating employee engagement, 


building relationships with leadership and coworkers, and ensuring a strong link between work, 


mission and culture are extremely important actions at this time. 


At the Component level, the Army reports an attrition rate of 10% to 15% at any given time. In 


the Air Force, attrition rates may increase at a higher rate if the current pay freeze is extended 


beyond two years; this is especially likely if Congress changes the retirement compensation 


formula from a three‐year average basis to a five‐year average basis.   


Hiring Process 


As the economy begins to recover, competition for talent will continue to escalate. DoD must 


attract talent and be able to process candidates quickly—to reduce the time from developing a 


requirement onboarding to a productive employee. The DoD hiring process must target the 


most likely candidates for a career of service. It must then shape an environment where 


employees can move quickly through the process into positions where they can begin mission 


contribution. Even brief delays may cause quality candidates to shift employment focus to 


other Federal Agencies, to state or local government, or to private industry. In recent years, 


DoD has found it more challenging to compete for quality talent at the mid‐level; non‐Federal 


HR professionals often require substantial training on regulations and the unique DoD 


operational environment. Focusing on early career entry (intern/journeyman levels) and 


military conversion, DoD will need to spend funds to quickly train and deploy new talent—funds 


that are not always available 


The need to begin to build a workforce from the ground up is imperative to the long‐term 


viability of the DoD HR workforce and HR operations. An integrated system that begins with a 


quality hiring experience, including the prompt issuance of security clearances, and attracts top 


talent from other sectors, can provide DoD with a long‐term strategy for continued success. 


In their reporting templates, some Components cited that student/intern hiring authorities 


were invaluable to filling HR vacancies. Components such as DLA have considered seeking direct 


hire authority but have reservations as to its feasibility. The need to retrain from private‐sector 


HR experience to Federal rules and procedures is costly and time‐consuming; salary 


expectations are higher than those of less‐experienced candidates, which makes a strong 


business case for student/intern intake. 


Manpower Authorizations 


Manpower works hand‐in‐glove with budget authorizations. The challenge for DoD HR is to 


create a view of future operations. They must build a detailed model for projecting 


requirements and authorizations (similar to the uniform services models) and gain approval for 


new ways of operation. They must also maintain the budget to implement the model. Many 


current authorizations are outdated and require reevaluations. In the past, trading of 


manpower authorizations for investments in technology resulted in the loss of personnel and 


diminished the capability to deliver technological efficiencies. Far too often, the authorizations 


expired before the delivery of the technology, if fielded at all. 
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Driving a need for both Human Capital Strategy and HR workforce planning—from DoD to each 


Component to local operations—is necessary to ensure proper levels of support with proper 


talent. The HR Capital Staffing Plan serves as the foundation for a mission‐focused approach for 


designing HR delivery operations, strategic support, and new program development. Having the 


right blend of DoD HR talent from other agencies, and contractor support (in areas not 


inherently governmental) may be a solid strategy. However, given the vast size of DoD 


operations, it is important to have strong, centralized approaches with decentralized execution. 


At the Component level, DTRA reported that the greatest challenges in meeting personnel 


requirements will be manpower authorizations and budget constraints, in consonance with 


Secretary of Defense Efficiency Reviews. Air Force reported that manpower authorizations are 


outdated in many of its units/organizations. 


Labor Market 


Currently, the economy and labor market may have created a lull in the battle for talent. 


Several agencies have not experienced challenges in hiring and retaining qualified, experienced 


employees.  Some Components have identified challenges focused on local economies and 


markets, not on systemic issues. DoD must be prepared to address the next labor market and 


assume a major reduction in talent as businesses expand and talent pools shrink. 


Predictions of economic recovery mean that recovery will come to different markets at 


different times in coming years. The mobility of the existing HR workforce may enhance the 


ability to retain and redistribute talent, but reduced budgets will place constraints on that 


option. DoD must find ways to use existing talent in creative ways across Components. It must 


begin to train for broader and create an HR Academy to rapidly transition private‐sector, 


military‐to‐civilian conversions and other Federal HR professionals into the DoD HR workforce. 


A recovering economy also means having a tighter talent pool to choose from when building 


the DoD HR workforce. A Department‐wide approach to target interns and undergraduate 


students through scholarships, student loan repayments, and other incentives would be 


beneficial, especially if they are tied to service obligations which would ensure a return on 


investment.   
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The labor market is also affected by geography, making BRAC impact an important 


consideration.  The Navy reported that workforce analysis of the two organizations affected by 


BRAC (approximately 200 civilian HR positions) shows the following trends: 


 A 5‐year loss of at least 30% of experienced 0201 staff since the BRAC announcement  


 A substantial majority of new hires who have less than four years of experience, as 


measured by the time in the 0201‐related series 


 


Current vs. Future Competencies 


Current Competencies Required  Future Competencies Required 


Change Management, Position Classification, 
Compensation Management, Performance 
Management, Staffing and Recruiting, Labor 
Relations/Employee Relations, Human 
Resource and Career Development, 
Succession Planning, SES Program 
Management, HR Information Systems, 
Organizational or Industrial Psychology, 
Management in International Environment, 
Marketing, Continuous Process 
Improvement, Information Management, 
Financial Management, Project 
Management, Strategic Compensation 
Management, Conflict Management, 
Developing Human Potential, Coaching and 
Mentoring, HR Technology Usage, HR Life 
Cycle Management, Strategic Planning, 
Enterprise Integration, HR Systems Planning, 
Enterprise Mission Orientation. 


To be determined based on final 
results of the ongoing competency 
validation initiative. 
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Figure B7‐2: 0201 Series Projected Gains, Losses & Net Change 


 


Data generated by OPM/EHRI CIVFORS Application: Gains includes all personnel gains to the MCO as an aggregate of all 
Component gains including new‐hires, transfers, and inactive status to active status. Losses include all personnel losses to the 
MCO as an aggregate of all Component losses including retirements, transfers, and active status to inactive status.   


 


The chart depicts the gains and retention (losses not‐to‐exceed) goals based on the HR201 


targets provided and historical attrition patterns.  For example, HR201 projects ≈2,383 gain 


actions in FY 2011 based on FY 2011 projected needs and an assumption of ≈1,751 losses from 


historical data. 


The chart also shows a slight spike in losses for FY 2011; this increase is most likely a result of 


the implementation of BRAC starting in FY 2010. HR 201 experienced losses in personnel who 


were not willing to relocate to new duty stations. 


2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018


Gains 1451.26 1460.48 2155.73 2120.38 2045 2383.31 1559.45 1552.64 1682.4 1680.15 1677.88 1677.88 1677.88


Losses ‐1237.6 ‐1496 ‐1593 ‐1583.4 ‐1693.5 ‐1751.3 ‐1712.5 ‐1683.6 ‐1682.4 ‐1680.2 ‐1677.9 ‐1677.9 ‐1677.9


Net Change 213.672 ‐35.48 562.719 537.01 351.511 632 ‐153 ‐131 0.00014 ‐3E‐05 ‐1E‐04 ‐1E‐04 ‐1E‐04
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MCO Analysis and Challenges  
As stated in the HR 201 FC update, the HR community has been faced with the complexities 


brought about by the Secretary of Defense Efficiency Review. This mandate to DoD agencies 


has the potential to result in constraints on manpower authorizations, budgets, and hiring 


capacity.   


Since 2007, the “0201 Series Turnover (Historical/Predicted)” chart shows that DoD’s average 


total turnover rate has been approximately 18.2% (with a variance of under 1%). This period 


includes both recession and non‐recession years, indicating a steady state of employment for 


HR201. However, as previously stated, a multiyear pay freeze, proposed new retirement 


formula, cuts in training, restrictions in relocation and retention bonuses, and restrictions in 


student loan repayments/tuition assistance all have the potential for creating a major impact 


on the retention of both retirement‐eligible employees and employees with less than 10 years 


of service. 


Figure B7‐3: 0201 Series Turnover (Historical/Predicted) 


 


Data generated by OPM/EHRI CIVFORS Application: Turnover percent is calculated by summing all losses from MCO and 
Component divided by the average strength at the beginning and end of the FY. 


 


The “Years to Retirement Eligibility/Forecast Retirements 0201” chart also reinforces the 


impact of attrition, one of the five critical factors impacting HR201 end‐strength targets. Within 


the next five years, 28.8% of HR201 personnel are eligible for retirement, with a forecasted 


retirement rate of 11.4%. 


2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018


Air Force 14.1% 18.6% 20.4% 16.6% 17.1% 16.4% 16.4% 16.2% 16.2% 16.2% 16.3% 16.3% 16.3%


Army 16.4% 19.0% 18.9% 20.1% 19.1% 19.9% 18.1% 18.2% 18.5% 18.5% 18.5% 18.5% 18.5%


Navy 14.2% 17.5% 15.0% 14.3% 15.3% 13.4% 13.1% 12.9% 13.1% 13.0% 12.9% 12.9% 12.9%


Fourth Estate 17.6% 17.8% 21.2% 18.1% 19.6% 18.9% 18.4% 18.5% 18.3% 18.3% 18.1% 18.1% 18.1%


Total 15.4% 18.4% 18.9% 17.6% 17.7% 17.4% 16.7% 16.7% 16.8% 16.8% 16.7% 16.7% 16.7%
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As experienced HR201 personnel leave or retire from Federal service, it will be critical to ensure 


the community has aligned its strategic hiring, training/development, and knowledge 


management practices.  


 


Figure B7‐4: Years to Retirement Eligibility/Forecast Retirements (All 0201) 


 


Data generated by OPM/EHRI CIVFORS Application: Note that “Forecasted Retirements” are forecasted against projected future 
strength forecasts while other categories of Retirement Eligibility reflect the workforce as of 30 Sep 2010. 


 


Forecasted 
Retirements 
(0‐5 years)


Current‐5 6‐10 11‐15 16‐20 >20


Fourth Estate 236 480 277 246 162 286


Navy 183 635 341 286 220 391


Army 693 974 725 657 554 802


Air Force 407 810 587 562 424 501


Cumulative 29.2% 48.7% 66.3% 80.0% 100.0%


Percentage 15.0% 29.2% 19.5% 17.7% 13.7% 20.0%
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MCO Strategies  
The following table details current, planned, and desired strategies for the HR201 community to 


close any recruitment, development, and retention gaps. Strategies target entry‐, mid‐ and 


senior‐career levels and include the following information: estimated year of implementation, 


summary of problem to be addressed, narrative on the solution and details as to whether 


policy/legislative changes are needed or additional funding is required to address 


problems/gaps. 


 Strategy # 1  Workforce Planning in Support of Hiring Reform 


Constraint Addressed  Attrition, labor markets 


Target Audience  All Components (entry‐, mid‐ ,and  senior‐level) 


Implementation Timeline  FY 2011 


Strategy Details & Impact  Partner with FCMs to institute tactical and strategic workforce 
planning to forecast and identify immediate‐, near‐ and long‐
term personnel requirements to improve the hiring process 


Legislative Changes  None 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  Number of annual hires 
 


Strategy # 2  Identify & Disseminate Training Best Practices 


Constraint Addressed  Attrition, labor market, hiring process 


Target Audience  All Components (entry‐, mid‐, and senior‐level) 


Implementation Timeline  Ongoing from FY 2010 


Strategy Details & Impact  Identify best practices for training across Components. For 
example, in FY 2010, the Department of Navy launched several 
training courses to strengthen critical HR skills and advisory 
capabilities: 


• Barrier (Equal Opportunities) Analysis 


• Reasonable Accommodation 


• Advanced equal employment opportunity (EEO) Counseling


• Telework 


• Strategic Workforce Planning  


• Strategic Recruitment 


These courses can be leveraged by other Components to 
strengthen their HR skills and advisory capabilities. Courses are 
also listed through the OPM HR University Web site. 


Legislative Changes  None 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  Increased participation in training programs 
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Strategy # 3  Succession Planning 


Constraint Addressed  Attrition 


Target Audience  All Components (mid‐level,  senior‐level) 


Implementation Timeline  FY 2011 


Strategy Details & Impact  Based on a FY 2009 DFAS program, implement succession 
planning at the GS‐13, GS‐14, and GS‐15 levels. Assess the 
leadership competencies, work experience, and professional 
credentials for all employees who are interested in career 
broadening and advancement. The employees are provided 
feedback on areas for focusing development. In FY 2011, a 
leadership development program for employees will be 
launched. Through this program, employees will attend 
seminars, interact with senior leaders, complete a project with 
cohorts, and work with an executive coach. Participants will be 
given the opportunity to rotate to other senior management 
positions to broaden their management expertise. 


Legislative Changes  None 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  Increased retention of senior‐level employees 
 


Strategy # 4  Validating Competencies 


Constraint Addressed  Attrition, labor market 


Target Audience  All Components (entry‐, mid‐, and senior‐level) 


Implementation Timeline  Ongoing from FY 2010 


Strategy Details & Impact  CPMS Field Advisory Services and OPM conducted an assessment 
of the professional competencies of the DoD HR workforce 
identified in the DoD HR Professional Career Framework 
(HRPCF).  The HRPCF Validation Survey and a separate Skills Gap 
Analysis survey were administered to the comprehensive HR 
workforce. Survey results will be used to meet annual reporting 
requirements for critical strategic human capital initiatives. 
Additionally, data will be used for developing future civilian HR 
professionals who support the accomplishment of key 
Department goals and objectives, such as civilian human capital 
management efforts in the areas of succession management, 
performance management, and leadership development.   


Legislative Changes  None 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
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Strategy # 5  Implementing Certificate Programs 


Constraint Addressed  Attrition, labor market 


Target Audience  All Components (entry‐, mid‐, and senior‐level) 


Implementation Timeline  Ongoing from FY 2010 


Strategy Details & Impact  Expanding utilization of certificate programs: Compensation, 
Performance Management, Human Resource Directorate (HRD) 
Strategic Advisor. 


Legislative Changes  None 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
 


Strategy # 6  Formalizing HR FCM Structure 


Constraint Addressed  Attrition, budget, hiring process 


Target Audience  FCM and CFCM leadership 


Implementation Timeline  Ongoing from FY 2010 


Strategy Details & Impact  Form a FCM Structure (charter the community organization, 
formalize the structure, communicate the formation); mature 
the community (assess status against established maturation 
model; determine the steps required to mature community and 
required timetable; establish accountability and responsibilities 
in maturing the functional community; develop a functional 
community roadmap based on developed plans); communicate 
with the functional community (conduct stakeholder/audience 
analysis; develop a communications strategy and outreach 
program; establish formal and informal communication 
channels; deliver vital messages and communicate activities to 
functional community; assess impact of communication.) 


Legislative Changes  None 


Funding Required  None 


Metrics to Assess Progress  Establishment of a charter for the functional community 
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Workforce Mix 


 
Civilian % of 
Total Force 


Military % of 
Total Force 


Contracted 
Support % of 
Total Force 


Total 
Force 


DLA         


FY 2009 Baseline  100%  0%  0%  =100% 


FY 2012  100%  0%  0%  =100% 


FY 2014  100%  0%  0%  =100% 


FY 2016‐2018 Desired End‐State  100%  0%  0%  =100% 


DFAS         


FY 2009 Baseline  97%  0%  3%  =100% 


FY 2012  97%  0%  3%  =100% 


FY 2014  97%  0%  3%  =100% 


FY 2016‐2018 Desired End‐State  97%  0%  3%  =100% 


DTRA         


FY 2009 Baseline  77%  23%  0%  =100% 


FY 2012  77%  23%  0%  =100% 


FY 2014  77%  23%  0%  =100% 


FY 2016‐2018 Desired End‐State  77%  23%  0%  =100% 


AF         


FY 2009 Baseline  76.0% (3207) 23.8% (1003) 0.2% (11)  =100% 


FY 2012  73.9% (2899) 26.0% (1017) 0.1% (5)  =100% 


FY 2014  74.3% (2954) 26.3% (1017) 0.1% (5)  =100% 


FY 2016‐2018 Desired End‐State  76.3% (2845) 26.3% (1015) 0.1% (5)  =100% 


NAVY         


FY 2009 Baseline  97%  0%  3%  =100% 


FY 2012  97%  0%  3%  =100% 


FY 2014  97%  0%  3%  =100% 


FY 2016‐2018 Desired End‐State  97%  0%  3%  =100% 
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Methods Utilized to Determine Workforce Mix: 


DLA: HR Functional Community is staffed at near 100% by civilians. No significant changes are 


anticipated. 


DFAS: The current methodology for reviewing the contractor workforce is done retroactively. 


The impact of contractor employees on the total DFAS workforce mix is reviewed after NDAA FY 


2008 Section 807 contract inventory is completed. DFAS is working to insert the review of the 


workforce mix in front of the acquisition process. This will allow DFAS to determine the 


appropriate workforce mix prior to any contracts being awarded. After the review, DFAS can 


take the necessary steps to fill the requirement with civilian or contractor employees. 


DTRA: Within this MCO, the baseline numbers for the entire MCO (39) were divided by the full‐


time, permanent, authorized, funded populations for the civilians; crosswalk of military 


performing the specific MCO’s duties on a full‐time basis; and manual headcount of contractors 


doing the work of the MCO as a primary part of their duties. 


AF: Civilian data from CIVFORS; military data from THRMIS; contractor data provided by AFPC 


Navy: Primary use of contractors isolated to short‐term special projects 


 


 


Conclusion  
DoD faces one of the most challenging strategic environments in its history. With commitments 


across the globe, the war in Afghanistan, and the continuing impact of the global economic 


crisis, the HR community is more vital than ever in providing support and enabling the 


Department to accomplish its mission. Acting as change agents, HR Specialists, Advisors, and 


Strategic Partners who constitute a dynamic team, the HR community provides products and 


services that lead to increased customer satisfaction and strong mission performance. The 


community’s focus on human capital policies, programs, services, and initiatives results in a 


stronger leadership corps, a mission‐ready workforce, and organizations and systems that 


promote exceptional performance. 


 


 








 


 


 


 


 


 


 


Fiscal Year 2010-2018  i 


EXECUTIVE SUMMARY 


INTRODUCTION 
The Department continues its journey on multiple fronts to develop a more systematic 


approach and complimentary enterprise tools for strategic workforce planning. The 


Department of Defense (DoD) Fiscal Year (FY) 2010–2018 Strategic Workforce Plan details 


progress made, present and future challenges, and strategies in place for shaping a ready 


civilian employee workforce.   


This plan focuses on engagement of the Military Departments and Defense Agencies in the 


planning process by establishing Component integrators. It also includes a more structured 


process of standardized reporting templates and established baseline results-oriented 


performance measures. However, two caveats to this plan should be noted from the outset:   


1. Departmental efficiency reviews and budget changes impacting workforce targets occurred 


after the forecasts were prepared in early FY 2011. Therefore, while workforce gap closure 


strategies are being implemented, the forecasts and hiring projections in this plan should be 


viewed as a point in time, subject to change.   


2. While this plan was intended to make incremental progress towards meeting the statutory 


requirements set forth in title 10 United States Code section 115b, it was recognized before 


this plan was completed that a new approach was needed to move beyond partial 


compliance. As a result, efforts were begun in FY 2011 to reframe the DoD workforce 


planning structure in order to achieve all the statutory requirements by FY 2015. The path 


ahead is outlined in the last section of this plan.   
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The DoD FY 10–18 Strategic Workforce Plan is organized into sections, each with key 


milestones, based on the Rolling Wave Maturity Model. 


Section Content 


Introduction Background and planning framework 


Set Direction Planning drivers and enablers 


Analyze the Workforce Demographic analysis, environmental scan, gap assessment, 


and identification of strategies to close gaps 


Implement Strategies Actions taken to implement strategies for gap closure 


Monitor Progress Baseline performance measures and progress assessment 


Conclusion and Path Ahead Summary of results and next steps 


Progress toward the FY 2015 future state for DoD strategic workforce planning is shown in 


Table 1. 
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Table 1. Reframing the DoD Strategic Workforce Plan 


CURRENT STATE (FY 2009-10) FUTURE STATE (BY FY 2015) 


Planning Requirements 


1. Workforce plan based on NDAA criteria 


 NDAA FY 09:  Fully Met 5; Partially Met 9 
 NDAA FY 10:  Fully met 7; Partially Met 7 (Added 


results oriented performance measures, 
Component Reports) 


2. Focus on forecasting for Mission Critical Occupation 
(MCO) staffing 


3. Strategies based on requirements gap analysis  


4. Funding for strategies not addressed  


Planning Requirements 


1. NDAA Requirements fully met for all MCOs  


2. Focus on forecasting, MCOs and competency 
development and assessment 


3. Strategies based on competency gap analysis for all 
MCOs 


4. Funding in place to support planning process, tools, 
and implementation strategies 


Governance, Structure and Measures 


5. Established and partially staffed a Strategic Human 
Capital Planning Office 


6. Established and institutionalized a Functional 
Community framework for MCOs  


7. Established results-oriented performance measures 
and progress made towards meeting baseline goals 


8. Informal governance via Functional Community 
Managers (FCM), Component Integrator, and Civilian 
Personnel Policy Council meetings 


Governance, Structure and Measures 


5. Expanded and fully staffed the Strategic Human Capital 
Planning Office 


6. Functional Community framework covers all major 
occupations in civilian workforce 


7. Monitor progress and evaluation of strategy solutions 
based on results-oriented performance measures 


8. Formal governance structure: 


 Defense Human Resources Board  
 FCM/CPPC Executive Steering Committee 
 Functional Community  Advisory Group 


Functional Communities & MCOs 


9. Established Rolling Wave Maturity Model for maturing 
Functional Communities 


10. MCOs Cover <40% of civilian workforce 


11. 12 Functional Communities 


 24 MCOs 
 12 cross-cutting mission critical functions (SES, 


Leadership, CEW, National Security Professional, 
Science & Technology Research Labs) 


12. Developed MCO strategies for recruitment, 
development and retention based on staffing gaps 


Functional Communities & MCOs 


9. Functional Communities and Components are at 
optimum planning and reporting levels based on 
Rolling Wave Maturity Model  


10. Functional Communities cover all major DoD 
occupations in civilian workforce 


11. 24 Functional Communities 


 Number of MCOs to be determined by FCMs based 
on redefined risk criteria 


 1 cross-cutting mission critical function (SES) 


12. Strategies based on competency gap analyses & 
implemented across Functional Communities  


Competency Development and Assessment 


13. Competency models developed for some MCOs with 
few competency gap assessments 


14. Competency modeling and HR lifecycle processes not 
fully integrated (e.g., development of position 
descriptions, selection assessment questionnaires) 


15. Development of methodologies are time and resource 
intensive 


16. Workforce competency surveys are stand alone and 
time consuming to complete 


17. No DoD-wide assessment tool (multiple component 
tools with redundant functionality) 


18. No DoD-wide career roadmaps 


Competency Development and Assessment 


13. Competency models, assessments and gap analysis in 
place for all major occupations in civilian workforce 


14. Long-term, integrated HR lifecycle competency 
management solution defined  


15. Streamlined methodology requires fewer subject 
matter experts (SME), shorter timeframe, and allows 
for virtual panels 


16. Workforce competency surveys within assessment tool 


17. Defense Competency Assessment Tool (DCAT) 
developed and implemented across Department 


18. Career roadmaps exist  for majority of occupations 
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Summary of Progress 


Since the FY 2009 submission, the Department has taken deliberate actions to implement 


improvements for planning, recruiting, hiring, developing, and retaining a civilian workforce 


with the capabilities needed to support warfighters. Because of the Department’s size, 


complexity, and ongoing development of tools needed to support specific planning 


requirements, competency gap assessments and action plans required by NDAA 2010 will be 


phased in over the next 2 to 3 years. In the short term, the Department has made significant 


progress toward meeting several NDAA 2010 requirements.   


FY 2010 Results:  Based on a self-assessment of the overall workforce plan, the Department 


reports full compliance with 7 and partial compliance with 7 of the 14 NDAA overall workforce 


planning requirements, as shown below (see full assessment in Appendix A6). 


Table 2. NDAA 2010 Self-Assessment of DoD Strategic Workforce Planning 


 NDAA 2010, Section 1108, Self-Assessment 
Overall Civilian Workforce and Senior-Leader Workforce 
An assessment of: 


Overall 
Civilian 
Workforce 


Senior 
Leader 
Workforce 


(1) The critical skills of the Department’s existing workforce 
 


(2) The critical competencies of the Department’s existing workforce 
 


(3) Critical skills needed in the future within the Department’s civilian workforce to 
support national security requirements and effectively manage the Department 
during the 7-year period following the year in which the plan is submitted 


 


(4) Critical competencies needed in the future within DoD’s civilian workforce to 
support national security requirements and effectively manage the Department 
during the 7-year period following the year in which the plan is submitted 


 


(5) Projected trends in the existing workforce based on expected losses due to 
retirement and other attrition 


 


(6) The appropriate mix of military, civilian, and contractor personnel capabilities 
 


(7) An assessment of gaps in the existing or projected DoD workforce that should be 
addressed to ensure that the Department has continued access to the critical 
skills and competencies 


 


(8) An assessment, using results-oriented performance measures, of DoD’s progress 
in implementing the strategic workforce plan under this section during the 
previous year 


 n/a 


(9) Specific recruiting and retention goals, especially in areas identified as critical 
skills and competencies, including DoD’s program objectives to be achieved, and 
the funding needed to achieve goals 


 


(10) Specific strategies for developing, training, deploying, compensating, and 
motivating DoD’s civilian workforce, including program objectives to be achieved 
and the funding needed to implement strategies 


 


(11) Any legislative changes that may be necessary to achieve the Department’s goals 
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 NDAA 2010, Section 1108, Self-Assessment 
Overall Civilian Workforce and Senior-Leader Workforce 
An assessment of: 


Overall 
Civilian 
Workforce 


Senior 
Leader 
Workforce 


(12) Any changes in resources or in the rates or methods of pay for any category of 
personnel in the senior-leader or Acquisition workforce that may be needed to 
address inequities and ensure that DoD has full access to appropriately qualified 
personnel to address gaps 


n/a 


(13) Any changes in the number of personnel authorized in any category of personnel 
in the senior-leader or Acquisition workforce that may be needed to address gaps 
and effectively meet DoD’s needs 


n/a 


(14) Any incentives necessary to attract or retain any civilian personnel possessing the 
skills and competencies identified 


 


(15) A plan for funding needed improvements in DoD’s Acquisition workforce 
throughout the period of the Future Years Defense Program 


n/a n/a 


(16) Specific steps that the Department has taken or will take to develop appropriate 
career paths for civilian employees in the Acquisition field 


n/a n/a 


(17) Specific strategies for developing, training, deploying, compensating, motivating, 
and designing career paths and opportunities for the senior-leader workforce 


n/a 


(18) Specific steps that the Department has taken or will take to ensure that the 
senior-leader workforce is managed in compliance with the requirements of 
section 129 of this title 


n/a 


(19) Any additional matters the Secretary of Defense considers necessary to address 
 n/a 


(20) Submittals from secretaries of the military services and heads of Defense 
Agencies regarding each of the above legislative requirements that are submitted 
within established deadlines to ensure timely consideration 


 n/a 


 


Legend: 
 = Addressed: workforce plan discussed all aspects of the legislative requirement 
= Partially addressed: workforce plan discussed some aspects of the legislative requirement
n/a = Not Applicable based on 10 U.S.C. §115b  


Note: A cross-walk between the 20 requirements in this NDAA scorecard used by GAO and the 


statute is provided in Appendix A6. 
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Planning Framework 


Overall Workforce. The Department’s overall workforce planning approach focuses on MCOs 


managed by Component Functional Community Managers (CFCMs) and monitored by the 


Office of the Secretary of Defense Functional Community Managers (OFCMs). OFCMs are 


supported by CFCMs and Strategic Human Capital Management (SHCM) Integrators in the 


Military Departments and Defense Agencies. 


In FY 2010, the Department continued to focus on maturing plans for 12 functional 


communities with 24 MCOs, plus five cross-cutting functional communities. Twenty-one of the 


24 MCOs are included in this plan (the Acquisition community will report separately). 


 


FY 2010-2018 Mission Critical Planning Focus 


 12 functional communities with 24 MCOs 


 5 cross-cutting mission-critical functional communities (cross multiple occupations) 


Senior Executive Service (SES), National Security Professionals, Leadership, Civilian Expeditionary 


Workforce (CEW), Science and Technology (Labs) 


 


In May 2011, the Department began a process to expand from 12 to 24 functional communities 


to cover all major occupations in the workforce versus just MCOs. New criteria will be used in 


future workforce plans to designate MCOs based on a multi-dimensional analysis of mission and 


force management risk.  
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Senior Leader Workforce. The workforce planning approach for the senior leader workforce 


focuses on the five Executive Core Qualifications (ECQs) established by the Office of Personnel 


Management (OPM) and applied to executive positions across the government. It also includes 


the OPM-validated, DoD-specific leadership competency referred to as “Enterprise 


Perspective,” which incorporates two sub-competencies: “Joint Perspective” and “National 


Security Perspective.” 


Figure 1. Rolling Wave Maturity Model 


 


 


The DoD Strategic Workforce Plan was developed based on the Rolling Wave model for 


maturing the planning process. This is the second year this model has been used as a planning 


guide for the functional communities and the baseline year for the new Component reports. 


The model recognizes the significant differences in: the size and scope of communities and 


Components; the level of resources and expertise available for civilian workforce planning; and 


the varying degree of progress by functional community managers and Components. 


FY 10 Results. Sixteen of 22 MCOs (excluding Acquisition series), or 73%, achieved at least 70% 


of the key milestones identified in the Rolling Wave model. This number exceeds the baseline 


planning goal of 70%. 
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SET DIRECTION SUMMARY 


Key Drivers 


The direction of this plan was shaped by the 14 overall workforce requirements of the NDAA 


2010, Section 1108, environmental factors, and enabling Departmental policy and strategy 


guidance. NDAA 2010 added new planning requirements for the overall civilian workforce, 


including: 


 An assessment of the appropriate mix of civilian, military, and contractor capabilities 


 A plan of action to address gaps in the workforce, including: 


 Incentives necessary for personnel attraction/retention 


 Funding to support strategies (e.g., recruitment, retention, development, 


deployment, compensation), including program objectives 


 Changes in numbers of personnel authorized and/or resources needed to address 


gaps (e.g., senior leader, Acquisition workforce) 


 An assessment, using results-oriented performance measures, of progress in 


implementing the strategic workforce plan during the previous year 


 Reports by the Military Departments and Defense Agencies to be considered by DoD  


Environmental Factors. Planning consideration was given to major internal and external factors 


and trends that impact recruitment and retention—and strategies needed to grow, shape, and 


sustain the civilian workforce. Key factors impacting current workforce requirements and 


strategies are examined in the Set Direction section.   
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ANALYZE THE WORKFORCE SUMMARY 


Current Demographics 


With a workforce of more than 780,000 employees across more than 640 occupations, the 


Department prioritized MCOs and functional communities that represent ≈290,000 (less than 


40 percent) of the workforce, including employees in MCOs, Acquisition positions, and Science 


and Technology Research Laboratories (STRLs). Key data points regarding MCOs are: 


 Employees in MCOs, Acquisition, and STRLs are well represented in six of the top ten 


most populous DoD occupational groups. These groups make up about 70% percent of 


the civilian workforce 


 90% of employees in MCOs are in the Administrative and Professional occupational 


categories 


 40% of employees in MCOs have prior military experience 


 30% of current employees in MCOs are eligible for optional retirement within the next 


five years; 14% are currently eligible to retire 


 The average age of employees in MCOs is 46 years 


Functional Community Forecasts and Funding Levels 


Most functional communities have been able to attract and sustain employees to meet annual 


manpower requirements through FY 2010. Most of the MCOs are projecting some growth 


through 2018 (≈4 percent). However, it should be noted that the workforce forecasts for this 


plan were developed before the DoD Efficiency Review decisions and outyear budget cuts were 


finalized. It must be recognized that workforce planning is a dynamic process that requires 


continual monitoring and adjustments based on shifting economic, political, and global realities. 


As a result, adjustments to workforce targets and forecasts based on budget reductions, 


changes to mission priorities, and other dynamics will be addressed in future planning cycles. 


Assessment of Workforce Mix 


The NDAA 2010 requirement to assess workforce mix was a challenge because Total Force 


manpower data was not readily available and criteria and guidance not yet promulgated. Total 


force management policy and guidance are currently evolving to provide better direction for 


future planning cycles.  Details are provided in Appendix A4.   


  







 


x  Fiscal Year 2010-2018 


Assessment of Competencies and Skills 


An enterprise competency management framework was introduced to guide the development 


and implementation of DoD-wide competency models. These models identify the “market 


basket” of skills that employees in a career field possess as they progress from entry through 


senior-level positions. 


FY 10 Results:  Progress has been made toward developing enterprise competency models for 


the MCOs and requirements for a DoD-wide competency assessment tool. 


 Of the 24 MCOs and five cross-cutting functions, competencies have been identified  


for eight MCOs and two cross-cutting functions (Leadership and SES); development of 


11 more MCO competency models is ongoing. 


 Requirements were developed for an interim solution for standard competency 


assessments across the Department. 


Implementing an enterprise competency management framework:  


 The Deputy Assistant Secretary of Defense for Civilian Personnel Policy (DASD [CPP]), 


through the SHCPO, is facilitating development of core DoD-wide competencies for all 


major occupations over the next three years. This effort requires leadership and 


collaboration between the OFCMs and Components.  


 The SHCPO has developed a proposal for an interim competency repository and 


assessment solution to be developed for phased deployment beginning FY 2013. The 


Defense Competency Assessment Tool (DCAT) will be adapted from an existing 


Component tool.  
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IMPLEMENT STRATEGY SUMMARY 


Strategies to Close Workforce Gaps 


Emerging mission requirements continue to pose the greatest challenge in closing critical 


workforce gaps. In particular, there are increased present and future demands for employees in 


science, technology, engineering, and mathematics (STEM) and cybertechnology. The wars in 


Iraq and Afghanistan and other global threats have increased the need for expertise and 


support in linguistics and regional culture, and establishment of infrastructure/ governance. 


This section of the plan lists the top current workforce gaps and strategies that need to be 


monitored and the projected gaps and preventive strategies that need to be reviewed in the 


next planning cycle. 


Actions. The following are some specific actions required for attracting the skills and talent 


needed to meet these emerging missions: 


 Expanding Expedited Hiring Authorities for Defense Acquisition workforce positions 


 Establishing a Schedule A Direct Hire Authority for the emerging Cybersecurity 


workforce as well as the authorities to employ individuals completing the National 


Security Education Program  


 Establishing the Science, Mathematics, and Research for the Transformation (SMART) 


Defense Scholarship Program and other scholarship programs 


Additionally, the functional communities identified measures for monitoring the progress of 


specific gap closure strategies, which are found in the functional community appendices. 
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MONITOR PROGRESS SUMMARY 


Overall Workforce Planning Progress  


The Department has made significant progress towards meeting the expanded NDAA 2010 


workforce planning requirements, including: 


 Establishing results-oriented performance measures and progress towards meeting 


baseline goals 


 Establishing an enterprise competency management framework that supports the 


employee lifecycle 


 Development of functional community strategies for recruitment, development, and 


retention 


Results-Oriented Performance Measures 


Four baseline measures were established for FY 2010 from the CHCSP 2010–2011 Refresh,  


and one measure was established to support the Undersecretary of Defense (Personnel and 


Readiness) (USD [P&R]) Strategic Plan. Measures and baseline assessments are shown in  


Table 3. 


Table 3. Baseline Performance Measures 


Goal/Objective Measure Preliminary Baseline 


Source: CSHCP 2010-2011 Refresh, December 2010 


Goal 2. Workforce mission readiness 1.  Percent of managers reporting 
they have the talent they need 
to meet mission, using Employee 
Viewpoint Survey (EVS) results 
(Baseline Target: 75%) 


Nearly met  
(74%) 


Objective 2.1. Develop a comprehensive strategic 
workforce plan to shape the civilian workforce and 
support warfighters 


2. Percent difference between 
MCO actual end-strength and 
target end-strength (Baseline 
Target: 15% variance) 


Partially met  
(57% met target) 


 3. Percent of workforce planning 
key milestones in the Rolling 
Wave Model completed by each 
MCO (Baseline Target: 70%) 


Met  
(73%) 


Objective 2.2. Develop an enterprise, 
competency-based approach by MCO to assess 
current/future workforce needs and close gaps 


4. Number of MCO competency 
models developed (Baseline 
Target: 6) 


Met  
(8 MCOs complete) 


Source: USD (P&R) Strategic Plan, 2012–2016, Feb. 2011 


Goal 1: Provide the right policies coupled with 
state-of-the art practices and tools to attract, 
train, educate, shape, sustain, and retain diverse 
talent to anticipate and meet the requirements of 
the 21st-century Total Force 


5. Loss rate 18 months from hiring 
date for new Federal civilian 
hires in MCOs (Baseline Target: 
within 5% of loss rate for new 
hires in the total DoD workforce) 


Baseline in FY 2011 
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CONCLUSION AND PATH AHEAD SUMMARY 
Top Planning Challenges and the Next Steps  


FCM and MCO Approach:  


 Challenge: With NDAA 2006, functional communities and MCOs were identified, 


providing a foundation for human capital planning. Identification of these positions was 


based on Department priorities and resources at the time. The Department recognizes 


the need to continually refresh the functional community/MCO construct to ensure 


future plans have the right scope and coverage of the DoD workforce. 


 Path Ahead: For the next planning cycle, criteria for MCOs will be redefined based on 


mission and risk analyses. In addition, the functional community construct is in the 


process of expansion to ensure that all major DoD occupational groups are covered. 


Planning and Reporting Cycles: 


 Challenge: The current legislation requires submission of an annual Strategic Workforce 


Plan to the Congressional defense committees. Because of the lengthy workforce 


planning process, the annual planning cycles overlap. This annual planning cycle limits 


the time and resources available to execute the plan and make meaningful progress on 


improvement strategies. 


 Path Ahead: The Department requested a legislative change to a biennial planning and 


reporting cycle. This change was approved in the NDAA 2012. 


Workforce Analysis and Gap Assessment: 


 Challenge: Meaningful workforce planning analyses depend on accurate forecasting of 


manpower and competency requirements (demand) and assessing the sufficiency of the 


current and projected workforce against these requirements (supply). The Department 


has a robust authoritative source for current and historical workforce data in the 


Defense Civilian Personnel Data System (DCPDS). However, the processes and enterprise 


tools for documenting future manpower requirements, forecasting hiring needs, and 


assessing workforce competencies are evolving and pose a challenge to reliable 


planning. 


 Path Ahead: New policies and tools are planned for introduction in FY 2012 that will 


improve the Department’s workforce forecasting and assessment capability, including: 


 Total force management policy and guidance are under review to better support 


assessment of workforce mix (military, civilian, and contract services) in the future 


 Guidance is being updated and DoDI 1400.25, Volume 250, is being revised to reflect 


the evolution of the Department’s approach to workforce planning, functional 
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community management, and the enterprise competency management framework 


 The competency management framework will provide a common taxonomy for 


competency management and career roadmaps for employee development 


 DCAT will provide a means to assess competencies and identify gaps across the 


civilian workforce 


In summary, the DoD workforce planning process is evolving and there is still much to be done 


to ensure that the Department has a comprehensive Strategic Workforce Plan that will support 


future mission readiness in a fiscally constrained environment.  


To address these challenges moving forward, the described actions have been incorporated 


into an aggressive action plan that is intended to meet all 10 U.S.C.§115b requirements by  


FY 2015.  
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APPENDIX B8:   LAW ENFORCEMENT FUNCTIONAL 
COMMUNITY 


OSD FCM Overview 
OSD FUNCTIONAL COMMUNITY MANAGER: 


Mr. John Awtrey  
Director, Law Enforcement, Policy, and Support 


 


The purpose of the Law Enforcement (LE) 


Functional Community is the preservation of 


the peace; the prevention, detection, and 


investigation of crimes; the arrest or 


apprehension of violators; and the provision 


of assistance to citizens in emergency 


situations, including the protection of civil 


rights on DoD‐controlled property. The 


purpose of police work is accomplished by 


assuring compliance with Federal and State 


laws and Service/Agency rules and regulations 


pertaining to law enforcement and security 


work. 


The DoD Law Enforcement Functional 


Community resides in a diversified 


organizational structure consisting of the four 


Military Services and five major Defense 


Agencies. Within the Military Services, civilian 


police are part of an integrated 


military/civilian police force employed for law 


enforcement purposes. Defense Agencies 


employing civilian police form a standalone 


civilian police organization supporting law 


enforcement and security work for these 


agencies. 


 


   


 


Data generated by OPM/EHRI CIVFORS Application and 
DCPDS. 


POLICE 


(0083)


FY10 Demographics**


FY 2010 Workforce Strength 8,469


FY 2018 Workforce Manpower  Target 9,273


Dept of Army ‐ Strength 2,911


Dept of Navy ‐  Strength 3,184


Dept of Air Force ‐  Strength 1,179


Fourth Estate ‐  Strength 1,195


% Male 92%


% Female 8%


% Targeted Disability 0%


% Non‐Targeted Disability 4%


% Prior Military 80%


Basic Salary (33% percentile) $33,634


Basic Salary (66% percentile) $38,885


Basic Salary (97% percentile) $68,103


Basic Salary (99% percentile) $78,473
Education


< Bachelors 89%


Bachelors 10%


Masters 1%


Doctorate 0%
Planning Considerations


Age, 35 or below 33%


Age, 36‐55 56%


Age, 56+ 11%


Years of Service, 0‐5 57%


Years of Service, 6‐15 33%


Years of Service, 16‐25 8%


Years of Service, 25+ 2%
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Workforce Requirements Analysis 
Historical and projected workforce requirements for GS‐0083, police, are shown in the figure 


below.   


Figure B8‐1: 0083 Law Enforcement Requirements 


 


There are a number of general environmental factors influencing GS‐0083 workforce end‐


strength including: 


 Contingency Operations Requirements/CEW: CEW requirements, to the extent they are 
filled with DoD civilian police, constitute a drain on manning levels against Installation 
and Agency requirements for this series/function. 


 Insourcing, Military‐Civilian Conversions, Outsourcing:  Civilian police officers  
(GS‐0083) have never been outsourced and therefore see no direct impact from 
insourcing. Minor impacts may be felt where Services/Agencies combine insourcing of 
Security Guards (GS‐0085) with conversion of positions to civilian police officers. 


 BRAC/Joint Basing, Reorganization/Realignment:  Consolidation of Installation 
Functions will continue to affect the size and shape of the civilian police force within  
the Military Services. Minor requirement increases are seen for Defense Agencies now 
responsible for new Installations created by the BRAC process. 


 Budget Reduction: The availability of funds has a direct impact on ability to maintain, 
recruit, train, plan, exercise, etc. It also impacts human resources initiatives such as 
incentive pay, law enforcement availability pay, forecast planning, support programs, 
and management employee relations. 


 


2005 2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018


Fourth Estate 784 895 884 956 1,073 1,195 1,260 1,287 1,303 1,309 1,305 1,302 1,302 1,302


Navy 2,216 2,215 2,277 2,684 3,021 3,184 3,925 3,998 4,030 4,057 4,080 4,103 4,103 4,103


Army 2,814 2,779 2,578 2,624 2,844 2,911 2,997 3,016 3,028 3,044 3,055 3,063 3,063 3,063


Air Force 374 366 364 425 712 1,179 1,178 1,178 1,279 1,278 1,282 1,286 1,286 1,286


Target 8350 9123 9179 9270 9273 9273 9273 9273 9273
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 OSD or Component Policy/Guidance: Minimum training standards for DoD civilian 
police have been established and each Service/Agency certifies annually that they are 
meeting those standards. As a result of the Fort Hood Follow‐on Review, standards are 
under review and are being updated. Also, a DoD Peace Officers Standards and Training 
(POST) Commission is in development to maintain, monitor, and update all law 
enforcement training in the Department. 


 Compensation: The Military Services/Defense Agencies face stiff competition in selected 
market areas where competing non‐DoD police agencies have higher salary/pay bands.  
The use of Special Salary and Administratively Determined Rates for DoD police officers 
mitigates some of this competition. 


 Hiring Process: The Federal hiring process, which is owned by the HR community, is long 
and laborious. Lack of responsiveness in this area is partially due to the process; it can 
also be attributed to inadequate HR resources. 


 Labor Market: This series requires personnel medical and fitness qualifications; legal 
compliance measures (such as Lautenberg); weapons qualifications; continuous 
reliability program requirements; and applicable background investigations and security 
clearances.  These factors can restrict the labor market and limit the availability pool of 
candidates who can meet the requirements. 


 Manpower Authorizations: Generally, authorizations are less than requirements for GS‐
083s. 


The Military Services and Defense Agencies are at various stages of completion on the 


development of civilian police competencies. All competencies are projected to be completed 


by end of FY 2012. As Military Services/Agencies move through the phases of competency 


development, the OSD functional community manager acts as an information clearinghouse, 


making sure that the best work of each Service/Agency is shared.  
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Specific Military Service/Defense Agency competency progress tables and descriptions follow: 


 


Department of Army y    Key Steps   


Phase 
Not Yet 
Started 


Conducting Research  
& Analysis 


Completed 


Identifying and defining 
competencies, tasks, proficiency 
levels, etc. 


Drafting  2nd Qtr FY 2012  4th Qtr FY 
2012 


 


Validating competencies, tasks, etc.    2nd Qtr FY 2012  4th Qtr FY 
2012 


Conducting workforce assessment    2nd Qtr FY 2012  4th Qtr FY 
2012 


Conducting gap analysis  


(Please identify which type of gap analysis, 
e.g., between position requirements and 
employee assessment, between 
supervisor assessment and employee 
assessment, etc.) 


  3rd Qtr FY 2012  4th Qtr FY 
2012 


 


Initiating implementation by 
incorporating into HR practices 


    4th Qtr FY 
2012 


 


 


Dept. of Department of Navy y    Key Steps   


Phase 
Not Yet 
Started 


Conducting Research  
& Analysis 


Completed 


Identifying and defining 
competencies, tasks, proficiency 
levels, etc. 


  Worked with SMEs and 
Department of Navy (Industrial 
Psychologists) to determine 
technical and non‐technical 
competencies.  Developed career 
roadmaps for supervisory and non‐
supervisory GS‐0083s. 


2007 


Validating competencies, tasks, etc.    Refined competencies in police 
workshops during May/June 2010.  
Proficiency levels are currently being 
completed. Validation among SMEs 
November 2010. Posted career 
roadmaps and competencies on 
Department of Navy Community 
public website 
(http://www.public.navy.mil/donhr/
TrainingDevelopment/ccmgmt/Pages
/SecurityandLawEnforcementComm
unity.aspx)  
3rd Qtr FY 2010. 


2010 
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Dept. of Department of Navy y    Key Steps   


Phase 
Not Yet 
Started 


Conducting Research  
& Analysis 


Completed 


Conducting workforce assessment    Currently creating an instructional 
course for talent management, 
gathering information from data 
sources of workforce strengths.  
This training will instruct managers 
to use these tools to manage the 
workforce. 


TBD 


Conducting gap analysis  


(Please identify which type of gap analysis, 
e.g., between position requirements and 
employee assessment, between 
supervisor assessment and employee 
assessment, etc.) 


  Gap analysis is part of instruction 
and is being developed as part of 
the talent management training 
course. 


TBD 


Initiating implementation by 
incorporating into HR practices 


  Career roadmaps and 
competencies are available for all 
HR staff and police managers to 
create position descriptions and 
inform applicants of needed 
requirements, certifications, and 
training, as well as experience and 
training required for promotions.  
Career roadmaps and 
competencies are on the 
Department of Navy community 
public website. 


Ongoing 


 Competencies are used throughout the entire life cycle, from recruiting through 
performance management.  For the first time, the critical and non‐critical definitions are 
available for HR staff, hiring managers, managers, and employees, and interested applicants 
so they can understand what is required of them on the job. Managers can use the 
Knowledge, Skills, and Abilities (KSAs) to write position descriptions and individual 
performance plans. Career roadmaps are updated periodically to reflect changing 
requirements (about every three years.) 


 Internal Partnerships:  Department of Navy Commands shared expertise and knowledge 
to create competencies for police officers. This community includes Criminal 
Investigators (job series 1811)/Naval Criminal Investigative Service (NCIS) which share 
similar competencies on different levels.  The various Commands have manpower 
authorizations and partner to compile the total numbers for such reports. The Orlando 
conference assembled working groups from various Commands to collaborate, problem‐
solve, and brainstorm solutions for an enterprise law enforcement model of efficiency 
and effectiveness. Led by NCIS senior executives, this community has a chartered 
Executive Advisory Committee which meets two to three times per year to discuss 
issues and concerns of interest to all commands.   


 External Partnerships:  Office of Naval Intelligence (ONI) works with Defense 
Intelligence Agency (DIA) and Federal Law Enforcement Training Center (FLETC) on the 
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development of a curriculum that aligns competencies and certifies officers at a 
professional level to keep DoD’s police force competitive with other local Intelligence 
Community (IC) police agencies. 


 The DoD Law Enforcement Functional Community is progressing in establishing a 
centralized POST Commission.   


 The DoD POST Commission will govern law enforcement standards, training, and 
certification within the Department.   


 


Department of Air Force    Key Steps   


Phase 
Not Yet 
Started 


Conducting Research  
& Analysis 


Completed 


Identifying and defining competencies, 
tasks, proficiency levels, etc. 


  Start: Ongoing 


End: Estimated 2012 for initial 
review by proposed DoD POST 
structure 


 


Validating competencies, tasks, etc.    Start: Planned 2011 


End: Estimated 2012 for initial 
review by proposed DoD POST 
structure 


Note: For physical fitness standards, 
a validating task list is ongoing with 
a completion date of end of March 
2011; publication of revised fitness 
testing standards is anticipated no 
later than October 1, 2011.   


 


Conducting workforce assessment       


Conducting gap analysis  


(Please identify which type of gap analysis, 
e.g., between position requirements and 
employee assessment, between supervisor 
assessment and employee assessment, 
etc.) 


  Start: Ongoing 


End: Estimated June 1, 2011. Part of 
Strategic plan (2011‐2016) 
development from an enterprise 
level; how the Air Force Security 
Forces (and GS‐0083) will change 
organization/training/ equipment 
and tactics, techniques, and 
procedures to respond to threats. 


 


Initiating implementation by 
incorporating into HR practices 


  Start: February 9, 2011 


End: Estimated December 2012. On 
December 16, 2010, the SECAF 
approved decentralization of 
classification authority. In the next 
two years, the Air Force will work to 
expand the GS‐0083 workforce into 
management ranks (i.e., above GS‐9 
levels). 
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Marine Corps:    Key Steps   


Phase 
Not Yet 
Started 


Conducting Research  
& Analysis 


Completed 


Identifying and defining competencies, 
tasks, proficiency levels, etc. 


    Complete 


Validating competencies, tasks, etc.      Complete 


Conducting workforce assessment    Continuous; formal assessments 
conducted every three years or 
after significant changes. 


 


Conducting gap analysis  


(Please identify which type of gap analysis, 
e.g., between position requirements and 
employee assessment, between supervisor 
assessment and employee assessment, 
etc.) 


    Complete 


Initiating implementation by 
incorporating into HR practices 


    Complete 


 During FY 2009 and FY 2010 Security Division, Plans Policies and Operations, Headquarters, 
U.S.  Marine Corps standardized the position descriptions of all occupational series GS‐0083, 
Police Officers.  This allowed for a single competency model that will be used by all 
Command organizations within the Marine Corps. 


 Competencies are used during the hiring and selection process by funneling all job 
opportunity notices through a single HR Service Center.  Once GS‐0083 series police 
officers are employed, competencies are used to train and develop police officers to 
become eligible for promotions and leadership positions.  The Marine Corps has 
organized a Community of Interest (COI) working group that developed a career 
progression model that incorporated training, education and mentorship for the 
development of police officers.   


 Validation of law enforcement resource requirements on a biannual basis has allowed 
the Marine Corps to maintain the appropriate sized workforce to sustain the law 
enforcement mission requirements. 


 Partnering through the use of a Navy/Marine Corps COI Working Group. This group 
covers GS Series 0080, 0083, 0085, 1811, and 1810 and provides guidance for training, 
career progression, and retention. 
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Defense Logistics Agency: 


The DLA competency model was developed in collaboration with the DLA Police Chiefs Working 


Group and with police trainers; the modeled is based on “best practices” within the Federal 


government. It targets police officers within the DLA Installation Support workforce and 


includes current and future mission requirements. The competencies are used to support 


hiring, selection, employee development, and workforce planning.   


Defense Intelligence Agency: 


The DIA Human Capital Office is currently approaching the final phase of its competency 


modeling for the DIA Police. The pending model has been established jointly with DIA Police 


SMEs, vetted with the DIA Police Command, and is pending final ratification with Human Capital 


(HC).   


Employee Development and Workforce Planning. Primarily, identified competencies will be 


used in the future transition back to the GG/GS scale and will assist HC Components with the 


proper grading and career ladder placement of incumbents.   


 


Pentagon Force Protection Agency    Key Steps   


Phase 
Not Yet 
Started 


Conducting Research  
& Analysis 


Completed 


Identifying and defining competencies, 
tasks, proficiency levels, etc. 


  Formal Job Task Analysis 
project for occupational GS 
occupational series 0083 
personnel initiated.   
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National Geospatial Intelligence Agency 
(NGA): 


  Key Steps   


Phase 
Not Yet 
Started 


Conducting Research  
& Analysis 


Completed 


Identifying and defining competencies, 
tasks, proficiency levels, etc. 


  Identified competencies 
and tasks, developed 
police staffing plans 


2009 


Validating competencies, tasks, etc.    Validating competencies 
and tasks to ensure proper 
coverage of required posts 


2009 


Conducting workforce assessment    Completed workforce 
assessment 


2009 


Conducting gap analysis  


(Please identify which type of gap analysis, 
e.g., between position requirements and 
employee assessment, between supervisor 
assessment and employee assessment, etc.) 


  Conducted gap analysis 
between position 
requirements and 
employee assessment and 
between supervisor 
assessment and employee 
assessment; identified 
supervisor to employee 
ratio 


2009 


Initiating implementation by 
incorporating into HR practices 


  Continue hiring plan, 
announcements through 
USAJOBS, Hiring Blitz, and 
internal vacancies 


2009/ 


2010/ 


2011 


 Current competencies meet and exceed requirements for site and force protection of NGA 
Campus East as long as manpower strength is maintained. 


 In coordination with the Human Resources Recruiting Coordinator, NGA conducts 
multiple hiring blitzes focusing on the education, training, and experience of target 
audience to best meet law enforcement requirements and hire the best‐suited 
applicants. 
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MCO Analysis and Challenges 
Specific factors influencing 0083 workforce end strength by Military Service/Defense Agency 


include: 


 Lifecycle: The Army Office of Provost Marshal General is currently working on models to 
support manpower requirements. The office will work closely with Army G‐1 to assess 
career development and management objectives and to forecast this series to address 
the strategic planning effort.  


 Strength: With many initiatives underway, an Army‐wide assessment of this series is 
required to determine appropriate target strengths. Defense Agency Office of Provost 
Marshal General is developing and validating their staffing model for police operations 
to facilitate the assessment. With the impending major BRAC, Joint Basing and 
transition/realignment of Installations, hiring shortfalls, vacancy rates, 
accessions/retentions, etc., the scope of this series will be impacted.  


 Funding: The need to meet higher security standards for Installations is constrained by 
the budget and the need to restrain growth of the force. The Air Force funds security at 
levels that are consistent with meeting enterprise missions. Since the 9/11 attacks, the 
Air Force has added approximately 4,000 security personnel to active duty units; of 
these, approximately 1,000 are civilian and approximately 300 are GS‐0083, Police 
Officers.  


 Structure: In addition to the moderate gains in GS‐0083, Police Officer positions, the Air 
Force has also gained GS‐0083 Police Officers from former Army and Navy Installations 
as a result of joint basing, with the Air Force as the lead service. These installations also 
have about 350 FTEs in contract security that will be converted into GS‐0083, Police 
Officer positions in FY 2012.   


 Growth: Overhires who are replacing temporarily deployed security personnel are the 
largest growth elements for the Air Force GS‐0083 series. Large numbers (approximately 
1,000) of GS‐0083 temporary/term personnel give the Air Force security establishment 
adequate experience with the hiring process. The overhires are paid from OCO funding 
(not baseline dollars) and will be decremented rapidly as the deployed military members 
return from their deployments. This report will concentrate on the permanent GS‐0083 
police force.  


 Special Salary Rates: Sister services have long used Special Salary Rates (SSRs) for police 
officers. Setting these rates is an HR/OPM process that requires the comparison of base 
pay rates of area functional employment and allows OPM to authorize raising pay rates 
above the normal GS schedule.  


 In FY 2010, the Air Force applied for and obtained SSRs for seven installations*, 
including a plus‐up of 41% for Andrews Air Force Base. These SSRs, based on 
objective criteria and approved by OPM, have made Air Force police officer positions 
competitive with local agencies. (*Air Force Installations  are: Andrews, Elmendorf, 
Charleston, Lackland, Langley, McGuire, and Randolph)  


 Lifecycle: On December 16, 2010, the Secretary of the Air Force (SECAF) Pentagon Force 
Protection Agency (PFPA) allowed the realignment of classification authority for the Air 
Force’s senior security officer, SAF/AA.  


 In 2011, the Air Force will make a major shift from GS‐080 leadership and align Air 
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Force GS‐0083 leadership with other agencies using the PFPA as a model.  Most 
direct supervision positions will be converted from GS‐080 to GS‐0083, with 
concomitant medical/fitness standards and the ability to wear uniforms/badges and 
carry weapons. This will parallel Air Force military structure, where leadership meets 
the same standards as the police officers standing post.  


 As part of the transition to a GS‐0083 leadership cohort, the security community will 
work closely with the HR community to institute the standard Air Force lifecycle 
processes.  


 Budget: The budget has a significant degree of impact on the Marine Corps ability to 
hire and maintain the required GS‐0083 series police officers. The Marine Corps has 
relied on current year funding to maintain the work force. POM process budgeting is 
scheduled to include almost‐sufficient funding in civilian personnel dollars by FY 2013. 
However, the Marine Corps budget cuts will likely result in a reduction.  


 The budget will cause shortfalls in the protection of Marine Corps property and 
personnel. This will require a prioritization strategy that will protect high‐value 
assets at current levels; however, it will expose other assets to increased 
vulnerabilities. 


 Attrition could cause more problems for the Marine Corps when the economy 
improves and local LE begins hiring again. It will be more difficult to hire and retain 
quality personnel. 


 Attrition: Because of the inability of DLA to match other Agencies’ pay and benefit 
packages, retention continues to be a challenge for the 0083 occupational series. DLA 
Police have lost approximately 40 officers over the past two years to other Agencies.  


 Funding: The DIA is currently experiencing substantial reductions to both Civilian Pay 
and other O&M resource allocations. As a result, previously programmed billets for FY 
2011 have been swept to allow for funding of competing agency priorities; interim 
contract vehicles are being used to mitigate impact. In addition to this limitation of 
constrained resourcing, the Agency has imposed a 90% fill rate restriction which further 
limits the DIA Police by imposing a 10 % permanent billet vacancy rate.  


 Target goals outlined in FY 2010 will be revised to reflect a 31 billet shortfall in FY 
2011 as a result of reallocated Civilian Pay. The Defense Intelligence Agency (DIA) 
Police are additionally experiencing a shortfall of approximately 14 billets due to P 
billet and fill rate restrictions currently in effect agency wide.  


 A strategy for “gap year” (FY 2011-2012) billet and resource realignment has been 
proposed to higher level authority. Programming for outyear sustainment will be 
incorporated in the FY 2013 PPBE process.   


 Currently pending approval of legislative proposal under FY 2012 Intel Authorization 
Act (50 U.S.C.) would grant requisite operational authority to the DIA Police for 
conduct of full scope law enforcement operations. Concurrent legislation is pending 
under Title 10 U.S.C. by OUSD.  


 Hiring Process: Effects regarding the ongoing transfer of personnel support services 
from WHS to DLA remain in question.  


 BRAC: BRAC legislation and consolidation resulted in the consolidation of all National 
Geospatial‐Intelligence Agency (NGA) east coast facilities into one main campus. This 
construction resulted in a need to increase police staffing to help meet force protection 
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requirements for the new campus. For example, while there were only 53 authorized 
government police officers in FY2009, there are 207 government police officers 
authorized for FY 2012. This effort will support 9,000 government, military, and 
contractor employees. Currently, NGA Protective Services “enters on duty” 
approximately eight new hires per month to meet end‐strength requirements.  


 


Figure B8‐2: GS‐0083 Series Gains, Losses, & Net Change 


 


Data generated by OPM/EHRI CIVFORS Application: Gains includes all personnel gains to the MCO as an aggregate of all 
Component gains including new‐hires, transfers, and inactive status to active status. Losses include all personnel losses to the 
MCO as an aggregate of all Component losses including retirements, transfers, and active status to inactive status.   


 


Figure B8‐3: Years to Retirement Eligibility/Forecast Retirements (All 0083) 


 


2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018


Gains 1256 1027 1821 2231 2267 2492 1790 1839 1733 1694 1705 1705 1705


Losses ‐1197 ‐1189 ‐1256 ‐1296 ‐1447 ‐1600 ‐1669 ‐1681 ‐1683 ‐1661 ‐1672 ‐1672 ‐1672


Net Change 59 ‐162 565 935 820 892 121 158 50 33 33 33 33
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Data generated by OPM/EHRI CIVFORS Application: Note that “Forecasted Retirements” are forecasted against projected future 
strength forecasts while other categories of Retirement Eligibility reflect the workforce as of 30 Sep 2010. 


 


MCO 0083 Strategies 
The Military Services and Defense Agencies are employing a range of strategies to overcome 


challenges described in Section II. Strategies include augmenting the HR system to improve the 


hiring process; adjusting the military/civilian police mix for Military Services; prioritizing security 


and law enforcement missions to overcome funding and manpower authorization challenges; 


and continuing to professionalize the law enforcement force to ensure maximum capability out 


of the extant workforce. 


Specifically, the Military Service/Defense Agency strategy highlights include: 


 Department of Army: Workforce assessment and gap analysis (utilizing the Army 
Competency Management System [CMS]) is anticipated to be conducted in stages (with 
stage completions anticipated for the 2nd and 3rd quarters of FY 2012, if not sooner).  
Recruitment, development, and retention gaps will be determined based on the 
competency requirements review and gap analysis that will be assessed through Army 
CMS completion.  


 Department of Navy: In October 2010, DON held the first‐ever strategic planning 
conference for Security and Law Enforcement (SLE) to discuss an enterprise approach 
(Navy and Marine Corps, civilian and military). Working groups were formed to guide 
the SLE community’s collaboration efforts in defining issues and identifying solutions for 
a single DON LE Community to include policy and requirements.  Key themes emerged: 
cost effectiveness/efficiencies, training and standardization. Defined competencies will 
serve as a guide for this new model. 


 Department of Air Force: In 2011 and 2012, the Air Force GS‐0083 police force will 
transition to a “to‐be” workforce: 


 With SECAF approval, the delegation of classification authority will lead to a 
restructure of the force, with the development of a career progression plan within 
the GS‐0083 series up to the GS‐14 level. 


 The development of a robust GS‐0083 workforce will allow the service to use HR 
processes (e.g., development teams for talent management) to build a workforce of 
highly capable police officers in an appropriate career path. 


 DoD is becoming more involved in setting training and physical fitness standards for 
police, which should lead to more commonality, the ability of the DoD GS‐0083, 
Police Officer to transfer easily among agencies, and their ability to take advantage 
of more enterprise‐level opportunities 


 Marine Corps: Certain geographical locations have challenges with recruiting. The 
Marine Corps has adopted a strategic recruitment plan that augments local recruiting. 
Marine Corps representatives attend national recruitment fairs and events to ensure the 
talent pool remains full for future job openings: 


 The recruiting and hiring strategy includes use of contracted support to augment 
government HR offices. These personnel are experienced in recruiting and in‐
processing potential employees. Standardized position descriptions (PDs) are used 
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to ensure recruitment of the right talent across the Marine Corps enterprise. 


 Special salary rates have been addressed via normal processing for areas that 
require support. Additional special salary rates may be required when the economy 
improves, because it may be difficult for DoD to compete with state and local police 
departments. 


 DLA: The DLA Office of Security and Emergency Services is pursuing a strategy of 
“operational excellence” in promoting a safe and secure environment for the DLA 
community. To improve recruiting and retention issues, DLA Security and Emergency 
Services plans will fully transform into a high‐performance police force within the next  
five to seven years by focusing on the following: 


 Innovative Recruiting 


 Compensation and Benefits 


 Incentives/Rewards/Recognition 


 Training and Development 


 Incentives/Rewards/Recognition 


 NGA: Protective Services will continually maximize recruiting efforts and training in an 
effort to hire the best qualified candidates in law enforcement. Delays in readying 
qualified applications for performing assigned duties stem from the time required to 
complete processes, such as complete security clearances, HR‐related initiatives 
mandatory 12‐week training, annual training, and medical screening exams.  This 
strategy will be pursued from 2009 to 2011 until required strength is achieved. 


 


The general strategies listed in the following table may be used by Components as they 


complete workforce planning strategies. Strategies are based on the collective law enforcement 


community’s response to the Fort Hood Follow‐on Review recommendations; future use of 


these strategies will be dependent on the abilities of the Services/Agencies to implement them 


within individual organizational structures. 
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Strategy # 1  Narrative 


Constraint Addressed  Common training, certification, and physical fitness standards for 
all police in DoD (military and civilian) 


Target Audience  All Components 


Implementation Timeline  Completion of policy revision fourth quarter FY 2011 


Strategy Details & Impact  The drafting, coordination, and publication of a new DoD 
Instruction covering law enforcement training standards, 
certification, and physical fitness standards for the entire DoD 
police (civilian and military) community will replace DoD 
Instruction (DoDI) 5210.90, Minimum Training, Certification, and 
Physical Fitness Standards for Civilian Police and Security Guards 
in the Department of Defense. Existing minimum civilian 
police/security guard training standards are under revision and 
being updated in conjunction with the revision to the policy 
document. 


Legislative Changes  None 


Funding Required  Military Service/Defense Agency dependent 


Metrics to Assess Progress  Under development 
 


Strategy # 2  Narrative 


Constraint Addressed  Active oversight body to develop and enforce Common training, 
certification, and physical fitness standards for all police in DoD 
(military and civilian) 


Target Audience  All Components 


Implementation Timeline  Completion of commission establishment first quarter FY 2012 


Strategy Details & Impact  The current Civilian Police/Security Guard Training Standards 
Working Group (CP/SG TSWG) has been converted into a DoD 
POST Commission to oversee LE training standards and 
incorporation of LE best practices in the Department. POST 
compliance standards are being developed as part of the new 
DoDI development  
(strategy #1).   


Legislative Changes  None 


Funding Required  None 


Metrics to Assess Progress  Under development 
 


Within the Military Services, Active Duty, Reserve, National Guard military personnel, and DoD 


civilians, police functions are performed as part of an integrated military/civilian law 


enforcement force. Within the Fourth Estate (Defense Agencies), law enforcement force is 


comprised of civilian employees. 
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Workforce Mix 


Marine Corps 
Civilian % of  
Total Force 


Military % of  
Total Force 


Contracted 
Support % of 
Total Force 


Total 
Force 


FY 2009 Baseline  3%  97%  0  =100% 


FY 2012  5%  95%  0  =100% 


FY 2014  5%  95%  0  =100% 


FY 2016-FY 2018 
Desired End‐State 


5%  95%  0  =100% 


FY 2009 Baseline  3%  97%  0  =100% 


 For the baseline force, 24,700 comprise the military force baseline: 24,000 enlisted with 700 
officers.  There have been only minor changes in the numbers for the years displayed. 


 Impacts associated with New Strategic Arms Reduction Treaty (New START) may reduce the 
number of military personnel associated with security of operational nuclear systems in the 
FY 2014-FY 2016 timeframe; these personnel were not included in the numbers shown.  Air 
Force’s use of contract support has been limited to OCO‐funded contracts to replace 
temporarily deployed military; they were not included in the numbers since they were not 
“baseline‐funded.”  


 The Air Force Security Forces use an independent unit, the Air Force Manpower Agency, to 
develop objective staffing models used to compute staffing requirements. Air Force military 
police are justified on the basis of home station taskings, and deploy “out of hide.” Both the 
Army and Navy rely heavily on civilian police for installation security and have moved 
military police into expeditionary units, which provides limited support to Installation 
security at home station.   


 The civilian numbers have been modified as follows: 


 FY 2012: OSD‐provided number: 1,178; Air Force adjustment: +380 for contract 
conversions and new mission growth in FY 2012; FY 2012 number used:  1,558 


 FY 2014: OSD‐provided number: 1,178; Air Force adjustment: +380 for contract 
conversions and new mission growth in FY 2012; FY 2014 number used:  1,558 


 FY 2016‐FY 2018: OSD‐provided number 1,286; Air Force adjustment: +380 for contract 
conversions and new mission growth in FY 2012; FY 2014 number used:  1,666 


 The Air Force distribution of military versus civilian positions is a prerogative of the Major 
Commands (MAJCOMs), with certain restrictions. DoD does not allow civilian personnel in 
the security of operational nuclear weapons. Host nations have not allowed the use of U.S. 
citizens as police officers in Status of Forces Agreements (allowing U.S. military). 
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Dept. of Navy 
Civilian % of  
Total Force 


Military % of  
Total Force 


Contracted 
Support % of 
Total Force 


Total 
Force 


FY 2009 Baseline 


Marine Corps 


Navy 


9% 


24% 


86% 


55% 


5% 


21% 
=100% 


FY 2012  30%  57%  13%  =100% 


FY 2014  30%  57%  13%  =100% 


FY 2016-FY 2018 
Desired End‐State 


30%  57%  13%  =100% 


FY 2009 Baseline  9% 


24% 


86% 


55% 


5% 


21% 
=100% 


 FY 2009 baseline: 0083 occupational series percentage from the Navy Manpower Program 
and Budget System (NMPBS), military and contractor percentages from Sep 2009 
Commander Navy Installations Command (CNIC) Monthly Force Protection report. 


 FY 2012-FY 2014 percentages taken from Mission Profile Validation‐Protection model. 


 Contractor percentages include foreign nationals. 
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I.   INTRODUCTION 


Summary 


This is the first Department of Defense (DoD) Strategic Workforce Plan to incorporate 


requirements of the Fiscal Year 2010 (FY 10) National Defense Authorization Act (NDAA), 


Section 1108 (codified at 10 U.S.C. § 115b). The three previous reports to Congress responded 


to requirements in the FY 06 and FY 07 NDAAs by providing updates on the implementation of 


DoD’s 2006–10 Civilian Human Capital Strategic Plan (CHCSP). This plan builds on lessons 


learned from previous efforts and provides a unified process for workforce planning across the 


Department. 


This plan focuses on engagement of the military departments and defense agencies in the 


planning process by establishing component integrators. It also includes a more structured 


process of standardized reporting templates and established baseline results-oriented 


performance measures. However, two caveats to this plan should be noted from the outset:   


1. Departmental efficiency reviews and budget changes impacting workforce targets occurred 


after the forecasts were prepared in early FY 2011. Therefore, while workforce gap closure 


strategies are being implemented, the forecasts and hiring projections in this plan should be 


viewed as a point in time, subject to change.   


2. While this plan was intended to make incremental progress towards meeting the statutory 


requirements set forth in 10 U.S.C. § 115b, it was recognized before this plan was 


completed that a new approach was needed to move beyond partial compliance. As a 


result, efforts were begun in FY 2011 to reframe the DoD workforce planning structure in 


order to achieve all the statutory requirements by FY 2015. The path ahead is outlined in 


the last section of this plan.   
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The DoD FY 2010–18 Strategic Workforce Plan is organized into sections, each with key 


milestones, based on the Rolling Wave Maturity Model. This introductory section provides the 


plan’s background and framework. 


Section Content 


Introduction Background and planning framework 


Set Direction Planning drivers and enablers 


Analyze the Workforce Demographic analysis, environmental scan, gap assessment, 
and identification of strategies to close gaps 


Implement Strategies Actions taken to implement strategies for gap closure 


Monitor Progress Baseline performance measures and progress assessment 


Conclusion and Path Ahead Summary of results and next steps 


 


The workforce planning process is guided by DoD Instruction (DoDI) 1400.25, Volume 250, DoD 


Civilian Personnel Management System: Volume 250, Civilian Strategic Human Capital Planning, 


dated November 18, 2008. This DoDI established DoD policy to institute a structured, 


competency-based human capital planning approach to the civilian workforce’s readiness. 


 


Developing the Total Defense Workforce. 


“The Department is facing mission requirements of increasing scope, variety, and complexity. To ensure 


the availability of needed talent to meet future demands, we are conducting a deliberate assessment of 


current and future workforce requirements. This effort will ensure that the Department has the right 


workforce size and mix (military/civilian/contractor) with the right competencies. This assessment will 


be enterprise-wide, enabling the Department to better recruit and retain personnel with the most-


needed skills.” 


QDR Report, February 2010 
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Planning Framework 


Overall Workforce. The Department’s overall workforce planning approach below the senior 


leader level is organized as follows: 


 Mission Critical Occupations (MCOs): Focus on Department-wide MCOs in functional 


communities 


 Office of the Secretary of Defense Functional Community Managers (OFCMs): MCOs are 


managed by OFCMs 


 Component Functional Community Managers (CFCMs) and Integrators: OFCMs are 


supported by CFCMs and Strategic Human Capital Management (SHCM) Integrators in 


the Military Departments and Defense Agencies 


This framework provides a holistic approach to workforce planning that supports employee 


lifecycle management. 


MCOs and Functional Communities. In FY 2010, the Department continued to focus on 


maturing plans for 24 MCOs in 12 Functional Communities, plus five cross-cutting functional 


communities: Executives and Senior Leaders, National Security Professionals, Language, Civilian 


Expeditionary Workforce (CEW), and Acquisition. Functional communities and MCOs are shown 


in Table 1. 


Each functional community has a separate plan in Appendix B. Exceptions: Due to its size and 


scope, the acquisition workforce plan will be submitted separately. Also, the Science and 


Technology Research Laboratory (STRL) workforce is not included in this plan. 


DoD MCO Criteria. The DoD MCOs and functions were selected based on the following 


criteria: 


 Occupational series or cross-cutting functions with Department-wide impact, including: 


 Common competency and skill requirements across the Department  


 Essential to Department mission success 


 Recruitment and retention trends indicate succession planning is needed to ensure 


availability of talent to carry out Department’s mission 
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Table 1. FY 2010 Functional Communities and MCOs 


USD  Functional Community  MCO  Series 


USD ATL  Acquisition  Contracting  


Quality Assurance 


1102 


1910 


Civil Engineering  Civil Engineers  0810 


Installation and Environment  Fire Protection and Prevention  


Safety and Occupational Health 
Management 


0081 


0018 


Logistics  Logistics Management  0346 


Science & Technology  Cross-cutting Workforce  Multiple 


USD P&R  CEW  Cross-cutting Workforce  Multiple 


Human Resources  Human Resources Management (Civilian)  0201 


Law Enforcement  Police  0083 


Leadership  Cross-Cutting Workforce  Multiple 


Linguistics/Language  Language Specialist  1040 


Medical  Clinical Psychology  


Social Work  


Medical Officer  


Nurse  


Pharmacist 


0180 


0185 


0602 


0610 


0660 


National Security 
Professionals  


Cross-Cutting Workforce  Multiple 


Senior Executive Service  Cross-Cutting Workforce  Multiple 


DoD CIO  Information Technology (IT)  Computer Engineering  


Electronics Engineering  


Computer Scientist 


IT Specialist 


0854 


0855 


1550 


2210 


USD 
Comptroller  


Financial Management  Financial Management  


Accounting 


Auditing 


Budget 


0501 


0510 


0511 


0560 


USD Intel  Intelligence  Intelligence  0132 


Security  Security Specialist  0080 


*Acquisition to be submitted separately  


**S&T Labs not included in this Plan 







 


Fiscal Year 2010-2018   5 


Critical Skills and Competencies. The Department’s workforce planning approach— 


identifying and assessing MCOs and cross-cutting functional communities—aligns with  


the NDAA requirement to identify and assess “critical skills.” Further, the Department’s 


competency management framework includes identification and assessment of competencies 


within the MCOs. DoD competencies are defined as “observable, measurable patterns of 


knowledge, skills, abilities, behaviors, and other characteristics that an individual needs to 


perform work roles or occupational functions successfully.” 


The MCO construct and competency management framework are designed to meet the intent 


of the 10 U.S.C. §115b requirement to identify and assess the existing and future “critical skills 


and competencies” of the civilian employee workforce. This approach has been briefed to staff 


supporting the House Armed Services Committee (HASC) and the Senate Armed Services 


Committee (SASC) was accepted as meeting the legislative intent. 
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Rolling Wave Maturity Model 


Some functional communities and Components began the workforce planning journey several 


years ago. Others have just begun the process. Therefore, there are various levels of progress 


and maturity in the workforce planning process.  


The DoD Strategic Workforce Plan is based on the Rolling Wave Maturity Model, which provides 


mile markers for Functional Communities and Components to monitor and improve their 


planning efforts. The Rolling Wave Maturity Model has been used as a planning guide for 


Functional Communities for the past two years.  


Because there are significant differences in the size and scope of the Community/Component 


workforces, levels of resources available, and levels of expertise available, the Rolling Wave 


Maturity Model is now being used for the first time to help meet the new Component reporting 


requirement. 


Figure 1. Rolling Wave Maturity Model 


 


 


Monitoring Progress in the Rolling Wave. The Monitor Progress section of this plan 


assesses progress by functional community managers and Components in the key milestones 


(checked items in the figure above) within each step of the Rolling Wave. The definitions for the 


key steps in the rolling wave can be found in the Monitor Progress section of this plan. 
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Roles 


Functional Community Managers (FCM). OFCM and CFCM responsibilities are laid out in 


the enclosure to DoDI 1400.25 v250 and summarized in Figure 2. Functional community 


managers assess and monitor the workforce health in their communities to ensure the 


workforce has the necessary competencies, size, and composition to meet mission and program 


objectives. Functional community managers lead the development of core competencies and 


career roadmaps in order to guide employees in their careers and assess and close workforce 


competency gaps. They ensure that realistic workforce forecasts and strategies are in place to 


recruit, hire, shape, develop, and retain a mission-ready workforce. 


Figure 2. FCM Workforce Planning Responsibilities 
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Component SHCM Integrators. SHCM Integrators were designated in FY 2010 to coordinate 


CFCM planning input and develop reports from the Military Departments and Defense 


Agencies, a new requirement of NDAA 2010. Separate workforce planning reports were 


required from the three Military Departments and Defense Agencies that have (a) 2,000 or 


more employees, and (b) 100 or more employees in MCOs. 


Smaller Defense Agencies with few or no employees in DoD MCOs are not expected to submit a 


report but are encouraged to develop Agency-specific workforce plans. This plan collectively 


refers to the Military Departments, Defense Agencies, Combatant Commands, and the Office of 


the Secretary of Defense (OSD) as DoD Components. The Component workforce plan reports 


were considered in the preparation of this plan. 


Strategic Human Capital Planning Office (SHCPO). The SHCPO was expanded under the 


Deputy Assistant Secretary for Defense for Civilian Personnel Policy (DASD [CPP]) to include the 


broader talent mix and skill sets needed to lead a strategic program portfolio. This expansion 


includes human capital policy development, workforce forecasting and data analysis, 


competency development and assessment, and advisory support to the functional 


communities. For the FY 2010 planning cycle, the SHCPO designed a structured process, 


including a timeline for deliverables, training and communications plan, and detailed reporting 


templates. 


This year, a key focus was to improve communication and collaboration among the functional 


community managers, Component Integrators, and SHCPO, and to partner with other 


stakeholders. The office contracted support and began developing a marketing plan for DoD 


Strategic Human Capital Management. Other communication and training efforts include: 


 Quarterly FCM and Integrator Meetings. The SHCPO engages the OFCMs and 


Component Integrators via quarterly meetings to discuss workforce planning issues and 


concerns. In FY 2010, meeting topics included annual reporting requirements and 


templates, timelines, status of competency management initiatives, data analysis, and 


sharing best practices and new initiatives. 


 Training. The SHCPO also delivered: 


 Individual and group training sessions for new functional community managers and 


Integrators 


 A day-long interactive training session on workforce analytics and strategy 


development 


 A Workforce Planning Guide for hiring managers 


 A Workforce Planning Training Module for new supervisors and managers 
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Pulling it All Together. Figure 3 depicts the planning process and shared responsibilities for 


preparation of functional community manager and Component reports.  


Figure 3. Workforce Plan reporting Process 


 


Path Ahead. In May 2011, the Department began a process to expand from 12 to 24 functional 


communities in order to cover all major occupations in the workforce rather than just MCOs. In 


addition, new criteria will be applied in future workforce plans to designate MCOs based on a 


multi-dimensional analysis of mission and force management risk.  
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Senior Leader Workforce. The Department’s workforce planning approach for the senior 


leader workforce focuses on the five Executive Core Qualifications (ECQs) established by the 


Office of Personnel Management (OPM) and applied to executive positions across the 


government. The OPM-validated, DoD-specific leadership competency referred to as 


“Enterprise Perspective” incorporates two sub-competencies: “Joint Perspective” and  


“National Security Perspective.” The full report on the senior leader community is located  


in Appendix B13. 


The DoD Executive Management and Policy Office continue to support the Department’s 


commitment to its deliberate, systematic, and predictable approach to managing its senior 


leader workforce’s career lifecycle. The office leads Department-wide initiatives supporting 


each lifecycle element to better address senior leader needs. This leadership is deployed across 


the Department through coordination of efforts of the Military Departments, Fourth Estate, 


Combatant Commands (CMCDs), the Intelligence Community (IC), and OSD. 
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APPENDIX B9:  LEADERSHIP FUNCTIONAL COMMUNITY 


DoD is meeting the challenges of a new reality that requires our leaders to have a unique set  


of competencies, enabling them to excel in a wide array of complex environments. Through 


various initiatives, the Department seeks to more effectively manage its pipeline of future 


leaders and ensure, in a deliberate and thoughtful way, that leaders have the optimal level of 


proficiency in critical leadership competencies. DoD has extensive assets devoted to developing 


and sustaining leaders, both in the Military Components and through centrally‐ managed 


programs and initiatives. This Appendix addresses the leadership pipeline (i.e., GS‐15 and 


below). 


 


Current State of the Leadership Workforce 


Figure B9‐1: DoD Supervisors in FY 2010 by Years to Optional  


Retirement Eligibility 


 


DoD has more than 105,000 managers and supervisors, along with many team and project 


leaders. The retirement projections for permanent supervisors (displayed in the bar chart) are 


startling: 45% of supervisors are retirement‐eligible within five years; and 27% of supervisors 


who are retirement‐eligible within five years are at the GS‐14 (or equivalent) level or higher. 


These facts speak to the need for sound succession‐management strategies through all pipeline 


levels. 


The Department must find new ways to recruit a workforce or educate existing employees to 


meet the challenge of these conditions. A high level of attrition is expected in the pipeline 


leadership ranks as large numbers of employees reach retirement age in unison. When actual 


retirements come to pass, the sheer percentage of the population eligible for retirement will 


drive substantial staffing requirements within a compressed period of time. 
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Projected State of the Leadership Workforce 
The Department requires a diverse cadre of civilian leaders with an enterprise perspective who 


can:  


 Effectively manage institutions, organizations, programs, people, teams, and projects 


 Ensure continuity of leadership 


 Sustain a learning environment that drives continuous improvement across the 
enterprise 


DoD is looking for senior career civilians to play a more significant role than in the past. The 


Department believes current transformation efforts will make DoD an even more satisfying, 


fulfilling, and enjoyable place to work. DoD must take steps to ensure a rich diversity of 


talented employees throughout the leadership pipeline, with varied experiences that foster a 


broad enterprise perspective and strong leadership/management skills. 


Human Capital Efforts to Date  
DoD is meeting the challenges of a new reality. The reality requires leaders to have a unique set 


of competencies in order to excel in a joint, national security, global, and interagency 


environment. Through talent management strategies (e.g., recruitment, selection, education, 


training, and development) that are aligned with a complex mission, DoD seeks to effectively 


manage its pipeline of future leaders and ensure, in a deliberate and thoughtful way, that 


Department leaders have the optimal level of proficiency in critical leadership competencies. 


DoD has extensive assets devoted to developing and sustaining leaders, both in the 


Components and through centrally managed programs and initiatives. The Department typically 


develops civilian leaders internally, so great importance must be placed on building and 


managing this pipeline.   


Much progress has been made on human capital efforts for the civilian leadership community.  


Specifically, DoD has: 


 Developed and validated the DoD Civilian Leader Development Competency Model (i.e., 
Framework, Continuum, and Competencies) 


 Codified the competency model and DoD leader development programs in a new DoD 
Instruction 1430.16, “Growing Civilian Leaders” 


 Published proficiency‐level definitions and illustrations 


 Published targeted proficiency levels for managers and supervisors in all 31 leader 
competencies 


 Established the Defense Senior Leader Development Program (DSLDP) to develop future 
senior civilian leaders who are prepared to execute challenging responsibilities and 
make significant, enduring contributions 


 


 Established a framework for the new Defense Civilian Emerging Leader Program (DCELP) 


 Supported Component‐level leadership development programs 
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 Developed civilian leader competency definitions, proficiency levels, and illustrations for 
behavioral descriptors 


 Conducted ongoing competency assessments of the leadership cadre 


 Established and maintained a senior‐level advisory group to manage the civilian 
leadership community under the Functional Community Manager rubric 


 


DoD Civilian Leader Development Competency Framework  
and Continuum  
In May 2008, the Department published the DoD Civilian Leader Development Framework and 


Continuum (CLDF&C). Future‐focused and competency‐based, the CLDF&C is designed to foster 


the deliberate development of Defense leaders through progressive and continuous learning 


opportunities that broaden experience and prepare individuals for increased responsibilities.   


Presently, CLDF&C is being institutionalized throughout the Department. Each Component has 


been tasked to align leader development initiatives with the DoD CLDF&C. Alignment will 


ensure consistency across the Department for growing and developing highly skilled civilian 


leaders with an enterprise perspective.   


In 2008, alignment of the centrally managed, DoD‐wide leader development programs with the 


CLDF&C was completed. The DSLDP was inaugurated in 2008 as the premier DoD program to 


develop senior civilian leaders to excel in the joint, interagency, and multinational environment 


of the 21st century. DSLDP is at “Lead Organizations/Program” on the continuum.  In addition, 


an evaluation of the Executive Leader Development Program (ELDP) has been completed and 


adjusted to align with “Lead People” on the Continuum. The forthcoming DCELP will be aligned 


with the “Lead Teams/Projects” on the Continuum. The National Security Professional 


Development (NSPD) Implementation Office was established and addresses training, education 


and professional development for the Enterprise sub‐competency, national security. 


During 2008, a Civilian Leader Development section was added to the Leader and Professional 


Development Division’s website. The CLDF&C and competency definitions are posted on the 


website, along with guidance for employee use of these tools for career development. The site 


includes an inventory of enterprise training and educational opportunities that are aligned with 


the continuum and are available to DoD employees. A series of marketing materials were 


developed to educate the workforce on the CLDF&C. The Leader and Professional Development 


Division web page, http://www.cpms.osd.mil/lpdd/lpdd_index.aspx, also links to DoDI 1430.16, 


“Growing Civilian Leaders.” 
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Leadership Competency Assessment  
The Department’s plan calls for developing a comprehensive and systematic approach to leader 


development that has at its core a future‐focused framework of competencies. The 


competency framework is based on OPM executive core qualifications (ECQs), strengthened 


with DoD‐unique requirements that will enable the Department to accomplish its national 


security mission.   


The core competencies are: 


 Leading Change 


 Leading People 


 Results‐driven 


 Business Acumen 


 Building Coalitions 


 Enterprise Perspective  
(composed of Joint Perspective and National Security [JPNS], which consists of sub‐
competencies that are specific to the DoD mission. JPNS relates to a broader DoD focus)  


An emphasis on these competencies should be implemented in all aspects of larger, structured 


development efforts. JPNS competencies must be integrated into the Department’s culture to 


have the broadest impact. Culture change is supported by intentional efforts, such as modeling 


and recognizing the use of these competencies. 


The Department has further transformed this competency‐based framework into a progression 


model for DoD‐wide civilian leader development across the Continuum, to include all levels 


within the leadership pipeline. 


In March 2008, the CLDF&C was validated. DoD developed a tool for assessing and identifying 


competency gaps in the leadership cadre. Working with OPM research staff on a reimbursable 


basis, DoD has: 


 Validated the DoD competency model (strategic validation methodology)  


 Developed a DoD Civilian Leader Competency Assessment Survey with competency level 
definitions and behavioral illustrations to measure the proficiency and identify 
competency gaps of the leadership cadre and pipeline   


 Conducted two competency assessments of DoD civilian leaders 


 Identified and published targeted proficiency levels for managers and supervisors 
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Leader Competency Results 
Analyses of the 2008 and 2009 survey data showed varying competency strengths and gaps at 


all leadership tiers within DoD. Competency gaps were identified as the percentage of 


respondents who were rated by their supervisors at a proficiency level lower than the average 


required for that leadership level, for any given competency. Competency gaps provide data 


that indicate areas where DoD needs to increase the competency proficiency levels within the 


leadership cadre to meet required levels.   


DoD identified specific competencies and areas on the Continuum that require additional focus 


and structured efforts to close identified gaps. DoD is working toward developing an 


overarching strategy and plan for closing gaps resulting from detailed analyses at the corporate 


level for each leadership tier. These gaps may be as simple as personnel numbers or as 


complicated as a lack of a specific required competency. Gap analyses results from 2008 and 


2009 will be used to make informed decisions on how best to refine and expand leadership 


development programs and curricula. One solution is already underway is to develop 


standardized training for supervisors and managers. Other efforts may include hiring, 


performance management, succession planning, and training and development. In addition, 


providing opportunities outside the Department will further prepare leaders by expanding their 


perspectives and experiences. 


Leadership Programs and Strategies  
DoD has made progress toward revamping the way it identifies, develops, and manages 


leaders, but there is still much to do. The Department is reexamining ways to recruit, develop, 


and retain our executives. There is renewed focus on establishing and sustaining a cadre of 


future leaders with diverse capabilities, experiences, and talent. Through additional efforts, 


DoD is reviewing ways to identify, develop, and retain employees across the leadership 


continuum to ensure a robust and ready pipeline. 


The DoD Leadership Functional Community 


The leadership function applies to all functional communities and directly impacts mission 


readiness. A ready, capable leadership pipeline is a critical element of the Department’s 


strategic human capital workforce planning processes. In March 2009, the Civilian Personnel 


Policy Coordinating Committee endorsed the establishment of a DoD Leadership Functional 


Community Manger/Civilian Leader Advisory Group to ensure a deliberate and comprehensive 


approach to leadership development across the leadership continuum.   


In Spring 2009, the Director of the Civilian Personnel Management Service issued a call to the 


Component/Agency functional community managers (FCMs) for nominees to serve on the 


Leadership FCMs/Civilian Leader Advisory Group (LDR FCM/CLAG). On July 23, 2009, the first 


meeting of the Leadership Functional Community was held. The Director of CPMS is the OSD 


FCM Executive Sponsor, and the Chief of Leader and Professional Development within CPMS 
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serves as the OSD FCM Manager. The LDR FCMs are senior‐level policy makers representing 


OSD, DoD Components, and Defense Agencies.   


Leadership Functional Community Accomplishments 


The LDR FCM serves as a functional policy and advisory group that fosters the implementation 


for the DoD SHCP strategy to develop a diverse cadre of civilian leaders who can manage across 


the enterprise, ensure the continuity of the leadership pipeline and promote the Department’s 


vision for competency‐based development across the leadership continuum. 


The LDR FCMs met monthly and tackled a number of high‐visibility leadership issues that 


included legislative, regulatory, and policy issues. The first order of business was to develop a 


charter that outlined the members’ roles, responsibilities, work processes, and action items to 


be addressed in FY 2010.   


Since they first met in July 2009, the LDR FCMs have made significant progress in driving the 


Department’s leadership agenda forward. A synopsis of their significant accomplishments 


follows: 


1. Developed and published implementing guidance for the DoD Leadership Continuum.  


Developing the Department’s leadership cadre is a shared responsibility across all functional 


communities. Formal coordination of the DoDI 1430.16, “Growing Civilian Leaders,” was 


completed in Fall 2009. DoDI 1430.16 was signed and released for publication on November 


19, 2009. It established the Department’s policies and procedures for educating, training, 


and developing a diverse civilian leader pipeline. The instruction also incorporates the 


Civilian Leader Development competency‐based model as the blueprint for DoD civilian 


leader development.   


2. Conducted an environmental scan of the Component/Agency Leadership Program. One of 


the first tasks accomplished by the LDR FCMs was to conduct an environmental scan of 


current DoD leadership development opportunities. The scan revealed that leadership 


development is a priority for DoD Components/Agencies. The information affirmed that LDR 


FCMs are strongly invested in developing their individual organization’s leadership pipeline. 


The scan also revealed that leadership development opportunities are available in a variety 


of venues, including formal programs, contracted and in‐house courses, developmental 


assignments, and mentoring and coaching opportunities. The LDR FCMs also shared the 


assessment and evaluation processes they use to measure the impact and effectiveness of 


their development programs. This process increased awareness of the Department‐wide 


efforts to develop the leadership pipeline and informed the LDR FCM thinking and 


strategies for completing the 2010 action items.   


3. Finalized and published the DoD Civilian Leader targeted proficiency levels, strengths and 


gaps. LDR FCMs participated in a focus group that reviewed the baseline data from the 2008 


and 2009 Civilian Leader Competency Assessment Survey (CLCAS) to finalized target 


proficiency levels for managers and supervisors. LDR FCMs engaged in an in‐depth 


discussion of the survey data and targeted proficiency levels, including developing 
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strategies for closing competency gaps and for future leadership training and development. 


The work of the focus group resulted in finalizing the DoD Civilian Leader targeted 


proficiency levels for manager and supervisors. A November 2010 memorandum from the 


Acting Deputy Under Secretary of Defense (Civilian Personnel Policy) to Component/Agency 


Heads distributed the finalized DoD Civilian Leader Competencies Targeted Proficiency 


Levels, Strengths, and Gaps for managers and supervisors. It also finalized DoD Civilian 


Leader Competency level definitions and proficiency level definitions.   


4. Developed a Department‐wide strategy to close identified leadership competency gaps.  


In concert with the work that finalized targeted proficiency levels, there was a need to 


develop a strategy to close identified competency gaps. LDR FCM input was used to develop 


the Department’s framework and approach for meeting two specific NDAA 2010 


requirements: (1) Section 1112, to develop a civilian leader development program targeted 


at entry‐level employees, and (2) Section 1113, to develop training for supervisors and 


managers [to] provide a viable and comprehensive segue to close identified competency 


gaps. To comply with the legislative requirements, programs under development will 


include a strategic approach to close identified leadership competency gaps and provide 


training and development venues that will help attain targeted proficiency levels in each of 


the 31 DoD competencies.   


LDR FCMs have been involved in sub‐working groups to establish the leadership programs 


required by NDAA 2010. Most notable is the group developing the curriculum for the 


Manager and Supervisory Training requirement for Section 1113. The Department is 


adapting a phased‐in approach over the next two years to provide training for supervisors 


and managers with less than two years’ experience as well as refresher training for 


experienced supervisors and managers. Standardized learning objectives for an array of 


topics were established by a senior‐level curriculum working group. These standards will 


ensure that a consistent level of knowledge and understanding is conveyed to supervisors 


throughout the Department. In addition, DoD is establishing a comprehensive training 


program for supervisors who are not affiliated with a Military Department or other Defense 


Organization that currently provides training. The pilot new‐supervisor training course will 


be offered in late March 2011. DoD’s strategy for addressing competency gaps for 


supervisors and managers is detailed in a white paper, “Supervisory and Manager Training: 


A Leadership Imperative.” This white paper, which includes a thorough literature review 


and best practices assessment, has been forwarded to Under Secretary of Defense for 


Personnel and Readiness USD (P&R) for release. 


5. Reviewed DSLDP Completion Requirements. LDR FCMs reviewed draft DSLDP completion 


policy and provided input about the development of a comprehensive program completion 


process. The members recommended that the competencies be included in the program 


exit‐structured interview with DoD Talent Executives. Several of the LDR FCMs participated 


in focus groups facilitated by OPM to develop structured interview questions, 


accompanying proficiency level definitions, and behavior illustrations.  In addition, 


successful completion of Defense Senior Leader Development Program (DSLDP) involves a 
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comprehensive learning portfolio including leadership evidence that clearly identifies the 


participant’s readiness to take on more responsible leadership positions. These actions led 


to the successful graduation of the inaugural DSLDP cohort in April 2011. 


6. Set up framework for the DCELP. In concert with NDAA 2010, Section 1112, the 


Department established a framework for the DCELP. In anticipation of out‐year funding to 


support the end‐state program envisioned by Congress and the Department, a pilot 


program involving the Acquisition, Financial Management, and Human Resources 


communities has been designed and is scheduled for September 2011. The DCELP will 


recruit and develop the next generation of leaders who possess the technical competence 


to lead the Department’s complex missions.   


7. Conducted a Defense Leadership Summit.  DoD conducted a Defense Leadership Summit 


from April 26-29, 2010 at the DoD Executive Management Training Center in Southbridge, 


MA. This was a first effort for the Department, and the LDR FCMs provided valuable input 


regarding agenda topics and key speakers in the leadership development field. LDR FCMs 


also supported this first effort through their attendance and participation in panel 


discussions. The summit promoted interagency collaboration through vendor exhibits that 


included representatives from OPM, the Federal Executive Institute, and the National 


Defense University, Information Management Resource College.  Speakers included           


Dr.  Donald Kirkpatrick and Wendy Kirkpatrick, who spoke on the Kirkpatrick Evaluation 


Model and its enduring impact on program assessment and evaluation processes. Clifton 


Taulbert, author of Eight Habits of the Heart, spoke on leadership attributes, and Seth 


Kahan, author of Getting Change Right, spoke on the leader’s role in organizational 


transformation. The summit generated considerable interest in civilian leadership 


development initiatives and, in particular, the DoD Civilian Leader Development 


Competency Model. Since the summit, the CPMS Leader & Professional Development 


Division (LPDD) has briefed several functional communities and affinity groups on the DoD 


Leadership Competency Model.   


LDR FCMs successfully completed their first‐year agenda. Their commitment to the 


Department’s leadership agenda, shared expertise, and participation in meetings and 


subworking groups have ensured the completion of significant work referenced in this 


report.  Their efforts will continue to benefit the leadership community. 


The Way Forward  
DoD, along with the Federal Government and United States, will face a myriad of challenges in 


coming years. The military will require better capabilities at a significantly lower price. This fact 


holds many implications for those in leadership positions. The coming demographic challenges 


in particular drive the need for more efficient, flexible, and innovative human capital 


management. In the near term, in order to retain the present near‐retirement workforce for as 


long as possible and promote an appropriate work‐life balance, DoD may need to make a 


heavier investment in incentives; recruitment; relocation and retention bonuses; flexibility to 


repay student loans; telework; and alternative work schedules. In the long term, however, DoD 
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must position itself to recruit, train, and retain a leadership workforce that possesses the 


diverse set of competencies required to master the challenges of new operating and business 


environments.   


Our DoD civilian leader‐development framework is designed to produce world‐class leaders 


with enterprise perspectives for leadership positions across the continuum, from entry‐ to 


executive‐level. The Department is working toward full implementation across DoD based on 


validated Department‐unique competencies and related efforts to identify targeted proficiency 


levels at successive leadership tiers. DoD will continue to conduct annual assessments of the 


proficiency of our leadership cadre against the competency framework. The aforementioned 


2008 baseline and 2009 analyses will identify any systemic competency gaps and guide future 


leader development initiatives as needed to close those gaps.   


Building on existing programs, the framework ultimately will include a series of Department‐


sponsored courses, programs, and other learning opportunities designed to meet the specific 


competency requirements of the civilian DoD leader. These opportunities will serve as 


retention incentives for high‐performing employees and support initiatives to increase diversity 


in the senior ranks.   


Table B9‐1 shows the actions and tasks DoD will take to achieve our goals for developing and 


sustaining future leaders. The Department will create a cadre that can manage the enterprise 


as a whole. There are some areas of particular interest: 


1. The Leadership FCM will undertake the following action items beginning in the first quarter 


FY 2012 with regular updates thereafter:  


 Provide development opportunities across the continuum: 


 Implement NDAA 2010, Section 1112: Establish a Civilian Leadership Development 
Program entry‐level and team leadership‐level civilian employees 


 Implement NDAA, Section 1113: Establish Manager and Supervisory Training  


 Implement a new supervisor training program 


 Design the refresher training program for managers and supervisors 


 Full implementation of the DoD Civilian Model across the Department 


 Publish Volume 410 


 Finalize Volume 412 


 Develop DoD Acculturation Course 


 Participate in the Enterprise Competency Management System (ECMS) pilot test to be 
conducted in DCPDS 


 Establish a DoD Civilian Leader Development Academy 


2. Develop transformational leadership skills through centralized corporate programs and 


course offerings.  The Department has undertaken an effort to ensure that the next 


generation of civilian leaders has the critical transformational leadership skills to support 


DoD strategic initiatives. This work includes implementation of the DSLDP, revision of the 


Executive Leadership Development Program (ELDP), and creation of the DCELP.  The DSLDP, 







Fiscal Year 2010‐2018    DoD Strategic Workforce Plan 


10  Appendix B9: Leadership Functional Community   


which covers employees in grades GS‐14–15 and equivalent, is a comprehensive two‐year 


cohort program. The ELDP is the mid‐level program (GS‐12–14 and equivalent). It is a 10‐


month program with an annual intake of 60 employees per class.  Participants in both 


programs are competitively selected from throughout DoD. The DCELP is the entry‐level 


program (GS‐7–11 and equivalent). The 12 to 18 month pilot will have up to 100 


participants, with long‐range plans for 500 participants. 


Both DSLDP and ELDP have been thoroughly reviewed for alignment with the DoD 


leadership competency framework. The newly established DSLDP replaces the Defense 


Leadership and Management Program, which ended September 30, 2010. DSLDP admitted 


its first class in early FY 2009 and has seen three cohorts. Complementing Component 


leader development efforts, DSLDP focuses on strengthening individuals’ enterprise 


perspective through a robust program of professional military education, targeted 


individual development, and defense‐focused leadership seminars, all designed to ensure 


application of critical leader competencies in the joint environment. DEPSEC endorsed 


DSLDP as the Department’s premier senior civilian leader development program. It is also 


the key program for ensuring the senior leadership cadre has the requisite enterprise 


perspective experience (joint and/or national security) to sustain DoD’s core mission. 


ELDP, with 25 years of success, will remain the premier program for high‐potential, mid‐


level leaders. ELDP provides participants with an extensive exposure to the roles and 


missions of the entire Department and an increased understanding and appreciation of 


today’s warfighters. 


ELDP and DSLDP are competitive programs, made available to the small percentage of the 


workforce identified as high‐potential future leaders. There is a clear need for others in the 


workforce to have the opportunity for career development as well. To begin meeting this 


need, DoD will have published a compendium of available learning opportunities focused on 


the enterprise perspective. The Department plans to expand the compendium of learning 


opportunities across the continuum and provide guidance to DoD Agencies and 


Components for organizational development, employee/leadership development, and 


succession management. These actions, in tandem with previous and future planned 


competency assessments and increased emphasis on training supervisors and managers, 


will promote a more holistic competency gap closure strategy. 


The NSPD Implementation Office was established in October 2009. Operating under 


Executive Order 13434, NSPD aligns with the enterprise perspective subcompetency 


national security. National Security Professionals (NSPs) are identified by position. Over the 


last year, 340 Senior Executive Members and almost 1,000 NSP Pay Band‐3 employees have 


been scoped as NSPs. The National Security Professional Development (NSPD) office is 


working with other Federal agencies that also have national security missions (e.g., 


departments of Homeland Security, Justice, and Transportation; the Coast Guard) that 


leverage existing agency training courses for NSPs. Over the next year, rotational 


assignments will be identified for employees with NSP designation. The Department is 
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planning a centrally managed system to offer and manage rotational opportunity within 


DoD and other agencies. Lastly, DoD plans to leverage NSPD with DSLDP so graduates of the 


DSLDP are certified as National Security Professionals. 


3. Explore venues to make the DoD leadership competency assessment tool available for 


broader use. For example, leverage this tool to those who will utilize it for individual career 


planning and to organization/agency heads for organizational development and succession 


planning. Developing and sharing additional tools and strategies across the Department is 


facilitated by this enterprise approach to leader development.   


4. Develop an enterprise approach to managing the talent pipeline for DoD leaders.  The 


Department is currently developing a common framework for enterprise talent 


management and succession planning of senior executives. This landmark initiative will 


provide the Department with visibility on leadership talent and ensure a high‐quality 


leadership continuum.   


Building a qualified and talented pipeline to sustain leadership continuity calls for the 


identification and closing of leadership competency gaps and strengthening of the talent 


pipeline to ensure continuity of diverse and capable leaders. To ensure the deliberate 


development of current and future leaders, DoD is instituting a new joint civilian leader 


development system that will have at its core a future‐focused framework of competencies 


based on OPM’s Executive Core Qualifications, strengthened with DoD‐unique requirements 


that will enable the Department to accomplish its national security mission in today's 


complex environment and beyond.   


Workforce analysis and modeling tools will further ensure that the Department’s leadership 


succession plan and strategy is sound, future‐focused, and adaptive to mission 


requirements. The Department is confident that ensuring alignment of our programs with 


the DoD‐wide competency model and best practices in private‐ and public‐sector leader 


development will further position us for strong civilian leadership in decades ahead. 


5. Leadership workforce plan.  Working in collaboration with the MCO functional 


communities, the Leadership FCM will be instrumental in developing a workforce planning 


instrument that will monitor and forecast leadership needs at each level of the pipeline 


continuum. This work will commence with a focus at the supervisory level.   


6. Promote leadership diversity.  As of FY 2010, 53% of supervisors were veterans and 6% of 


supervisors were disabled. The Leadership community will actively pursue the promotion 


and use of recent regulatory authorities governing veterans and disability affinity groups.   
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Conclusion  
Over the last year, the Leadership (LDR) FCMs have made an impact on the Department’s 


leadership agenda. The action items they completed in FY 2010 have advanced Department‐


wide implementation of the DoD Civilian Leader Development Competency Model. The 


environmental scan conducted of DoD leadership programs and initiatives raised the level of 


importance for leadership development and succession planning across all functional 


communities. The efforts of the LDR FCM will continue to support the USD P&R Strategic Plan 


2012-2016, Goal 1 to provide the right policies for anticipating and meeting the requirements 


of the 21st Century Total Force. State‐of‐the art practices and tools will also help attract, train, 


educate, shape, sustain, and retain diverse talent. To accomplish this goal, all elements of the 


human capital life cycle must be fully deployed to ensure the civilian workforce has the 


required skills and abilities to meet mission requirements. In a performance management 


culture, leadership development will continue to be a critical element to shaping a result‐driven 


workforce.  The Defense Civilian Leadership Development Program and supervisory training and 


development, mandated in NDAA 2010 Sections 1112 and 1113, respectively, will advance the 


leadership pipeline across DoD. 


Development of the leadership pipeline will continue to be a high priority. In an environment 


characterized by budget constraints and economic pressures, the Department is challenged to 


meet the demand for competent and capable future leaders. LDR FCMs engaged in a successful 


collaboration of ideas, strategies, and supportive commitment, working to address the 


Department’s future challenges and ensuring a supply of ready and highly motivated leaders. 


 


Table B9‐1: DoD Leadership Community Path Forward 


Action  Tasks  Dates  Outcomes 


Establish Leadership 
FCM 


Identify a DoD 
FCM. 


completed Chief, Leader and Professional 
Development Division is the DoD POC 
for leadership development across all 
functional communities.  The Director, 
CPMS, is the Executive Sponsor. 


Revise & reissue 
DoDI 1430.16 


Complete 
coordination to 
reissue 
instruction. 


completed DoDI 1430.16 was published in 
November 2009. 


Institutionalize DoD 
Leader 
Development 
Competency 
Framework & 
Continuum 


Work through the 
LDR FCM/CLAG to 
promote the DoD 
approach to 
competency‐
based 
development. 


FY 2011  DoD and Component leader 
development opportunities are 
competency based, aligned with the 
model and available to DoD leaders.   
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Action  Tasks  Dates  Outcomes 


Finalize the DoD 
leadership 
proficiency levels 


Identify targeted 
proficiency levels 
for each 
leadership tier on 
the continuum. 


completed


 


Targeted proficiency levels for 
managers and supervisors were 
published in November 2010. 


Develop DoD gap 
closure strategy 


Work through the 
LDR FCM/CLAG to 
develop a DoD 
competency gap 
closure plan. 


FY 2011  DoD will have a coordinated strategy 
to close leadership competency gaps 
across the leadership continuum. 
Developing training for supervisors and 
managers is one instrument for 
meeting this deliverable. 


Make the DoD 
Civilian Leader 
Competency 
Assessment Survey 
available to DoD 
employees 


Identify a venue 
to host the DoD 
Civilian Leader 
Competency 
Assessment 
Survey. 


 


FY 2011  All DoD employees will have access to 
the DoD‐unique assessment survey to 
conduct a self‐assessment of their 
individual competency strengths and 
gaps; will use assessment results to 
plan for development to hone existing 
talents; and will close identified gaps 
and address future career goals. This 
work is being done in concert with 
ongoing competency‐based initiatives. 


Expand learning 
opportunities for 
DoD employees 


Expand on 
published first 
edition of 
recommended 
learning 
opportunities. 


FY 2011  Identify additional learning 
opportunities for DoD employees to 
acquire required competencies at 
various levels across the leadership 
continuum.  Information will be made 
available for use in individual and 
organizational development. 


Implement the 
DSLDP 


Inaugural class 
was admitted 
December 2008 


completed DSLDP is operational and is now in its 
third cohort. 


Establish the NSPD 
Implementation 
Office (IO) 


Established 
October 2009 


completed NSPD Implementation Office (IO) is 
fully operational under the 
requirements of Executive Order 
13434. 


Define civilian 
leader bench 
strength & model 
requirements 


Develop a sizing 
model. 


completed DoD will be able to more accurately 
determine future civilian leader needs 
at the senior management and 
executive levels. The results will be 
critical to succession planning and 
sizing our centrally managed DoD‐wide 
leader development programs. 


Establish a 
leadership 
workforce plan 


Publish guidance 
and collaborate 
with MCOs. 


FY 2011  Enable a cross‐cutting and effective 
methodology for forecasting and 
monitoring the leadership needs 
throughout the Department’s MCOs.   
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II.   SET DIRECTION 


Summary 


Key Planning Milestone:  


 Appoint/Engage OFCMs and CFCMs 


Appoint/Engage OSD FCMs and CFCMs 


This section identifies the key drivers and enablers that set the direction for strategic workforce 


planning across the Department. 


FCM Engagement. The primary role of the functional community manager is to align and 


shape workforce requirements and capacity to achieve DoD program goals and objectives. As 


leaders for specific missions and functions, functional community managers should understand: 


 The competencies and skills needed to achieve current and emerging work 


requirements; 


 The work and competencies that are growing and those that are declining; and 


 The balance that is needed to meet the Department’s mission.   


Functional community manager engagement is critical to ensuring that recruitment, retention, 


and development strategies are appropriate for addressing specific workforce gaps. It is also 


needed to drive the implementation of gap closure strategies across communities. 


As DoD functional communities are expanded to cover a greater proportion of the workforce, a 


key challenge for the next planning cycle is to ensure the right leaders are appointed as 


functional community managers.  In addition, workforce planning efforts must be appropriately 


resourced within each functional community. 


Appoint/Engage OFCMs and CFCMs 
The Department’s workforce planning approach is based on a collaborative system that crosses 


organizational lines, including OSD and Component functional communities, human resources 


(HR), manpower, and budget stakeholders. Institutionalizing the OFCM and CFCM construct 







 


12    Fiscal Year 2010‐2018 


continues to be a challenging culture shift, but it is essential to effective workforce planning  


in DoD.  


The FY 2010 workforce planning cycle began with a revalidation of OFCMs and CFCMs, most of 


whom continued their work from the FY 2009 cycle. Based on an assessment of the last 


planning cycle, which culminated in the FY 2009 Implementation Report for Civilian Human 


Capital Strategic Planning 2006‐2010, several improvements were adopted into the FY 2010 


workforce planning cycle. The most notable improvement was the establishment of the SHCM 


Integrators, who facilitate workforce planning requirements within the Components. SHCM 


Integrators look across the functional communities to ensure best practices are shared, 


cohesive strategies are deployed, and common problems are raised and addressed. They also 


take the lead in preparing Component strategic workforce reports. The establishment of 


functional community managers and SHCM Integrators is critical in setting the direction, 


leading, and coordinating workforce planning efforts across the Department. 


Key Drivers and Enablers 


The key drivers and enabling guidance that set the direction for this plan are described in the 


following three categories: 


NDAA 2010 Requirements. The 14 statutory planning requirements for the overall civilian 


workforce, along with environmental factors and enabling policy and strategy guidance, shaped 


the plan’s direction.  Of these requirements, the following were added by NDAA 2010: 


 An assessment of the appropriate mix of civilian, military, and contractor capabilities  


 A plan of action to address gaps in the workforce, including: 


 Incentives necessary for personnel attraction/retention 


 Funding to support strategies (i.e., recruitment, retention, development, 


deployment, compensation), including program objectives 


 Changes in numbers of personnel authorized and/or resources needed to address 


gaps (i.e., senior leader, acquisition workforce) 


 An assessment of progress in implementing the strategic workforce plan during the 


previous year, using results‐oriented performance measures 


 Reports by the Military Departments and Defense Agencies to be considered by DoD  


Note that 14 of the 20 total requirements listed in the NDAA 2010, Section 1108, pertain to the 


overall civilian workforce and are addressed in this plan, including an assessment of progress in 


the Monitor Progress section. The remaining requirements are addressed as appropriate in 


either the Senior Leader Workforce Appendix to this plan or the Acquisition workforce plan.  
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DoD Strategy and Policy Guidance. Primary sources are listed in this section. Key 


performance measures for this plan are derived from Sections 2b and 2c: 


a. Quadrennial Defense Review Report, February 2010 


b. FY 2012‐FY 2016 Strategic Plan, Office of the Under Secretary of Defense for Personnel  


and Readiness (OUSD [P&R]), February 2011 (specific focus areas are described in Table 2). 


 


OUSD (P&R) Strategic Goal 1: 


“Provide the right policies coupled with state‐of‐the‐art practices and tools to attract, train, 


educate, shape, sustain, and retain diverse talent to anticipate and meet the requirements of 


the 21st‐century Total Force.” 


 


Table 2. OUSD P&R FY 2012‐FY 2016 Strategic Plan 


http://prhome.defense.gov/DOCS/ 


The OUSD(P&R) Strategic Plan, published in February 2011, sets the stage for the Department’s 
strategic engagement and identifies key ingredients for upholding an integrated, agile, and 
ready Total Force. The five‐year plan provides stakeholders with a strategic framework to 
inform development, policies, and programs in P&R’s area of responsibility. The plan’s goals and 
actions are structured around three fundamental focus areas: 
 


Fundamental Focus Areas  Description 


Total Force Readiness   Simultaneously and continuously providing homeland defense, 
humanitarian assistance, disaster relief, and stabilization 
assistance in fragile states—and combat operations against all 
threats 


 Includes focus areas of education, training, diversity, and 
medical readiness 


Care for Our People   Embodies policies and programs promoting well‐being for 
Service members, their families, and civilian personnel 


 Provides access to resources for Wounded Warriors 


 Issues related to educating and employing family members, 
leveraging technology, delivering compensation and benefits, 
fostering work environment, promoting healthy behaviors, and 
improving access to quality health care 


Culture of Relevance, 
Effectiveness, and 
Efficiency 


 Provides tools to attain success and advance towards 
becoming a high‐performing organization 


 Includes awareness of the changing environment, anticipating 
customer needs, capitalizing on partnerships, and identifying 
and exploiting talent at all levels of the Department 
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c. DoD Civilian Human Capital Strategic Plan 2010‐2011 Refresh, (DASD [CPP]). Four of the 


results‐oriented performance measures for this plan are derived from goals and objectives 


in this document. 


d. DoDI 1400.25, Vol 250, Civilian Personnel Manual, DoD CPMS: Civilian SHCP, November 18, 


2008 


e. USD(P&R) Memorandum, May 24, 2010, Revalidation of FCM Designations and MCOs 


(Appendix A1) 


f. USD(P&R) Memorandum, July 30, 2010, Implementation of NDAA 2010 Section 1108, 


Requirement for Strategic Workforce Plans (Appendix A2) 


g. USD(P&R) Memorandum, August 25, 2010, Identification of Component and Defense 


Agency Integrators to Support Strategic Workforce Planning (Appendix A3) 


Environmental Factors. The 2010‐2011 DoD Civilian Human Capital Strategic Plan Refresh 


development process includes an environmental scan (shown in Table 3 below) for assessing 


the impacts of: 


 Current and future mission imperatives 


 Applicable provisions of recent Presidential initiative 


 Office of Management and Budget (OMB) guidance 


 The Quadrennial Defense Review (QDR) Report 


 The National Security Strategy (NSS).  
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Additional key internal and external environmental factors and legislative changes impacting 


the Department’s human capital planning and management efforts are identified in Table 3 


below. 


Table 3. CHCSP 2010‐11 Refresh 


Environmental Trends 
and Drivers 


Description   Reference/Section 


Succeeding in a 
Dynamic and Rapidly 
Changing Environment 


 Global threats require a fully 
integrated Joint Force that is more 
agile and deployable and can address a 
wider range of adversaries 


 Must meet growing demands of 
irregular/ asymmetrical warfare 


 Facing increase of emerging threats  
(e.g., Cyberwarfare) 


 Appendix B6, CEW 


 Appendix B14, IT 


Sustaining the All‐
Volunteer Force 


 CEW program deploys civilians to fulfill 
non‐military functions in theater or 
noncombat humanitarian issues 


 Appendix B6, CEW 


Restructuring the 
Force 


 Includes Base Realignment and Closure 
(BRAC), workforce mix, and 
competency‐based approach 


 Analyze Workforce 


 Addressed in all 
appendices 


Operating within the 
Current Economy 


 Competition with the private sector for 
top talent continues to be a challenge 


 Requires the Department to conduct 
workforce planning for MCOs and 
future competency proficiency levels 


 Analyze Workforce 


Addressing the 
Secretary of Defense’s 
(SECDEF’s) Efficiency 
Review 


 The Department must continue to 
identify ways to focus and deliver key 
mission sets without expanding 
current resources 


 Addressed in all 
appendices 


Ensuring Mission 
Readiness 


 Emergent national security challenges 
such as economic competition, threats 
from terrorism, and cyber attacks 
require a perpetual state of readiness 


 Appendix B10, 
Language 


 Appendix B12, 
Security 


 Appendix B17, 
Intelligence 


 Appendix B14, IT 
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Environmental Trends 
and Drivers 


Description   Reference/Section 


Implementing Hiring 
Reform Initiatives 


 Ensuring the Department attracts and 
retains the talent it needs to meet 
current and future mission 
requirements by improving the DoD 
hiring process 


 Implement 
Strategies 


 Appendix B7, HR 


Caring for Wounded 
Warriors 


 Pursuing new policies and talent‐
management practices 


 Ensuring DoD has a world‐class health‐
care network available to care for our 
wounded warriors 


 Appendix B11, 
Medical 


Implementing OMB 
Initiatives for 
Employee Engagement 
and Wellness 


 Continuing efforts to take care of 
employees, enhance productivity, and 
reduce costs drive plan development 
as required by OMB 


 Implement 
Strategies 


Addressing Human 
Capital and Workforce 
Challenges 


 Proactive planning, supported by 
contemporary and innovative 
personnel practices, is essential to 
acquiring and retaining the right 
people at the right time 


 HR professionals are key enablers 


 Implement 
Strategies 


 Appendix B7, HR 


Legislative Drivers  Description  Note 


Repeal of  
National Security 
Performance System 
(NSPS) 


 The repeal of NSPS impacted the use 
of pay banding as a compensation 
strategy 


 NDAA 2010 required the development 
of a fair, credible, and transparent 
performance system for employees 
and granted the DoD Civilian 
Workforce Incentive Fund (CWIF) 


 DoD is partnering 
with OPM and  
unions in designing 
the new 
performance 
management 
system, incentive 
fund, and hiring 
flexibilities. 
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Environmental Trends 
and Drivers 


Description   Reference/Section 


Human Capital 
Legislation 


Notable accomplishments in NDAA 2010 in 
the area of DoD Human Capital 
Management include: 


 Legislation granting hiring authorities 
for individuals completing the National 
Security Education Program (NSEP)  
(Sec. 1101)  


 Enhancement of expedited hiring 
authority for Defense Acquisition 
workforce positions (Sec.  831) 


 A pilot program to secure internships 
for military spouses with Federal 
Agencies (Sec. 564) 


 Authority for employment of 
individuals successfully completing the 
requirements for the Science, 
Mathematics, and Research for the 
Transformation (SMART) Defense 
Scholarship Program 


 A synopsis of the 
legislation directly 
related to the DoD 
Civilian Workforce 
can be found in 
Appendix A‐10, 
Current and Pending 
Human Capital 
Legislation. 


 


The functional communities translated these overarching strategic drivers into their specific 


workforce plans, as referenced in their respective appendices. The Civilian Human Capital 


Strategic Plan Refresh also provides results‐oriented performance measures by which workforce 


planning success will be tracked in the coming year. These measures are described in the 


Monitoring Progress section of this plan.    


Finally, this plan draws upon perspective and strategies described in overarching strategic 


workforce planning reports submitted by the Components, as required by the NDAA 2010. 
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III.   ANALYZE THE WORKFORCE 


Summary 


Key Planning Milestones: 
 Workforce analysis and environmental scan 


 Identify and assess workforce mix 


 Identify competencies and conduct gap analysis 


 Identify strategies and funding to close gaps 


 


Workforce Analysis and Environmental Scan Summary  
 


MCOs Manpower Projections: 


 Overall functional community growth from FY 2010‐FY 2018 was ≈4%. Most functional communities 
(Acquisition and Science and Technology Research Laboratories data excluded from this analysis) 
projected a moderate increase in civilian authorizations from FY 2010 to FY 2018 relative to previous 
years.  


 Most MCO growth is due to emerging mission requirements such as cyber and contingency 
operations support. To meet new and expanding emerging mission requirements, lower‐priority 
work activities may be reduced, eliminated, or streamlined. 


 While the full impact of the debt reduction deal, revised budget guidance, and ongoing efficiency 
efforts are not known, some functional communities recognize the possibility of a decrease in 
civilian authorizations. Other communities may increase as DoD organizations continue to conduct 
reviews of workload and staffing (military, civilian, and contracted services), identifying low priority 
or marginal value functions for elimination. Furthermore, when appropriate, organizations have 
been granted relief from FY 2010 funding levels to meet critical workload requirements. Section 129 
of Title 10 requires the Department to manage to workload and funding; future human capital plans 
will reflect this need. 
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Demographics/Trends:  


 The overall rate of turnover (separations from DoD) within functional communities (not including 
Acquisition and Science and Technology Research Laboratories) decreased in FY 2010 (from 7% in FY 
2008 to 5% in FY 2009–FY 2010). However, turnover may increase in the next few years if market 
conditions improve and due to other factors (e.g., pay freeze, increased workload). Approximately 
thirty percent of the workforce is eligible for optional retirement within the next five years although 
forecasting suggests that less than half may actually retire. 


 In FY 2010, the Department continued to successfully attract entry‐level employees (≈35 % of new 
hires 25+ years to retirement) and experienced employees with prior military experience (≈50 % of 
new hires). Overall, the Department worked to address the aging workforce through development 
of a stronger pipeline at all levels. 


 


Identify and Assess Workforce Mix   
The Department is working to improve governance, data and information systems to enhance 


defense‐wide total force management analysis and decision making.  Details are provided in 


appendix A4.   


Identify and Assess Competencies   


Functional communities are making progress in identifying current and future competencies. 


However, the Department does not yet have capabilities to systematically capture and assess 


DoD‐wide competency gaps: 


 Plans are underway to update DoD competency policy and select an IT solution for 


competency management in FY 2012. 


 FCMs still rely on the SHCPO for workforce forecasting and analysis. The SHCPO is 


exploring options to provide FCMs with capabilities to conduct forecasting, analysis, and 


scenario planning. 


Identify Strategies to Close Gaps   


DOD’s primary strategies for remaining competitive and attracting highly qualified employees in 


technical functions (i.e., IT, Medical) include use of existing alternative hiring authorities or 


implementation of new ones. 
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Workforce Analysis and Environmental Scan 
To support meaningful workforce planning, the Department evaluates a variety of workforce 


demographics and trends within and across functional communities and MCOs. Impact and 


implications are considered along with the environmental factors identified under the “Set 


Direction” section of this report. 


Meaningful workforce analysis depends on the ability to accurately forecast manpower and 


competency requirements (workload demand) and assess the sufficiency of the current and 


projected workforce against these requirements (workforce supply). (See Figure 4.) 


The Department is improving its ability to mature and integrate policies, processes, and tools to 


support a continuous workforce planning process that adapts to and reflects emerging mission 


needs.  


Figure 4. Workforce Supply and Demand 
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The Department is aggressively moving to implement tools and policies that will improve the 


alignment and visibility of linkages among mission, personnel requirements, and workforce 


capabilities. For this year’s reporting cycle, the Civilian Forecasting System (CIVFORS)1 was used 


to forecast workforce gains, losses, and strengths—and the Corporate Management 


Information System (CMIS) was used to analyze current and historical workforce demographic 


trends. These tools provided the basis for a more robust assessment of key workforce 


considerations for workforce planning, including current demographics and hiring and 


separation trends. Note that data for this report was analyzed from January to March 2011. All 


FY 2010 data based on CIVFORS throughout 


this plan are forecasted; OPM only updates 


CIVFORS six months after the end of each 


quarter. 


Demographics 


This section provides an overview of 


workforce demographics and trends across 


the primary civilian functional communities. 


With a civilian workforce of more than 


780,000 personnel across more than 640 


occupations, the Department prioritized 


MCOs and functional communities for 


Department‐wide analysis and reporting. 


Mission‐critical employees (those in MCOs, 


the Acquisition career field, and Science and 


Technology Research Laboratories (STRL)) 


account for less than ≈40% of the 


permanent workforce. These employees are 


well represented across the most populous 


DoD occupations. For example, of the top 


ten most populous DoD occupations, which 


represent approximately 30% of the entire 


workforce, mission‐critical employees are 


well represented in eight of the top ten. 


 


                                                       
1 Managed by OPM, CIVFORS is a personnel forecasting system that uses advanced decision‐support and 
computer‐modeling techniques to project workforce strength, gains, losses, and transfers. 


Table 4.  DoD Civilian Demographics 


* Mission‐critical employees include appropriated fund 
civilian employees in mission‐critical functional communities 
(except Intelligence), Acquisition Workforce, and STRLs. 


** Data as of 30 Sep 2010. 


Mission Critical*
Non‐Mission


Critical


FY10 Demographics**


FY 2010 Workforce Strength 287,037 498,627


FY 2018 Workforce Manpower  Target


Dept of Army ‐ Strength 103,781 196,601


Dept of Navy ‐  Strength 88,839 111,186


Dept of Air Force ‐  Strength 53,249 122,638


Fourth Estate ‐  Strength 41,168 68,202


% Male 65% 65%


% Female 35% 35%


% Targeted Disability 1% 1%


% Non‐Targeted Disability 6% 6%


% Prior Military 40% 50%


Basic Salary (33% percentile) $60,343 $42,948


Basic Salary (66% percentile) $80,313 $59,438


Basic Salary (97% percentile) $129,517 $107,281


Basic Salary (99% percentile) $154,535 $138,358
Education


< Bachelors 40% 75%


Bachelors 41% 16%


Masters 17% 7%


Doctorate 2% 1%
Planning Considerations


Age, 35 or below 21% 23%


Age, 36‐55 59% 56%


Age, 56+ 20% 22%


Years of Service, 0‐5 37% 43%


Years of Service, 6‐15 23% 24%


Years of Service, 16‐25 21% 17%


Years of Service, 25+ 20% 16%







 


Fiscal Year 2010‐2018    23 


 


Functional Community Demographics: Snapshot as of 30 September 2010 


A summary of the functional community workforce highlights the wide variety of communities 


and associated workforce demographics. It should be noted that the remaining portion of the 


report will not address the Acquisition workforce and STRLs. See Appendix B1 for Acquisition 


and Appendix B5 for the STRLs. 


Table 5.  DoD Civilian Demographics 


 


Data generated in March 2011 by OPM/EHRI CIVFORS Application and DCPDS. 


* Note that data for the Medical Community other than strength counts include all employees in those occupational series to 
include non‐Medical employees, such as personnel psychologists, as they could not be extracted from Defense Civilian 
Personnel  Data System (DCPDS )output. 


IT Fin Mgmt Logistics Medical* Ins & Env HR Law Enf Civil Eng Security Language


Demographics


FY10 Workforce Strength 60,925 32,931 17,482 14,002 13,094 9,680 8,469 8,141 7,363 129


Dept of Army ‐ Strength 17,775 10,823 8,021 9,811 4491 3,352 2,911 6,798 2,195 49


Dept of Air Force ‐  Strength 13,040 6,009 3,641 1,163 3032 2,873 1,179 335 2,032 30


Dept of Navy ‐  Strength 22,030 6,575 4,904 2,762 5236 1,911 3,184 965 1,788 32


4th Estate ‐  Strength 8,080 12,115 512 275 335 1,544 1,195 43 1,348 18


% Male 78% 38% 69% 26% 94% 26% 92% 84% 67% 58%


% Female 22% 62% 31% 74% 6% 74% 8% 16% 33% 42%


% Targeted Disability 1% 1% 0% 0% 0% 1% 0% 0% 0% 0%


% Non‐Targeted Disability 6% 6% 8% 5% 4% 8% 4% 4% 8% 7%


% Prior Military 39% 28% 61% 33% 68% 30% 80% 19% 71% 39%


Basic Salary (33% percentile) $66,301 $56,991 $64,292 $57,477 $39,644 $56,991 $33,634 $70,319 $59,452 $60,343


Basic Salary (66% percentile) $86,335 $76,346 $78,841 $72,216 $50,287 $76,346 $38,885 $90,537 $74,063 $71,674


Basic Salary (97% percentile) $126,196 $125,955 $118,361 $169,000 $91,806 $126,196 $68,103 $131,319 $109,591 $93,179


Basic Salary (99% percentile) $134,548 $155,787 $136,669 $185,000 $106,394 $155,529 $78,473 $155,492 $126,196 $104,711
Education


< Bachelors 37% 38% 51% 28% 86% 52% 89% 7% 67% 50%


Bachelors 46% 44% 33% 33% 10% 32% 10% 66% 24% 28%


Masters 15% 17% 15% 22% 3% 15% 1% 25% 8% 20%


Doctorate 1% 0% 0% 17% 0% 1% 0% 2% 0% 2%
Planning Considerations


Age, 35 or below 22% 21% 13% 15% 29% 18% 33% 28% 13% 17%


Age, 36‐55 61% 57% 64% 57% 61% 60% 56% 50% 68% 50%


Age, 56+ 17% 22% 22% 28% 10% 23% 11% 23% 19% 32%


Years of Service, 0‐5 35% 31% 39% 63% 32% 24% 57% 33% 44% 39%


Years of Service, 6‐15 24% 19% 23% 22% 35% 22% 33% 20% 28% 30%


Years of Service, 16‐25 23% 26% 17% 11% 23% 26% 8% 21% 16% 19%


Years of Service, 25+ 19% 23% 21% 4% 9% 27% 2% 26% 12% 12%


Key Related Data Points: 


 In most primary demographic categories, civilian employees in the functional community 
workforce reflect the broader Defense civilian workforce at large. 


 Civilian employees in the functional community workforce have attained higher levels of 
education and, on average, have a higher salary range. 


 ≈90 % of employees in MCOs are in the Administrative and Professional Occupation 
Categories. 
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Key Related Functional Community Data Points: 


 While the workforce is generally well distributed across years of service and age categories, 
the average age of employees in functional communities is 46 years old; this has remained 
constant for at least the past four years. 


 DoD continues to employ a significant number of prior military personnel in the functional 
communities, particularly in Installations and Environment (I&E), Law Enforcement, and 
Security. 


 


Functional Community Growth 


The functional communities have continued to grow in order to meet mission needs. This is 


consistent with overall demographic trends in the Department over the past five years. While 


DoD Components are still determining the specific future‐year manpower impacts on functional 


communities, many communities projected moderate growth relative to previous years to 


prepare for this analysis. Figure 5 reflects historical personnel growth versus projected FY 2018 


manpower targets. 


Figure 5. Functional Community Growth: FY 2005‐FY 2010  
with FY 2018 Manpower Target 


 
Data generated in March 2011 by OPM/Enterprise Human Resources Integration (EHRI) CIVFORS Application. 
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Key Related Functional Community Data Points: 


 Most functional Communities have been able to hire sufficiently to meet annual manpower levels. 
Some communities (e.g., Medical and HR) had a moderate number of unfilled vacancies at the end 
of FY 2010 but are working to close the gaps in FY 2011. 


 Communities such as IT and Financial Management have cited increased workload and insourcing as 
drivers of civilian personnel growth. 


Many functional communities are projecting growth in the FY 2010 to FY 2018 reporting period, 


with much of the growth attributable to the Army. (See Figure 6.) 


Figure 6. FY 2010 to FY 2018 Net Manpower Targets Change by DoD Component 


 


 
 


Key Related Component Specific Data Points: 


 Logistics Community growth reflects in part an increased need for end‐to‐end weapon 
system life‐cycle logistics. The IT Community growth reflects in part the emerging focus on 
cyber‐operations. The I&E Community growth reflects increased mission requirements to 
support operational forces through increased deployments. 


 Army and Navy are transferring Medical billets to the Fourth Estate as part of the Joint Task 
Force National Capital Region Medical (JTF CapMed) initiative. 


 


   


Data provided by Component FCMs and Component Manpower and HR Specialists
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Functional Community Gain and Loss Trends 


An analysis of workforce gains and losses provide critical insights into the profile and 


distribution of key groups of employees necessary to inform hiring and retention strategies.  


For the purpose of this report, gain is defined as:  a) external hires to the government; b) 


employee transfers from inactive to active status; and c) hires and transfers within the 


government and DoD, including employees from other occupations and between Components. 


Losses are defined as: a) retirements; b) transfers of employees from active status into inactive 


status; and c) voluntary and involuntary separations external to DoD and internal transfers 


within DoD when moving between occupations or Components. To meet the growth 


projections, workforce gains, including new hires to DoD, and internal reassignments must 


exceed the losses in communities projecting a net increase.   


Figure 7. Net Change of Total Functional Community Gains & Losses 


 


Note that Gains and Losses can include intracommunity movement. For example, within the Financial Management 
Community, an employee reassigned from the Navy to the Army, or from a Budget Analyst to an Accountant, is captured as 
both a gain and loss in the CIVFORS model, which aggregates all Component data. 
 


Key Related Component Specific Data Points: 


 The future pace of workforce growth is projected to decrease relative to FY 2005‐FY 2010 
and may further decrease pending analysis of future year manpower determinations.  


 Forecasted workforce gains more than offset the losses to keep pace with manpower 
growth requirements. It is expected that the net change in overall size will be due to an 
increase in losses from previous years, while new hiring will remain relatively stable. (See 
Figure 8 below) 


 







 


Fiscal Year 2010‐2018    27 


Figure 8. Functional Community Forecasted Gains & Losses: FY 2011 to FY 2018 


 


Gains: Recent hiring trends within the functional communities from FY 2009-FY 2010 indicate 
that external government hires account for more than 60% of overall gains. Among these, the 


largest percentage of hires was from sources external to Government civilian service, with most 


new hires having 16 to 25+ years until eligibility for optional retirement. There is concern within 


functional communities that the loss of the Federal Career Intern Program (FCIP) will present 


challenges in attracting and hiring the next generation. (See Figure 9.) 


Figure 9. FY 2009 to FY 2010 Hires into DoD:  
By Years to Optional Retirement Eligibility of Hires 


 
Data generated in March 2011 by DCPDS. 


* Note that data for the Medical community includes all employees in those occupational series to include non‐Medical 
employees such as Personnel Psychologists, as they could not be extracted from DCPDS output. 
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Key Related Functional Community Data Points: 


 Functional communities are still hiring external DoD employees closer to retirement 
eligibility, although in smaller numbers. 


 ≈50% of external hires had prior military experience. 


 The average age of external DoD hires without prior military experience is 37; it is 41 with 
prior military experience. 


 The IT and Medical Communities used Direct Hire and Schedule A hiring authorities to fill 
critical positions. 


 Civilian Status of Forces Survey (SOF‐C) Data indicates that 68% of managers report that 
they need to offer incentives to attract top talent, but only 50% of managers report that 
they have the flexibility to actually use recruiting, retention, and relocation (the “3Rs”). 


 


Losses: Civilian employee turnover, including voluntary separations from the DoD, followed a 


predictable pattern over the past 2 to 3 years. Retirements accounted for nearly 40% of all losses 


from DoD. Retirement percentages declined in FY 2008 to FY 2010 (from 45% of all external 


losses in FY 2005-FY 2007 to 40%). Further analysis is required to determine if this is due to 


market conditions and associated Thrift Savings Plan (TSP) returns, which would suggest 


increased retirements as TSP funds and the market rebound. From FY 2009 to FY 2010, voluntary 


separations (i.e., voluntary separations from the Federal Government and transfers to other 


Federal Agencies) accounted for 50% of key DoD losses. Several functional communities are 


concerned that BRAC’s impact, increased workload due to the current budget environment, and 


wage freezes will result in increased losses over the next several years. (See Figure 10.) 
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Figure 10.  FY 2009 to FY 2010 Voluntary Separations (Non‐Retirements) from DoD:  
By Years to Optional Retirement Eligibility of Hires 


 


Data generated in March 2011 by the DCPDS. 


* Note that data for the Medical Community include all employees in those occupational series, including non‐Medical 
employees, such as Personnel Psychologists, as they could not be extracted from DCPDS output. 


 


Key Related Functional Community Data Points: 


 The largest single group of voluntary losses occurred in the 16–25 years to optional 
retirement category. 


 The average age of employees who voluntarily separate is 42 years old, ranging from 37 in 
the Law Enforcement Community to 48 in the Logistics Community. 


 The average years of DoD service of employees who voluntarily separate is 8 years, ranging 
from 3 years in the Medical Community to 12 years in the Civil Engineering Community. 
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While the turnover percentages in Table 6 below 


appear higher than average Federal rates throughout 


the Functional Community Appendix in this report, 


this calculation considered any loss to a specific 


occupation (including promotions out of the 


occupational series, transfers between Defense 


Services, and Agencies, and employees placed in 


inactive status).   


This information provides some valuable insight into 


understanding workforce’s availability to meet 


manpower needs.  However, when using more 


traditional turnover variables such as separations from 


DoD, the FY 2010 loss rate for functional communities 


was 5.1% overall while the DoD overall average was 


5.6%. 


While functional communities continue to hire at a  


rate faster than losses necessary to increase the 


workforce where required, it is important that the 


communities continue to hire greater percentages of 


employees with 16 to 25+ years to retirement eligibility and minimize turnover where 


appropriate, to balance against the aging workforce. While employees in the MCOs with 25+ 


years until optional retirement eligibility account for 13% of the functional community 


workforce, they account for 36% of external hires and 16% of losses, as shown in Figure 11. 


Figure 11. FY 2010 Key Gains (External DoD Hires) and Losses (Voluntary Separations  
and Retirements): As Percent of FY 2010 End Strength 


 


Data generated in March 2011 by the DCPDS. 


Table 6. Loss Rates FY 2008 to  
FY 2010 


Loss Rates  FY 2008  FY 2009  FY 2010


Medical  10%  7%  8% 


Law Enf   10%  7%  8% 


HR   7%  5%  6% 


Fin Mgmt  8%  5%  5% 


Logistics   6%  5%  5% 


Ins & Env   7%  5%  5% 


Security   7%  5%  5% 


IT   5%  4%  4% 


Language   5%  5%  4% 


Civil Eng   5%  3%  3% 


Data generated by DCPDS. 


* Note that data for the Medical community 
includes all employees in those occupational 
series, including non‐Medical employees such 
as Personnel Psychologists, as they could not be 
extracted from DCPDS output 
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The Department closely monitors workforce retirement trends as a significant percentage of 


the workforce is eligible to retire within the next five years. (See Figure 12.)  


Figure 12. 5‐Year Retirement Eligibility of Current Workforce  
vs. Projected Actual Retirements  


 


Data generated in March 2011 by OPM/EHRI CIVFORS Application and DCPDS. 


 


Key Related Functional Community Data Points: 


 While approximately 30% of the functional community civilian workforce is eligible to retire 
within the next five years, analysis suggests that only ≈10% to 15% of the workforce would 
actually retire during this period. 


 


Given the demographic profile, budgetary constraints, and sustained/projected increase in 


workload, most communities are closely monitoring the current and soon‐to‐be retirement‐


eligible workforce and developing and implementing succession planning strategies at an 


increased rate while exploring all hiring options (i.e., military spouse hires, entry‐level 


recruitment programs, expedited/direct hiring authorities, and reemployed annuitants). 


Identify and Assess Workforce Mix 
The NDAA 2010 requirement to assess the workforce mix was a challenge for many of the 


functional communities and Components because Total Force data was not readily available. 


However, as outlined in Appendix A4, the Department is working to improve governance, data 


and information systems to enhance defense‐wide TFM analysis and decision making. 


Furthermore, in efforts to continuously improve strategic human capital analytics, the 


Department is implementing and currently using systems that will facilitate implementation of 


updated policy and procedures through standardized DoD‐wide reporting and analysis: 
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DoD‐wide Data Visibility 


 Global Force Management Data Initiative (GFM DI): GFM DI is a Joint Staff and OSD 
initiative designed to standardize force structure representation (including civilian 
manpower), making it visible, accessible, and understandable across the DoD (under 
development). 


 Enterprise Competency Management Tool: This tool is being designed to capture 
competency position requirements and civilian workforce competency proficiency (under 
development). 


 CMIS: CMIS is a data warehouse system for accurate civilian workforce HR queries and 
reports, providing insight into key civilian workforce demographics data and trends. 


 


It is anticipated that tools such as these will enhance the Department’s ability to manage the 


workforce through real‐time insight into current and emerging mission‐based competency 


requirements and current and projected workforce competencies. 


Identify and Assess Competencies 


Competency Management Framework  


The Department has embarked on a rigorous plan for shaping the 21st‐century workforce that 


includes a comprehensive and integrated enterprise competency management framework that 


supports strategic workforce planning and employee lifecycle management. DoD’s efficiencies 


and shifting missions underscore the need for a consistent, flexible approach to shape and 


develop a mission‐ready workforce. An enterprise competency management framework will be 


critical to ensure a mission‐ready civilian workforce. 


DoDI 1400.25, Volume 250 is being revised to clarify roles and responsibilities for competency‐


based civilian Strategic Human Capital Planning (SHCP) and establish a common taxonomy for 


competencies across the Department. 


The DoD Competency Management Framework will: 


 Define the “market basket” of functional competencies that employees need to develop 


in a career field, from entry level through mid and senior levels. 


 Define the non‐technical competencies needed at each level in an employee’s career. 


 Include the proficiency‐level definitions and illustrations for assessing employee 


competencies and how the proficiency was acquired (e.g., training, education, 


experience). 


 Include emerging competencies that extend beyond traditional career groups (e.g., 


cyber, acquisition) for current and future mission‐readiness needs. 
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 Provide a roadmap for development and career progression. 


 Support use of competencies throughout the employee life cycle, including recruitment 


and hiring (e.g., competency‐based selection assessments, job analysis, and job 


announcements) and employee development and retention. 


Ongoing actions to implement the Competency Management Framework: 


 Identification and validation of competencies for all MCOs. This is a phased, 


collaborative process led by FCMs, facilitated by OPM and SHCPO. It involves 


Component subject‐matter experts (SMEs). 


 Revision of DoDI 1400.25 Vol 250 on SHCM and competency management policy to 


include the competency management framework (e.g., standard competency taxonomy, 


job analysis methods, career roadmap structure, business rules, governance, 


responsibilities). 


 Development of functional and technical system requirements for an enterprise 


competency management tool for assessing and maintaining competencies. 


 Selection and implementation of an enterprise competency management tool. 


Next Steps. This phased approach will take several workforce planning cycles to fully meet 


NDAA 2010 requirements to assess critical skills and competencies once an enterprise 


competency management tool is implemented: 


 Continue identification of critical competencies for non MCOs across the civilian 


workforce. 


 Assess workforce competency gaps and excesses using an enterprise competency 


management tool. 


 Develop strategies to close workforce competency gaps. 


The following principles will guide the Department’s Competency Management Framework: 


 Alignment with DoD mission and vision 


 Direct correlation with mission outcomes and performance 


 Establishment of common standards and expectations 


 A meaningful context to assess competency gaps and excesses 


 Defined and consistent DoD‐wide application 


 Efficiency and cost savings through an enterprise approach, process, and tool 
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Competency Management Framework Action Plan 


The Department’s phased‐based implementation plan includes the following deliverables: 


1. Develop a Common Taxonomy 


A common taxonomy supports a consistent view and application of enterprise competencies 


across the Department. The taxonomy provides comprehensive information on each 


competency, including applicable job tasks, occupation group/family and series, competency 


and proficiency level definitions and, as appropriate, subspecialties and Component‐unique 


requirements. The Department plans to use this information to project and, budget for, or 


reallocate financial and human capital resources to meet emerging mission requirements. 


2. Competency Identification and Validation 


The SHCPO is working with OPM and DoD functional communities to identify technical tasks 


and competencies for ten MCOs; develop competency and proficiency‐level definitions; and 


validate the occupational competencies for three MCOs. The MCOs involved in this effort are 


Firefighters (0081), Safety and Occupational Health (0018), Civilian Engineering (0810), Police 


(0083), IT (2210), Pharmacist (0660) Psychiatric Nurse (0610), Manpower (0343) and Counter 


Intelligence Analysis (0132). As appropriate, occupational certification requirements were used 


as baseline information for job tasks and competencies. 


Additionally, many FCMs have completed, or are continuing to lead separate enterprise 


competency development efforts following the methods and guidelines established by the 


SHCPO. As competency models and career roadmaps are completed, the intent is to make them 


available or link them on a central Web site. Later, they will be loaded in the enterprise 


competency management tool repository to assess and manage workforce competencies. 


3. Develop Career Roadmaps 


Career roadmaps are a natural progression of the competency work engaged by the 


Department. Working with OPM, career roadmaps will be developed for three occupations.  


These will provide a model for all functional communities, occupations, and occupational 


specialties. The defining characteristic of a career roadmap is an explicit focus on the 


movement of individuals over time. The fundamental elements of career roadmaps are: 


 Sequential list of positions or roles 


 Qualifications 


 Critical developmental experiences 


 Competencies attained, strengthened, or required  


 Occupational success factors 


 Career success factors  
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Career roadmaps can be of great benefit to an organization and its employees. They combine 


individual development, education and training, hiring retention, and workforce planning in a 


manner that ensures employee and organizational goals are met. Career roadmaps will 


enhance employees’ potential and effectiveness by providing a pathway for individual 


development to manage and reach career goals. 


4. Develop an Enterprise Competency Management Tool 


The Department fully recognizes the need for an integrated tool to manage an inventory of 


enterprise competencies. The technical solution must: 


 Provide an authoritative repository for enterprise competencies. 


 Support gap analysis reporting at the DoD, Component, supervisor, and employee 


levels. 


 Enable employee access to competency records to view and update competency 


proficiency levels and document how they were attained. 


 Enable supervisor access to employee competency records to view, update employee 


competencies, assess employee proficiency levels, and validate how they were acquired. 


 Identify emerging occupational competencies. 


 Manage an inventory of MCO competencies and locate expertise. 


 Support hiring and selection processes and assessment tools. 


To meet technology requirements, DoD is exploring internal capabilities through the DCPDS, 


Component‐developed competency tools, and commercial off‐the‐shelf (COTS) options.   


While there is no question that a tool is required to support the competency management 


framework, it is currently an unfunded requirement. A Program Objective Memorandum (POM) 


request has been developed to establish long‐term funding to support the development, 


enhancement, and maintenance of an enterprise tool. 


5. Revise DoDI 1400.25 Vol 250, Civilian Personnel Policy, November 2008 


In its current state, DoDI 1400.25 Vol 250 provides broad policy for strategic human capital 


workforce planning. A revision of DoDI 1400.25 Vol 250 will: 


 Establish the Department’s policy for compliance with the 10 USC 115b workforce 


planning requirements. 


 Establish the enterprise competency management framework. 


 Align the workforce planning process with manpower and budget requirements. 


 Clarify workforce planning roles and responsibilities at the strategic, business, and 


operational levels. 
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 Update the governance structure for functional communities and competency 


management. 


 Establish a Competency Management Advisory Board to develop business rules and 


facilitate implementation of competency management practices. 


Identifying Strategies to Close Gaps 
Based on functional community and Component input, the  table reflects a summary of the top 


current gaps and strategies across the workforce and projected gaps to be monitored, for which 


preventive strategies will be considered in the next planning cycle. 


Table 7. Workforce Gaps and Recruitment and Retention Strategies 


Current Workforce Gap  Recruitment and Retention Strategies to Close Gaps 


Senior Executive Service (SES): 
Competency gaps due to 
attrition/turnover 


 Use of competency assessments to guide recruitment and 
hiring strategies, build career roadmaps, focus funding on 
executive development programs, and assist in the 
development of executive development plans 


 Use of Succession Planning Slates to identify position and 
functional weaknesses throughout the Department 


 Expand the Executive Development Matrix 


Senior‐level (GS‐14–15): 
Increased losses creating 
skills/competency gaps, due to 
retirements of senior‐level 
officials and SMEs 


 Use of competency assessments to guide recruitment and 
hiring, build career roadmaps, and create individual 
development plans 


 Graduate tuition reimbursement programs (retention) 


 Professional certification reimbursement 


 Succession planning programs, including professional 
development and rotational assignments (i.e., Financial 
Management) 


Mid‐level: Competency gaps 
due to insufficient candidates in 
the pipeline to replace 
retirement‐eligible employees 


 Use of competency assessments to guide recruitment and 
hiring, build career roadmaps, and create individual 
development plans  


 Expedited Hiring Authority (EHA) for mid‐level positions 
(Acquisition) 


 SMART and NSEP scholarship programs 


 Undergraduate/graduate tuition assistance programs 


 Professional certification reimbursement 


 Mid‐level FM associates recruitment program 
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Current Workforce Gap  Recruitment and Retention Strategies to Close Gaps 


Entry‐level: Projected 
competency gaps due to the 
elimination of FCIP 


 Use of competency assessments to guide recruitment and 
hiring, build career roadmaps, and create individual 
development plans 


 EHA for entry‐level positions (Acquisition) 
 Implementation of OPM Pathways program to replace FCIP 
(all) 


 Web/social media sites to attract multigenerational 
candidates (Financial Management) 


 SMART and NSEP scholarship programs 


 Use of new Defense Civilian Emerging Leader Program 
(DCELP) (Financial Management) 


Physicians and Dentists: 
Existing DoD pay schedules do 
not keep up with market rates 
to compete with the 
Department of Veterans Affairs 
(VA) and the private sector for 
top talent 


 The DoD Physicians and Dentist Pay Plan (PDPP) was 
approved for implementation in Q4 FY 2010. Conversion to 
the new pay plan began in April 2011 and is scheduled to be 
completed by December 2011. PDPP will bridge gap 
between the GS pay system and the repeal of NSPS pay 
flexibilities (Medical) 


Cyber‐Security: Projected 
competency gaps for emerging 
fields 


 Schedule A Hiring Authority, Cyber‐Security Workforce (IT) 


 DoD Information Assurance Scholarship Program (IASP) 


 Information Assurance (IA) Cyber‐Security Certification 
Program (IT) 


 Plan to train civilians to the same proficiency level as 
military 


 Expand capabilities at National Defense University’s (NDU’s) 
Information Resources Management College 


 Leverage NDAA 2010, Section 934 Cyber recruitment, 
retention, and career progression report (IT) 


Net Generation (Net‐Gen): Low 
attraction and retention of Net 
Generation employees to fill 
retirement competency gaps 


 Create dynamic, flexible, and professional work 
environments 


 Enhance workplace technology (e.g., social networking) 
 Retain Net‐Gen long enough to build the future workforce 
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Current Workforce Gap  Recruitment and Retention Strategies to Close Gaps 


Hiring Reform: Impact of 
lengthy hiring timeframe on 
candidate quality and 
acceptance rate 


 DoD Hiring Reform Initiatives, including: 


 DoD Hiring Manager’s Toolkit (including Hiring Options 
Guide, Hiring Incentives Guide, Hiring Options and 
Incentives Matrix, Hiring Manager’s Checklist, and Tips for 
Hiring Managers) 


 The Hiring Manager’s Guide to Workforce Planning 


 Onboarding guides and checklist 
 USA Staffing Competency‐based selection assessments 


 


Projected Future Gaps (To Be Monitored for Future Strategy Development) 


 Multiyear pay freeze projected to impact retention rates of retirement‐eligible employees 


 Multiyear pay freeze projected to impact retention rates of employees with <10 years of 
service 


 Efficiency reviews and budget reductions: Reductions in funding for incentive programs 
(e.g., recruitment, retention, relocation incentives, student loan repayments), internships, 
and scholarship programs is projected to impact recruitment and retention of employees at 
all levels 


 Projected increase in retirements as a result of economic recovery and increased private‐
sector competition 


 Repeal of the NSPS, coupled with a lack of incentive funding, could result in an undesired 
loss of critical talent 


 Demand for CEW candidates with specialized competency sets may exceed supply, resulting 
in projected emergent requirement gaps; plans are to transition CEW from a volunteer 
program to a staffed, trained, and equipped subset of the civilian workforce 


 In response to a mission‐driven demand for an increase of critical Language, Regional 
Expertise, and Cultural Capabilities (LRECC) in the Total Force, the Department is actively 
implementing a plan that includes identifying and prioritizing requirements; analyzing gaps 
to build capabilities; and leveraging partnerships 
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Identify Funding to Implement Strategies 


Functional Communities have continued to increase their use of the “3R” incentives during the 


past three years. Table 8 reflects the total use of these incentives and student loan repayments 


during FY 2008-FY 2010. The most common incentive provided was for recruitment, with 


student loan repayment being the least used. Retention incentives were used more frequent in 


those communities with higher loss rates (e.g., Medical, Law Enforcement.)  In the coming year, 


the Department will continue to use fact‐based data to analyze its workforce and identify key 


strategies for implementation. 


Table 8. Use of Incentives in FY 2008‐FY 2010 


FY 2008 – FY 2010: 3Rs 
Recruitment 
Incentive 


Retention 
Incentive 


Relocation 
Incentive 


Student Loan 
Repayment 


Total 


Medical  Total # Actions  2,486  2,731  254  603  6074 


  Average $   $17,229  $15,712  $13,144  $5,897   $15,251 


IT  Total # Actions  2,094  1,878  497  532   5,001 


  Average $   $7,812  $5,695  $14,592  $6,930   $7,597 


Fin Mgmt  Total # Actions  872  261  478  471  2,082 


  Average $   $6,466  $9,673  $13,627  $8,203   $8,905 


Civil Eng  Total # Actions  534  72  533  50   1,189 


  Average $   $9,334  $13,958  $15,358  $6,469   $12,194 


Logistics  Total # Actions  214  80  232  119  645 


  Average $   $5,569  $10,061  $12,991  $8,804   $9,393 


HR  Total # Actions  49  205  182  87   $523 


  Average $   $6,809  $10,846  $12,529  $7,825   $10,551 


Law Enf  Total # Actions  93  362  19    474 


  Average $   $4,642  $3,642  $4,770     $3,883 


Ins & Env  Total # Actions  42  178  118  15   $353 


  Average $   $9,865  $4,197  $11,887  $8,505   $7,625 


Security  Total # Actions  72  59  65  42  238 


  Average $   $7,509  $11,292  $10,767  $7,993   $9,422 


Language  Total # Actions  11  1  3     $15 


  Average $   $8,591  $4,562  $8,801     $8,364 


Total Actions  6,467  5,827  2,381  1,919  16,594 


Total $ Amount   $72,820,359  $62,899,869  $32,804,055  $13,621,967   $182,146,251 


Data generated in March 2011 by the DCPDS. 
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Logistics Management  B4 
Science and Technology (Not Submitted)  B5 


USD  (P&R)   


Civilian Expeditionary Workforce  B6 
Human Resources  B7 
Law Enforcement  B8 
Leadership  B9 
Linguistics/Language  B10 
Medical  B11 
National Security Professionals  B12 
Senior Executive Service  B13 


DoD CIO   


Information Technology  B14 


Comptroller   


Financial  Management  B15 


OUSD (I)   


Intelligence  B16 
Security  B17 


References  Component Reports 
Department of the Air Force (DAF) 
Department of the Army (DA) 
Department of the Navy (DON) 
Defense Finance and Accounting Service (DFAS) 
Defense Information Systems Agency (DISA) 
Defense Logistics Agency (DLA) 
Defense Threat Reduction Agency (DTRA)   
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IV.   IMPLEMENT STRATEGY 


Summary 


Key Planning Milestones: 


 Set performance measures 


 Develop/deploy recruitment and retention strategies 


Set Performance Measures 


 Over the past year, the Department has more clearly defined measures by which 


workforce planning will be reviewed, analyzed, and improved at various organizational 


levels and parts. 


 While not yet institutionalized, baseline measures have been established and set forth 


in this plan for tracking and supporting organizational decision‐making. 


 Performance against these measures will be systematically reviewed to assess progress. 


Develop/Deploy Recruitment and Retention Strategies 


 The Department’s plan for developing and reshaping the civilian workforce to address 


gaps in critical skills and competencies includes a combination of strategies deployed at 


DoD‐wide and Component levels. 


 A wide variety of DoD programs and projects are in place to support workforce 


management and address various legislative requirements, summarized in Table 9. 


 Greater details for these implemented strategies can be found in the appendices to the 


SHCP report.  


 An additional strategy is the deployment of an enterprise competency management tool 


for capturing competencies and assessing workforce gaps. 
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Improving Strategy Implementation 
In FY 2012 and beyond, the Department will be working to expand the OSD Functional 


Community Manager (OFCM) construct and associated MCOs to cover a larger percentage of 


the workforce. This work will require additional program planning, including: 


 Appointing, resourcing and training new OFCMs and CFCMs 


 Identifying MCOs based on high‐risk criteria 


 Forecasting and gap analysis for the expanded communities 


 Identifying and implementing strategies to close gaps for the additional MCOs   


In order to improve the execution of workforce planning strategies for new and existing MCOs, 


the Department has requested a legislative change to a biennial planning and reporting cycle. 


Set Performance Measures 
Over the past year, the Department has more clearly defined measures by which workforce 


planning will be reviewed, analyzed, and improved at various organizational levels. 


While not yet institutionalized, baseline measures relative to the strategic objectives set in the 


CHCSP 2010–2011 Refresh and OUSD(P&R) Strategic Plan, 2012–2016, have been established 


and set forth in this plan for tracking and supporting organizational decision‐making. The 


baseline measures are further defined within the Analyze the Workforce Section of this report. 


As the Department refines its governance structure, organizational performance against these 


measures will be systematically reviewed to: 


 Assess progress relative to strategic objectives and action plans 


 Adjust to meet mission requirements 


 Adjust to align with plans to expand functional communities and associated MCOs  


 Deploy to the functional communities and Components to ensure vertical and horizontal 


alignment 


Develop/Deploy Recruitment and Retention Strategies 
The Department’s plan of action for developing and reshaping the civilian workforce to address 


gaps in critical skills and competencies include a combination of strategies deployed at DoD‐


wide MCO and Component levels. 


The Department has many programs and projects to support workforce management and 


address various legislative requirements. Table 9 contains a summary of selected activities and 


programs to directly support the Department’s recruitment and retention challenges and 
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address the requirements of 10 U.S.C. §115(b)(2). Greater detail on these strategies for 


developing, training, deploying, compensating, and motivating the Department’s civilian 


workforce can be found in the functional community plans. 


Table 9. Strategies to Develop, Train, Deploy, Compensate, and Motivate the Workforce 


NDAA 2010, §1108 
Requirements 


Implemented 
Strategies 


D
e
ve
lo
p
/T
ra
in
 


D
e
p
lo
y 


C
o
m
p
en


sa
te
 


M
o
ti
va
te
 


Note 


DoD Hiring Reform Initiative           Components have stated that that the hiring process takes too 
long; as a result, DoD loses eligible candidates to the private 
sector. DoD initiated a Department‐wide hiring reform effort in 
2009 to coincide with the President’s focus on government‐wide 
hiring reform initiative, which contains goals for streamlining the 
hiring process. A comprehensive website was deployed, 
including a Hiring Manager’s Toolkit containing a suite of 
documents and a “Guide to Workforce Planning.” More 
information is available at www.cpms.osd.mil/HiringReform.


Recruitment, Retention, & 
Relocation Incentives 


        From FY 2008 to FY 2010, DoD has expended more than $180 
million in incentives covering MCOs including recruitment, 
retention, relocation, and student loan repayment. See Table 8;  
FY 2008–FY 2010 3Rs.


DoD New 
Supervisor/Manager Course 


        Developed and implemented based on identified competency 
gaps in the Leadership Community and in accordance with NDAA 
2010 §1112 requirements to develop a civilian leader 
development program targeted at entry‐level employees, and 
NDAA 2010 §1113 to develop training for supervisors and 
managers.


Career Pathways Programs 
(Combines Intern, Recent 
Graduates, & Presidential 
Management Fellows under 
one title) 


        Several functional communities are using entry‐level Component 
programs. However, the revocation of FCIP has slowed intern 
hiring considerably across OSD because it was one of the primary 
feeder programs for hiring professional entry‐level staff. 
Although an Executive Order (published December 12, 2010) 
established the replacement Career Pathways Programs, the 
Department is awaiting OPM implementation guidance.


DoD Centralized Intern 
Program 


        The DoD Centralized Intern Program is a pipeline program 
creating a pathway for student employment and entry‐level DoD 
career opportunities. For the FY 2010 summer session, 42 
summer interns were hosted throughout the National Capital 
Region.


Series Migration          Air Force reports a lack of qualified referrals for the 0810 series.  
This has resulted in bases converting their positions to the 
General Engineering series GS‐0801 in order to attract a greater 
number of applicants.
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NDAA 2010, §1108 
Requirements 


Implemented 
Strategies 


D
e
ve
lo
p
/T
ra
in
 


D
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y 


C
o
m
p
en


sa
te
 


M
o
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te
 


Note 


Special Hiring Authorities           Army, Navy, and Air Force will continue to use other hiring 
authorities to attract entry‐level talent. 


Functional communities—including Acquisition, Medical, and 
IT—use the Veterans’ Hiring Initiative and noncompetitive hiring 
authority for military spouses. Schedule A, Excepted Service 
Appointment: Authority for persons with disabilities will be 
targeted for increased use in functional communities in FY 2012 
and beyond.


Veterans’ Employment          The Department organized and conducted ten Hiring Heroes 
Career Fairs in FY 2010. DoD redesigned the DoD’s veterans’ 
website (www.DoDVets.com) to provide better information on 
employment opportunities.


Scholarship Programs  
(SMART, Information 
Assurance Scholarship 
Program (ISAP), Health 
Professions Financial 
Assistance Program for 
Civilians) 


        Science, Technology, Engineering, and Mathematics (STEM) 
initiatives. 


Proposed medical program that mirrors military scholarship IASP.


 


Boren Scholars & Fellows 
Programs of NSEP 


        DoD has seen 636 NSEP hires. These programs produce 
outstanding language professionals with 77% of graduates 
reaching level three or greater in speaking modality. The 
Secretary of Defense (SECDEF) was granted the authority to 
appoint certain scholarship graduates. This authority is further 
delegated to the Components.


College Recruiting/Social 
Media/Internet 
Mining/Partnering with 
Colleges & Universities 


        Engineering, Financial Management (FM), IT, HR, and Medical 
cite the need to expand the use of social networking to reach the 
next generation of DoD civilians. 


Student Loan Repayment 
Program 


        Used by the IT and Medical Communities to attract and retain 
quality candidates in competition with private industry.


Marketing DoD as an 
Employer of Choice for the 
Net Generation and Managing 
Work & Professional 
Development Expectations 


        The Financial Management Community takes a proactive 
approach in attracting and managing the upcoming generation. 


Use of Reemployed 
Annuitants 


        Some functional communities use reemployed annuitants’ 
expertise to fill requirements and competency gaps and to 
mentor new staff members.
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NDAA 2010, §1108 
Requirements 


Implemented 
Strategies 
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M
o
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Note 


Incentive Pay/Direct Hire 
Authorities  


        Schedule A hiring authority (Cyber Security Workforce) is 
targeted to fill projected skills and competency gaps for the 
emerging Cybersecurity field. The Medical Community’s PDPP is 
a hybrid     Title 38 authority that provides the structure to 
establish a market‐sensitive compensation system. PDPP will 
enhance the Department’s ability to effectively recruit and retain 
the medical talent needed to care for military members and their 
families. The Safety and Occupational Health Community seeks 
to revise the outdated classification and qualification standards.


Certificate/Certification 
Programs 


        The HR, IT, Acquisition, and Security Communities have 
developed programs to refresh and update the skills of the 
workforce.


Telework          An increasingly effective employment tool, deployed to improve 
employee productivity, performance, and continuity. 
Instrumental in improving high‐quality employee retention and 
recruitment.  DoDI 1035.01, Telework policy, dated October 21, 
2010, establishes policy, assigns responsibilities, and prescribes 
implementation procedures. DoD is in the early stages of 
exploring ways to more accurately track telework through 
DCPDS. DoD telework strategic targets include a 5% increase 
over the FY 2009 baseline (27,110). 


Wellness          A high‐priority OMB objective for Federal Agencies. DoD has 
launched an aggressive awareness and marketing campaign and 
online wellness resource library of topics related to health, 
wellness, and stress management.


DoD IT Job Shadow Day          This annual event, sponsored in partnership with the Federal 
Chief Information Officer (CIO) Council, is used to recruit the next 
generation of rising stars to the Federal Government IT 
Workforce.  The benefit of establishing relationships with high 
schools is to initiate a talent pipeline by identifying interns and 
future workers. For Q2 FY 2011, 13 DoD Components hosted 167 
high school students, 50 of whom were hosted by Army, Air 
Force, and Office of DoD CIO at an IT Job Shadow Day at the 
Pentagon.


Revision of Classification & 
Qualifications Standards 


        Bringing human capital issues to the functional community level 
raised issues that cut across Component lines  For example, the 
I&E Community raised challenges in the attraction and 
compensation of qualified Safety and Occupational and 
Emergency Management professionals. The community is 
spearheading an initiative to revise the classification and 
qualification standards of positions in these professions. In 
addition, the Medical Community is spearheading an initiative to 
update 30 critical healthcare qualification standards.
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Implement a Competency Management Framework to  
Support Strategies 
Currently, the Department is implementing an enterprise competency management framework 


to capture competencies, assess gaps, and deploy solutions. As workforce planning efforts 


mature, the Department will continue to monitor and assess progress through the expanded 


functional communities and Components. It will aggressively work to identify areas for 


improvements to meet legislative requirements. 


The workforce projections and analysis added during the FY 2010 planning cycle should help 


functional communities and Components strategically address gaps with targeted recruitment 


and retention strategies. However, the size and scope of an enterprise workforce planning 


process severely limits the time and resources available to forecast requirements/ 


competencies and conduct analyses for developing/monitoring targeted strategies within the 


annual reporting period. To this end, the Department has requested a key legislative change: a 


biennial planning and reporting cycle. 
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Section III - FY10 Strategic Human Capital Workforce Report: 
[DFAS] 


 


 
 
 


 
 


DFAS Population in MCOs Grand Total 


0080 23 


0201 199 


0501 2,028 


0510 2,595 


0511 70 


0560 14 


1102 68 


2210 787 


TOTAL MCO POPULATION 5,784 
TOTAL DFAS POPULATION 12,495 


 
 
 
 
 
 


  


Based on onboard strength as shown in DCPDS on 12/22/2010 


As of 12/22/2010 
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Section IIIA.  COMPONENT OVERVIEW 


1. Missions and Key Focus Areas     
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The Defense Finance and Accounting Service (DFAS) serves as the finance and accounting agency for the 
Department of Defense (DoD).  As a result, 82% of the workforce is in a financial management series.   44% 
of these positions are in the Professional/Administrative series covered by the Financial Management 
Functional Community. The 2210 Information Technology (IT) community is the agency’s second largest 
community with 13% of the Professional/Administrative Series. 
 
93% of the Professional/Administration positions in DFAS are considered Mission Critical Occupations:  
0080, 0201, 0501, 0510, 0511, 0560, 1102 and 2210.   The remainder of this template will address the 
status of the workforce in these series.  
 
We anticipate our overall workforce size to decrease by 2015 as we implement Enterprise Resource 
Planning (ERP) systems and the outcomes of our Efficiency Reviews.   
 
Competency management is one of the top priorities for DFAS. The agency has been an active participant in 
many DoD level initiatives to include the DoD Competency Management Workgroup, Financial 
Management Competency Workgroup, and competency surveys for 0201 and 2210 job series.  The agency 
is currently using the DoD Leadership, Financial Management and Human Resource competencies 
supplemented with agency unique competencies in the USAStaffing Assessments in the recruitment 
process.  In addition, the agency has identified required competencies for Call Center employees who 
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provide critical front line support to customers. These competencies will be used to recruit and train Call 
Center employees. 
 
2. Environmental Considerations      
The DoD Efficiency Reviews have resulted in some functions being realigned or reduced to eliminate 
redundancies. Across DFAS, a clear understanding of the competency strengths and gaps in the agency’s 
workforce is critical as adjustments are made to current programs and initiatives.   As the agency continues 
to review resources, the need to ensure that the right skill sets are in the right positions and that training is 
focused on closing competency gaps will be critical for long term mission success. 
 
 
Section IIIB.  COMPONENT CHALLENGES 


1. Environmental Constraints       
In the current labor market, DFAS has had no difficulty in hiring and retaining qualified, experienced 
employees in the majority of the MCOs.  The agency will continue to monitor the impact of the federal pay 
freeze or changes in economic conditions on the ability to hire and retain mission critical employees. For 
the 1102 series, however, the limited pool of qualified contracting professionals indicates that the agency 
attrition rate for this series will remain in the double digits as these professionals seek opportunities both 
within the federal government and private sector. The high turnover rate coupled with a limited available 
applicant pool may negatively impact the agency’s capability to meet contracting requirements in the long 
term.  To mitigate this risk the Contracting Functional Community Manager is developing an Acquisition 
Intern Program to build a pipeline of qualified contract specialists to replace personnel lost due to attrition.  
DFAS will use Section 852 funding to support this program.   The implementation of this program has been 
put on hold pending the outcomes of the efficiency reviews and the revocation of the Federal Career Intern 
Program.  We anticipate moving forward once the new Pathways program is available and the efficiency 
reviews are complete.  The agency continues to recruit at the full performance level for experienced staff.   
 
 
2. Demographic Considerations      
The agency’s key focus has been on increasing functional expertise in our mission critical occupations while 
continuing to grow skill sets in business competencies such as problem solving, decision making, analysis 
and communication.  The agency has used college campus recruiting as one of the primary resources for 
obtaining applicants with these skill sets. This focus on college recruiting has resulted in a significant 
increase in the number of employees with bachelor’s degrees or higher in our mission critical positions 
from 52% in 2001 to 68% in 2011.  In addition, campus recruiting has brought a needed influx of employees 
under the age of 30 to the workforce. 13% of employees in MCOs fall into this age group.  The recruitment 
of employees under the age of 40 is critical to fill the gap as Baby Boomers retire. 
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With the exception of the physical move of the Arlington Liaison Functions from Crystal City to the Mark 
Center, DFAS has completed all BRAC requirements. Since the start of BRAC in 2006, the agency has closed 
20 sites and migrated more than 220 customer workloads. DFAS was fortunate that almost a quarter of the 
workforce from the BRAC sites moved to a remaining site.  However, the agency still needed to recruit 
1,794 new employees (31%) for our mission critical occupations. While some of these new employees were 
recent college graduates, many came to the agency with a wealth of private sector experience. As a result 
of the BRAC recruiting efforts, the average age of employees in the 0501 and 0510 series with less than 5 
years experience is 37 years old.  This demographic mix allows the agency to infuse the workforce with 
college graduates who will be in the agency for many years to come along with experienced professionals 
with a vast amount of private sector experience.  The 2210 series is a unique challenge for the agency since 
the average new hire has significant work experience and military service.  Part of this is due to the many 
systems that rely on older technology.  Recent college graduates are not learning these programming 
languages in school.  As a result, the average age of employees in this series with less than 5 years 
experience is 45 years.   
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The impact of the significant amount of hiring in the 0501 and 0510 series as the agency transferred 
workload from BRAC sites to remaining sites has resulted in a large infusion of employees under the 
age of 30 in our 0501 and 0510 series.  12% of FM employees are under 30 while only 6% of employees 
in the other MCOs are under 30. 
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The greatest retirement risk for DFAS is in the 2210 series where 29% of employees are eligible to retire 
now.  That statistic rises to 50% when the data is trended over the next five years.  The economic downturn 
has provided the agency a unique opportunity to recruit experienced IT professionals from the private 
sector while slowing down expected retirements.  The newly hired IT professionals, while more experienced 
than most outside hires, were attracted to the agency by the retirement benefits so we anticipate that 
these professionals will stay long enough to meet full retirement eligibility which will enable the agency to 
convert legacy systems and develop less experienced personnel to replace retiring staff.   We also continue 
to recruit from local universities for summer interns who will later be interested in long term employment 
with federal government.  In addition we continue to foster partnerships with career centers at local high 
schools to introduce those students to IT career opportunities in DFAS and federal government. 


 
 
3. Workforce Mix 
The agency’s current methodology for reviewing the contractor workforce is done retroactively.  The 
impact of contractor employees on the total DFAS Workforce Mix is reviewed after the NDAA FY08 Section 
807 contract inventory is completed.  DFAS is working to insert the review of the workforce mix in front of 
the acquisition process.  This will allow DFAS to determine the appropriate workforce mix prior to any 
contracts being awarded.  After the review, DFAS can then take the necessary steps to fill the requirement 
with civilian employees or contractor employees. 
 
 Civilian % of 


Total Force 
Military % of 
Total Force 


Contracted Support 
% of Total Force 


Total Force 


FY09 Baseline 87 0 13 =100% 
FY12    =100% 
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FY14    =100% 
FY16 Desired End-
State 


   =100% 


 
Contractor FTEs were determined based on the Section 807 Service Contract Inventory provided to OSD 
AT&L.  DFAS utilized the OSD formula to convert contract dollars to FTEs.  DFAS is currently reviewing all 
contracts for in-sourcing opportunities and will continue to in-source where it makes sense.  Until this 
review is complete, the agency is unable to make projections for FY12, 14 & 16. 
 
 
Section IIIC.  COMPONENT STRATEGIES 


DFAS uses a wide variety of hiring authorities to recruit graduating college students as one of the sources 
for MCOs. This recruitment strategy has enabled the agency to increase the education level of the 
professional/administrative workforce and to infuse the agency with high caliber recruits.  College 
recruiting ensures the agency has well trained employees prepared to step into increasingly challenging 
roles as the more senior workforce retires. The college graduates are hired into the agency’s Leader in 
Motion (LIM) program in career slide positions to the journeyman level in the MCOs. 
 
The agency converted to USAStaffing in 2010 in an effort to meet hiring reform initiatives. DFAS developed 
standard Assessments for mission critical occupations which incorporate enterprise- wide competencies 
increasing the agency’s ability to recruit high caliber professionals with the needed competencies for the 
future. 
 
DFAS is working with closely with DoD in the identification and Implementation of competencies for 
Mission Critical Occupations.  The agency has representation on several DoD competency workgroups and 
was involved in testing the new Enterprise Competency Management System (ECMS) in development.   
DFAS is poised and ready to implement the newly identified enterprise competencies throughout the 
employee lifecycle. 
 
DFAS was tasked to support all DoD Services and Components in achieving Audit Readiness by 2017.  This 
required a significant increase in the number of Accountants at our primary sites.  Our goal was to fill these 
positions with a blend of internal and external candidates that would provide the desired mix of 
professional audit experience and intimate knowledge of DFAS systems and processes.   
 
A staffing strategy was developed to ensure that the agency initiative was staffed with a highly qualified, 
diverse workforce with the right competencies to meet the unique mission requirements.  The recruitment 
strategy also addressed the need to fill behind internal candidates. 
 
DFAS launched the job advertising campaign at the end of the tax season. Many private sector accountants 
become burned out during the high demand tax season and look to the government for a more work-life 
balanced career and new challenges. The agency used a wide variety of advertising media to include 
Monster, The Wall Street Journal, professional organizations and journals. The agency also targeted 
minority professional organizations to increase the diversity in the candidate pool. The ideal candidate for 
this initiative was a CPA with experience in conducting financial statement audits and preparing/responding 
to financial statement audits. The result of the recruiting strategy was at the GS-12 level the agency 
received over 650 applications. In the applicant pool 191 had CPAs, 225 had Master’s degrees, and 62 
applicants had both a CPA and a Master’s degree. After the Audit Readiness positions were filled the 
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referral lists were used to fill other vacancies within the agency.  The agency also measured the 
effectiveness of the various mediums to determine in the future where the most candidates saw the 
information about the position vs. the cost for advertisement.  
 


 
The next charts illustrate the gains and losses in each Mission Critical Occupation.  BRAC had a significant 
impact on the gains and losses during this time period.  With the closure of all BRAC sites completed, 
turnover and hiring are expected to stabilize.   
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V.   MONITOR PROGRESS 


Summary 


Key Planning Milestones: 


 Track Recruitment and Retention Strategies  


 Monitor Measures 


 Report Progress 


Track Recruitment and Retention Strategies  


Progress Report in Next Planning Cycle 


 This is the first DoD Strategic Workforce Plan based on NDAA 2010 criteria. Strategies 


and implementing actions are identified in previous sections; however, progress on 


these strategies will be assessed in future planning cycles. 


Monitor Measures 


 This plan establishes five results‐oriented performance measures. 


 An initial baseline assessment is provided for four measures (two are met, two partially 


met); one measure will be baselined in the next planning cycle. 


Report Progress 


Progress assessments included: 


 CSHCP 2010‐2011: Refresh results‐oriented baseline performance measures. 


 Workforce mission readiness based on Employee Viewpoint Survey (EVS) results 


 Percent difference between MCO end‐strength and target 


 Percent of rolling wave key milestones completed by each MCO 


 Development of enterprise MCO competency models 


 Assessment of workforce planning progress in the Rolling Wave Model   
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 DoD progress toward NDAA 2010 requirements 


 Overall civilian workforce 


 Senior leader workforce 


Track Recruitment and Retention Strategies 
Progress will be reported during the next planning cycle. This is the first DoD Strategic 


Workforce Plan based on NDAA 2010 criteria. Strategies and implementing actions are 


identified in previous sections; however, progress based on the strategies identified in this plan 


will be assessed in future planning cycles. 


Monitor Measures 
In FY 2010, four results‐oriented performance measures to assess the Department’s progress in 


implementing and refining the overall Strategic Workforce Plan were established from the 


CHCSP 2010‐2011 Refresh. In FY 2011, one additional measure was established to support the 


OUSD (P&R) Strategic Plan, which will be assessed during the next reporting cycle. Table 10 


shows a summary of the four performance measures from the CHCSP and the baseline 


assessment, followed by the detailed baseline analysis. 


Table 10. Goals and Results‐Oriented Performance Measures 


Goal/Objective  Measure  Preliminary Baseline 


Source: CSHCP 2010‐2011 Refresh, December 2010 


Goal 2. Workforce mission readiness  1.  % of managers reporting they have 
the talent they need to meet 
mission, using EVS results (Baseline 
Target: 75%) 


Nearly met  
(74%) 


Objective 2.1. Develop a comprehensive 
strategic workforce plan to shape the civilian 
workforce and support warfighters 


2. % difference between MCO actual 
end‐strength and target end‐
strength (Baseline Target: 15% 
variance) 


Partially met  
(57% met target) 


  3. % of workforce planning key 
milestones in the Rolling Wave 
Model completed by each MCO 
(Baseline Target: 70%) 


Met  
(73%) 


Objective 2.2. Develop an enterprise, 
competency‐based approach by MCO to 
assess current/future workforce needs and 
close gaps 


4. Number of MCO competency 
models developed (Baseline Target: 
6) 


Met  
(8 MCOs complete) 


Source: USD (P&R) Strategic Plan, 2012–2016, Feb. 2011 


Goal 1: Provide the right policies coupled with 
state‐of‐the art practices and tools to attract, 
train, educate, shape, sustain, and retain 
diverse talent to anticipate and meet the 
requirements of the 21st‐century Total Force 


5. Loss rate 18 months from hiring date 
for new Federal civilian hires in 
MCOs (Baseline Target: within 5% of 
loss rate for new hires in the total 
DoD workforce) 


Baseline in FY 2011 
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Report Progress 
Preliminary Baseline Assessment   


In FY 2012, DoD will officially assess progress in implementing the Strategic Workforce Plan 


against FY 2010 newly established baseline performance measures. In preparation for the FY 


2012 assessment, the Department gathered and analyzed data relative to performance 


measures and reviewed progress to date. Data analysis included review of pertinent survey 


questions from OPM’s Employee Viewpoint Survey (EVS). The following are the results of DoD’s 


preliminary assessment for the three FY 2010 baseline results‐oriented performance measures: 


 


Objective 2.1.  Ensure Mission Readiness of the Workforce 


Performance Measure 
Objective 2.1a: 


Percent of managers reporting that they have the talent they need 
to meet mission requirements, using EVS results (Target: 75%) 


FY 2010 Preliminary 
Assessment: 


Nearly met 


Preliminary Analysis:  The OPM EVS is an 89‐item survey, including 11 demographic 
questions and 78 items that measure Federal employees’ 
perceptions of how effectively Agencies manage their workforces. 
OPM has conducted the survey biennially since 2002. The most 
recent survey results assess findings from the 2010 survey. The 
2010 EVS was administered to permanent full‐time employees of 
29 Departments and large agencies and 53 small, independent 
agencies, comprising 97% of the Executive Branch workforce. The 
overall agency response rate was 52%. OPM included survey 
questions that addressed three Human Capital Assessment and 
Accountability Framework (HCAAF) areas: Leadership and 
Knowledge Management, Results‐Oriented Performance Culture, 
and Talent Management. Survey questions were grouped into eight 
topic areas: personal work experience, work unit, agency, 
supervisor, leadership, satisfaction, work/life, and demographics. 
The EVS also analyzes DoD’s survey results against benchmarks 
from other Federal Agencies. In assisting Agencies to interpret the 
data, OPM noted the following guidelines: 


 Items that score 65%+ positive = strengths 


 Items that score 35% or less negative = opportunities for 
improvement 


 A difference of 5%+ between 2006, 2008, or 2010 data is notable 
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The EVS survey question that most closely correlates to DoD’s performance measure for 


strategic goal #2 is question #29, which reads: “The workforce has the job‐relevant knowledge 


and skills necessary to accomplish organizational goals.” For the DoD workforce, 74% of 


managers and employees reported that they have the talent necessary to meet mission 


requirements.  Although DoD’s 74% score on question #29 fell slightly short of the 75% target, it 


was well within OPM’s range to be identified as an organizational strength (e.g., 65%+ scores), 


as seen in Figure 13. Because DoD’s baseline target score has not yet been realized, the 


Department’s 2011 EVS target score will remain at 75%. It should be noted that the EVS data 


contains responses from both managers and employees. Because DoD’s performance measure 


targets managers, a comparative analysis between supervisory and employee survey responses 


was conducted. Because the survey results were essentially similar for these two workforce 


sectors, the EVS survey results were deemed an appropriate data source to measure DoD’s 


strategic goal. 


Figure 13. Question #29 EVS Results 


DoD Comparison with Government‐wide 


 


In continuing the preliminary assessment against the FY 2010 baseline performance measures, 


the Department reviewed additional EVS survey questions related to talent management and 


mission readiness. The selected EVS survey questions are displayed in Table 11. 
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Table 11. EVS Questions Related to Performance Measure 


    DoD Responses     


Question 
No.  EVS Question/Statement P


o
si
ti
ve
 


N
eu


tr
a
l 


N
eg


a
ti
ve
   


Strengths 
(OPM defines as 
65% or higher in 
positive response) 


Improvement 
Opportunity 
(OPM defines as 
 64% or lower in 


positive responses)


#9  “I have sufficient resources (e.g. people, materials, 
budget) to get my job done.”


51.3% 17.3% 31.4%    
#12  “I know how my work relates to the agency’s goals 


and priorities.”
84.2% 10.2% 5.6%     


#21  “My work unit is able to recruit people with the 
right skills.”


46.5% 28.0% 25.6%    
#27  “The skill level in my work unit has improved in the 


past year.
55.8% 28.1% 16.1%    


#28  “How would you rate the overall quality of work 
done by your work unit?”


83.7% 13.7% 2.6%     


#29  “The workforce has the job‐relevant knowledge and 
skills necessary to accomplish organizational goals.”


74.3% 16.4% 9.4%     


#39  “My agency is successful at accomplishing its 
mission.”


82.6% 13.3% 4.1%     


#40  “I recommend my organization as a 
good place to work.”


70.1% 19.5% 10.5%    


#56  “Managers communicate the goals and priorities of 
the organization.”


64.3% 20.5% 15.3%    
#57  “Managers review and evaluate the organization’s  


progress toward meeting its goals and objectives.’
64.2% 23.6% 12.1%    


*Note: Question #29 directly addresses the Obj. 2 Performance Measure. 


Data Source: Office of Personnel Management (OPM), Department of Defense (DoD) Results from the 2010 Federal Employee Viewpoint Survey 
(5% point difference is notable. 
 


The Department received scores in excess of 80% on items related to mission accomplishment, 


work unit achievements, and the relationship between work unit goals and DoD’s strategic 


goals (EVS questions #12, #28, and #39). Survey results indicate that DoD employees and 


managers understand how their work is related to the Agency’s mission and whether they feel 


their work unit contributes to overall DoD strategic goals. DoD EVS scores exceed government‐


wide averages in these areas. Related EVS survey questions show DoD managers and 


employees have concerns about being able to recruit people with the right skills to support the 


agency’s mission (EVS question #21). Data shows that a segment of managers and employees 


have concerns about being able to recruit people with the right skills to support the Agency’s 


mission (EVS question #21). Data shows that a segment of the workforce does not have 


sufficient resources (e.g., personnel, materials, budget) to accomplish the Agency’s mission 


(EVS question #9). Although DoD’s EVS scores nearly equal Government‐wide averages on these 


items, they represent opportunities for improvement in FY 2011 and beyond.  
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Objective 2.1. 


Develop and execute a comprehensive strategic workforce plan (per NDAA 
2010 §1108 and Secretary’s Efficiency mandates) to shape a diverse, 
balanced, and capable civilian workforce that can effectively support the 
warfighter. 


Performance Measure 
Objective 2.1a:


Percent difference between MCO end‐strength and target (Baseline goal: 
15% variance) 


FY 2010 Preliminary 
Assessment:


Partially met 


Preliminary Analysis: For FY 2010, the Department established the baseline performance measure 
as the percent difference between the MCO actual end‐strength and the 
target end‐strength, with a baseline target of a 15% variance. This baseline is 
reasonable given the fact that program changes are expected in FY 2012 and 
out‐years. Beginning in FY 2012, senior leadership plans to conduct a 
comprehensive review of DoD communities and associated MCOs. The 
desired end state is to increase MCO coverage to a larger percentage of the 
DoD civilian workforce. The Department will also review how to account for 
critical emerging fields and missions (e.g., Intel, cyber‐security) that are not 
covered by a particular occupational series or span multiple job series.   


Over the long term, DoD will review industry‐standard workforce planning 
practices and tools. DoD’s goal is to refine and improve the Department’s 
forecasting and workforce planning models. In FY 2010, the Department 
forecasted requirements with estimated targets. Future plans are to closely 
align forecasting with manpower planning and analysis, using GFM DI tools 
to add more precision and sophistication to the forecasting process. 
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Table 12. MCO End Strength and Targets  


 
 


Table 12 provides the results of the preliminary analysis. In FY 2010, 17 of 21 MCOs (81%) met 


their identified targets. Of the MCOs that did not fully reach targets, the average variance is 


around 14%. In reviewing the percentage difference between the MCO end‐strength and the 


targets, the data shows that 12 of 21 MCOs (57%) met the performance measure, with 


variances ranging from 2% to 14%, with approximately a 4% average variance. The remaining 


nine MCOs had variances extending beyond the established upper or lower control limits. These 


communities will continue to assess and refine their targets and workforce plans in light of 


Department budgets, Efficiency Reviews, and other environmental challenges and constraints. 
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Objective 2.1. 


Develop and execute a comprehensive strategic workforce plan (per NDAA 
2010 §1108 and Secretary’s Efficiency mandates) to shape a diverse, 
balanced, and capable civilian workforce that can effectively support the 
warfighter. 


Performance Measure 
Objective 2.1b:


Percent of workforce planning key milestones completed by each MCO 
(Baseline target: 70%) 


FY 2010 Preliminary 
Assessment:


Met 73% 


FCM Self‐Assessment of 
the Rolling Wave:


In FY 2010, DoD refined the criteria for assessing progress on the MCO 
maturation model from OSD and Component perspectives. Updated criteria 
for the assessment of MCOs in the Rolling Wave Maturity Model are 
provided in Table 13 below. The criteria delineated in Table 13 were used to 
assess this performance measure. 


Based on progress against the FY 2010 Rolling Wave Maturity Model 
depicted in Table 13, the Department has made improvement since the FY 
2009 Report.   


In FY 2010, nearly all MCOs identified strategies to further program goals, 
meet forecasted requirements, and close gaps. The Department’s FY 2010 
focus was on enterprise competency modeling. Toward this end, eight MCOs 
have identified initial critical competencies, and 11 MCOs are in the process 
of identifying enterprise competencies. Efforts are underway to develop 
proficiency‐level definitions and illustrations and functional skills roadmaps 
for identified occupations. 


To apply the performance metric, the Department measured the percentage 
of workforce planning key milestones completed by each of 22 reporting 
MCOs. The analysis indicates that 16 of 22 MCOs (73%) achieved at least 70% 
of the key milestones identified in the Rolling Wave model. In looking at the 
MCOs collectively, Table 13 indicates that the average percentage of 
completed milestones increased to 76%.  The data also shows that the 
Medical, FM, IT, and Civil Engineering Communities have matured in their 
workforce planning programs. The FCMs conducted the environmental scans 
and analyzed forecasts for 22 of the 24 MCOs, with the two Acquisition 
MCOs pending submittal.  Baseline data compared against the defined 
Results‐Oriented Performance Measures identified in the CHCSP 2010‐2011 
Refresh were gathered for monitoring and reporting in FY 2012. As shown on 
Table 13 below, the Department’s areas for continued improvement include 
conducting competency gap analysis for the critical occupations; tracking and 
monitoring strategies to close gaps; identifying funding for strategies; and 
identifying total workforce mix.  As this year’s plan provides a baseline 
assessment against the performance measures, the final two milestones (i.e., 
monitor measures, report progress) will be assessed during FY2012.  


Criteria for the FY 2010 Workforce Plan for the Rolling Wave Maturity Model 
are shown in Table 14. 
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Table 13. Assessment of  MCOs in the Rolling Wave Maturity Model 
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Table 14. Criteria for Assessment of Functional Community in the Rolling Wave Maturity Model 


  Key Milestones for OFCMs   


   SET DIRECTION  


Appoint/Engage  
OFCM 


The OFCM: 


 Is officially appointed and accountable for assessing the health of the 
Community 


 Monitors and tracks the implementation of DoDI 1400.25, v250 for 
respective community, DoD‐wide, against mission requirements 


 Actively attends or provides a representative to OFCM meetings 


 Provides complete, quality, and timely submissions 


 Actively engages CFCMs 


Appoint/Engage  
CFCM 


The CFCM: 


 Is officially appointed and accountable 
 Assists OFCM on enterprise community management issues and in 


exercising the responsibilities in DoDI 1400.25, v250 


 Provides complete, quality, and timely submissions 


 Actively engaged with SHCM Integrator and collaborative team at the 
Component 


Engage CFCMs and 
Leadership 


The SHCM Integrator: Facilitates workforce planning efforts through 
communication, training, coordination, and advocacy  


Assemble and  
Engage Team 


Collaborative team consists of Component FCMs, HR, manpower, budget, 
Command, and other representatives needed to support workforce planning 


   ANALYZE THE WORKFORCE 


Conduct  
Environmental Scan 


DoD‐wide and/or Component look at environmental factors impacting the 
functional community. Includes obtaining workforce projections from CFCMs 


Identify and Assess 
Workforce Mix 


Baseline percentage and assessment of current and future civilian, military, 
and contracted support mix 


Analyze Forecast  DoD‐wide and/or Component analysis of workforce forecasts 


Identify Competencies 
MCO Competencies are identified, validated, and ready for publication 


Addresses DoD‐wide competency efforts 


Support Competency 
Development 


Provides input and Component subject matter experts to DoD‐wide 
competency working groups 


Conduct Gap Analysis‐
Competencies 


Competency gaps are identified and analyzed 


Conduct Gap Analysis‐
Recruitment/Retention 


Recruitment and retention gaps are identified and analyzed 


Identify Recruitment/ 
Retention Goals 


Recruitment/retention goals are identified for the MCO 


Identify Strategies  Strategies to close gaps are identified 


Identify Funding  Funding to support strategies are identified and addressed 
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  Key Milestones for OFCMs   


   IMPLEMENT STRATEGY 


Set Performance 
Measures 


MCO‐specific results‐based performance measures are set and applied 


Develop/Deploy  
R&R Strategies 


Recruitment and retention strategies are developed and deployed for the 
MCO 


   MONITOR PROGRESS 


Track R&R Strategies  Recruitment and retention strategies are tracked for the MCO 


Submit Timely 
Component Report 


Facilitates timely report submissions to meet component and OSD objectives 
and milestones, including input to annual reporting requirements mandated 
by NDAA 2010, §1108 


Monitor Measures  MCO‐specific results‐based performance measures are tracked for the MCO 


Report Progress 
Progress against performance measures and strategies are reported through 
the annual Workforce Plan submission 
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Objective 2.2. 
Maximize the readiness of the civilian workforce by developing an 
enterprise, competency‐based approach to assess current and future 
workforce demands and enable competency gap closure for MCOs 


Performance Measure 
Objective 2.2a: 


Number of MCO enterprise competency models developed  
(Baseline Target:  6) 


FY 2010 Preliminary 
Assessment: 


Met 


Preliminary Analysis:  Of the 24 MCOs, OFCMs indicated that initial DoD‐wide critical competencies 
have been identified for eight MCOs, and 11 other MCOs have made 
significant progress towards competency management initiatives. In FY 2010, 
the Department focused enterprise competency development for select 
MCOs. DoD worked with OPM and Component/Agency SMEs to validate 
tasks and competencies for four enterprise MCOs, including Firefighting 
(0081 series), Safety and Occupational Health (0018), Civil Engineering 
(0810), and IT (2210) 1.  Efforts are underway with OPM to validate these 
competencies by administering occupational analysis surveys to a stratified 
random sample of employees and supervisors in each MCO. In FY 2012 and 
beyond, DoD will focus on the development of competency proficiency‐level 
definitions and illustrations and career roadmaps for identified occupations. 
As noted, other OFCMs have made significant progress in identifying critical 
competencies for their occupations and are in the process of identifying and 
or completing validation efforts: Financial Administration (0501), Accounting 
(0510), Auditing (0511), Budget Analysis (0560), Security Administration 
(0080), Computer Engineering (0854), Electronics Engineering (0855), and 
Computer Science (1550). Upon completing competency modeling efforts, 
career roadmaps will be developed that reflect functional training and 
development associated with competency attainment and growth. The 
following OFCMs have completed initial competency modeling efforts: 
Contracting (1102), Human Resources (0201), Intelligence (0132), Logistics 
Management (0346), Psychologist (0180), Social Work (0185), Nurse (0610), 
and IT Management (2210). 


An enterprise competency framework and common competency taxonomy 
has been identified, that formalizes a standard DoD‐wide structure for 
competencies and career roadmaps. Efforts are also underway to finalize 
requirements for an enterprise competency management tool to manage 
the inventory of competencies and skills, conduct competency assessments, 
and identify expertise to support emerging missions. The goal of this tool is 
to avoid duplication of efforts among Components and leverage existing 
resources where possible. The Analyze the Workforce Section of this report 
provides specifics and the status of the Department’s enterprise competency 
initiatives. 
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SelfAssessment on FY 2010 NDAA Requirements 
As part of DoD’s efforts to monitor its workforce planning progress, the Department conducted 


an assessment against the NDAA 2010 criteria for the overall civilian and senior leader 


workforces. Following is a synopsis of the assessment results: 


Overall Civilian Workforce:  


 In FY 2009, the Government Accountability Office (GAO) assessed DoD’s Civilian 


Strategic Workforce Plan. The GAO report contained a summary1 of the NDAA 2010 (10 


U.S.C. § 115b) requirements applicable to (a) the overall civilian workforce, (b) senior 


leaders, and (c) the acquisition workforce. Critical skills and competencies of the existing 


and future workforces were divided into 5 requirements: (1) critical skills for the future 


workforce, (2) critical competencies for the future workforce, (3) critical skills for the 


existing workforce, (4) critical competencies for the existing workforce, and (5) 


projected trends.  


 The DoD self‐assessment of this plan in Table 16 below uses a version of the GAO 


assessment table.  Of the 20 total requirements listed in the table, 14 are for the overall 


workforce, 15 are for the senior leader workforce and 16 are for the acquisition 


workforce (some requirements apply to all three workforce segments). The Senior 


Leader Workforce Plan is included as an appendix to this plan; the Acquisition workforce 


plan will be submitted separately. 


 GAO noted that the Department’s SHCP met five and partially met nine of the NDAA 


2010 requirements. In FY 2010, DoD’s assessment is that the Department fully 


addressed 7 and partially addressed 7 of the 14 total requirements. The completed 


assessment, including the supporting rationale and associated scores, can be found in 


Appendix A6 of this report.  


Senior Leader Workforce:  


 In FY 2009, GAO assessed that DoD’s senior leader workforce plan addressed 7, partially 


addressed 6, and did not address 2 of the NDAA 2010 requirements. In FY 2010, the 


Department made significant process in Executive Talent Management. The DoD senior 


leader workforce plan now addresses all 15 of the NDAA 2010 requirements. The senior 


leader workforce plan, including the full NDAA assessment, is provided in Appendix B13 


of this report.  


A summary depicting the Department’s progress toward meeting the NDAA 2010 Section 1108 


(codified at 10 U.S.C. § 115b) requirements for (a) the overall workforce and (b the senior 


                                                       
1 GAO‐10‐814R DoD's Civilian Strategic Workforce Plan, September 27, 2009 
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workforce is provided in Table 15. It excludes the acquisition workforce as this will be reported 


separately.  


As indicated in the self‐assessment chart, DoD has made progress in its workforce planning 


efforts.  


Table 15. NDAA 2010 Self‐Assessment of DoD Strategic Workforce Planning 


NDAA 2010, §1108, Self‐Assessment 
Overall Civilian Workforce and Senior‐Leader Workforce   
An assessment of:  


Acquisition 
Workforce 
(TBD) 


Overall 
Civilian 
Workforce 


Senior 
Leader 
Workforce 


(1)  The critical skills of the Department’s existing workforce 


TBD 


 


(2) 
The critical competencies of the Department’s existing 
workforce   


(3) 


Critical skills needed in the future within the Department’s 
civilian workforce to support national security 
requirements and effectively manage the Department 
during the 7‐year period following the year in which the 
plan is submitted 


 


(4) 


Critical competencies needed in the future within DoD’s 
civilian workforce to support national security 
requirements and effectively manage the Department 
during the 7‐year period following the year in which the 
plan is submitted 


 


(5) 
Projected trends in the existing workforce based on 
expected losses due to retirement and other attrition.   


(6) 
The appropriate mix of military, civilian, and contractor 
personnel capabilities   


(7) 


An assessment of gaps in the existing or projected DoD 
workforce that should be addressed to ensure that the 
Department has continued access to the critical skills and 
competencies 


 


(8) 
An assessment, using results‐oriented performance 
measures, of DoD’s progress in implementing the strategic 
workforce plan under this section during the previous year 


 n/a


A plan of action for developing and reshaping the Department’s overall workforce to address the 
gaps in critical skills and competencies including: 


(9) 


Specific recruiting and retention goals, especially in areas 
identified as critical skills and competencies, including 
DoD’s program objectives to be achieved, and the funding 
needed to achieve goals 


TBD   
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NDAA 2010, §1108, Self‐Assessment 
Overall Civilian Workforce and Senior‐Leader Workforce   
An assessment of:  


Acquisition 
Workforce 
(TBD) 


Overall 
Civilian 
Workforce 


Senior 
Leader 
Workforce 


(10) 


Specific strategies for developing, training, deploying, 
compensating, and motivating DoD’s civilian workforce, 
including program objectives to be achieved and the 
funding needed to implement strategies 


 


(11) 
Any legislative changes that may be necessary to achieve 
the Department’s goals   


(12) 


Any changes in resources or in the rates or methods of pay 
for any category of personnel in the senior‐leader or 
Acquisition workforce that may be needed to  address 
inequities and ensure that DoD has full access to 
appropriately qualified personnel to address gaps 


n/a 


(13) 


Any changes in the number of personnel authorized in any 
category of personnel in the senior‐leader or acquisition 
workforce that may be needed to address gaps and 
effectively meet DoD’s needs 


n/a 


(14) 
Any incentives necessary to attract or retain any civilian 
personnel possessing the skills and competencies identified  


(15) 
A plan for funding needed improvements in DoD’s 
Acquisition workforce throughout the period of the Future 
Years Defense Program 


n/a  n/a 


(16) 
Specific steps that the Department has taken or will take to 
develop appropriate career paths for civilian employees in 
the Acquisition field 


n/a  n/a 


(17) 
Specific strategies for developing, training, deploying, 
compensating, motivating, and designing career paths and 
opportunities for the senior‐leader workforce 


n/a  


(18) 


Specific steps that the Department has taken or will take to 
ensure that the senior‐leader workforce is managed in 
compliance with the requirements of Section 129 of this 
Title 


n/a  


(19) 
Any additional matters SECDEF considers necessary to 
address   n/a 


(20) 


Submittals from secretaries of the military services and 
heads of Defense Agencies regarding each of the above 
legislative requirements that are submitted within 
established deadlines to ensure timely consideration 


 n/a 


Legend: 
 = Addressed: Workforce plan includes all aspects of the legislative requirement 
= Partially Addressed: Workforce plan includes some aspects of the legislative requirement 
n/a = Not Applicable based on 10 U.S.C. § 115b 
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With the goal of meeting all statutory requirements by FY 2015, the Department plans to focus 
on the following planning improvements in FY 2012 for the next planning cycle:  


 Refining the workforce planning, forecasting, and reporting processes 


 Expanding the functional community construct to cover all major occupations in the 


civilian workforce  


 Redefining MCOs based on mission and force management risk analyses 


 Enterprise competency modeling and career mapping  


 Total force management guidance for assessing workforce mix  


 Staffing and balancing the strategic human capital program office talent mix 


 Assessing progress against FY 2010 baseline results‐oriented performance measures 
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VI.   CONCLUSION AND PATH AHEAD 


The DoD workforce planning process continues to evolve, mature and respond to meet 


environmental challenges. The Department has made progress towards meeting the expanded 


10 U.S.C. §115b workforce planning requirements. Efforts are underway to achieve a 


comprehensive Strategic Workforce Plan by FY 2015 that will meet all statutory requirements 


and support future mission readiness in a fiscally constrained environment.  


Workforce Planning Progress  


Statutory Requirements  


In summary, within the DoD self-assessment of this plan using the GAO requirements summary 


from the 2010 NDAA, the Department reports full compliance with 7 and partial compliance 


with 7 of the statutory requirements. This is an improvement over the GAO’s assessment of 


DoD’s FY 09 Implementation Report on the Strategic Human Capital Plan in which GAO found 


that DoD only met five and partially met nine of the NDAA 2010 requirements.  


Process Improvements 


The process improvements made during this planning cycle were based on lessons learned and 


stakeholder feedback from previous cycles. These improvements have enabled functional 


community managers to strengthen their data analysis competence and component integrators 


to coordinate and implement workforce planning more effectively within the Military 


Departments and Defense Agencies. The overall result is a better understanding of DoD 


workforce goals and areas for improvement, practical strategies for reducing workforce gaps, 


and result-oriented performance measures for tracking progress. Process improvements made 


during this workforce planning cycle include: 


 Establishing baseline results-oriented performance measures and assessing progress 


 Aligning the reporting process dates with the budget process 


 Increasing collaboration with functional community managers, Components, manpower, 
financial management, and HR 
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 Conducting training for stakeholders on strategic workforce planning and data analysis to 
improve consistency in reports 


 Beginning the design of a marketing strategy for Strategic Human Capital Management 
policies, plans, and tools 


 Reviewing functional community manager/Component draft reports and providing 
feedback to improve data analysis and strengthen workforce planning strategies 


 Meeting quarterly with OFCMs, CFCMs, and Integrators to share information and best 
practices 


 Developing a structured approach to the dissemination and collection of Strategic Human 
Capital Management data 


 Including current DoD-wide initiatives in reports (e.g., BRAC, Hiring Reform, Efficiency 
Reviews, Joint Basing) and impact on workforce planning 


 Working with OFCMs/CFCMs to clarify data analysis implications for the future workforce 
(e.g., retirement eligibility, gains, losses) 


 Addressing competency and skill gap closure strategies to maintain a productive 
workforce 
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Challenges & Path Ahead:   


Reframing the DoD Strategic Workforce Plan 


Key Challenges  


The following areas for improvement were identified as key challenges in the FY 20102018 


workforce planning cycle and will be priorities for improving future planning cycles: 


 Need to continue to improve planning capabilities, leadership engagement, and 
commitment in all functional communities 


 Need to cover more than 40 percent of the DoD workforce in functional communities 


 Need to capture data and implement a process for assessing the total workforce mix 


 Need to identify a governance structure for the functional communities 


 Need to execute strategies identified in the annual planning cycle (note: a legislative 
change for a biennial planning cycle was requested to allow time for strategy 
implementation and was approved in the NDAA 2012.) 


 Need to implement the enterprise competency management framework, including: 


  Identifying core, DoD-wide competencies using a common taxonomy 


  Educating the workforce on competency-based lifecycle management 


  Establishing standard processes and procedures to implement the framework  


 Need to develop and deploy enterprise tools that support use of competencies 
throughout the employee lifecycle, provide assessment capabilities, and allow continuous 
maintenance 


 Need to streamline the forecasting and workforce planning processes to efficiently 
respond to changes in mission, program requirements, priorities, and budget. 


 Need to monitor effectiveness of strategies in closing workforce gaps 
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Path Ahead 


The Department is committed to improving its strategic workforce planning capabilities in order 


to fully meet the requirements of 10 U.S.C. §115b by FY 2015. Next steps underway: 


 Expand from 12 to 24 functional communities in order to cover all major occupations in 
the workforce rather than only MCOs 


 Redefine criteria for determining MCOs based on risk analyses that consider mission 
priorities and force management factors 


 Update the Department’s workforce planning and competency management policy and 
governance structure in DoDI 1400.25, Volume 250 


 Implement the DoD Competency Management Framework, including: 


 Continuing development of core competencies and proficiency descriptions 


 Developing career roadmaps that provide a line of sight for employee development 


 Using competency models for lifecycle management, including selection and hiring, 
individual development plans, and assessment of workforce skill gaps 


 Develop/acquire enterprise tools that meet the Department’s needs for (a) competency 
management/assessment and (b) workforce forecasting/analytics:  


 Develop and begin deployment of the Defense Competency Assessment Tool (DCAT) 
by FY 2013 to assess competencies and identify gaps across the civilian workforce 


 Implement an interim solution to improve workforce analytics and forecasting for the 
next planning cycle; develop a long-range plan for enterprise tools 


 Monitor the implementation and effectiveness of functional community management 
strategies to close gaps 


 Identify lessons learned from this planning cycle to improve the data collection, 
forecasting, and workforce analysis process. A web-based survey was sent to OFCMs, 
CFCMs, and the Integrators to solicit their feedback on the FY 2010 reporting process and 
recommendations for improving the process 


 Deploy a marketing and communications strategy to institutionalize SHCM policies, plans, 
benefits, and tools 


 


Moving from Current to Future State 
Moving forward, these challenges have been incorporated into a comprehensive action plan 


that is intended to meet all 10 U.S.C.§115b requirements by FY 2015.  Table 16 outlines the 


ongoing transition to reframe the DoD’s strategic workforce planning process to achieve the FY 


2015 future state.  
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Table 16. Reframing the DoD Strategic Workforce Plan 


CURRENT STATE (FY 2009-10) FUTURE STATE (BY FY 2015) 


Planning Requirements 


1. Workforce plan based on NDAA criteria 


 NDAA FY 09:  Fully Met 5; Partially Met 9 
 NDAA FY 10:  Fully met 7; Partially Met 7 (Added 


results oriented performance measures, 
Component Reports) 


2. Focus on forecasting for Mission Critical Occupation 
(MCO) staffing 


3. Strategies based on requirements gap analysis  


4. Funding for strategies not addressed  


Planning Requirements 


1. NDAA Requirements fully met for all MCOs  


2. Focus on forecasting, MCOs and competency 
development and assessment 


3. Strategies based on competency gap analysis for all 
MCOs 


4. Funding in place to support planning process, tools, 
and implementation strategies 


Governance, Structure and Measures 


5. Established and partially staffed a Strategic Human 
Capital Planning Office 


6. Established and institutionalized a Functional 
Community framework for MCOs  


7. Established results-oriented performance measures 
and progress made towards meeting baseline goals 


8. Informal governance via Functional Community 
Managers (FCM), Component Integrator, and Civilian 
Personnel Policy Council meetings 


Governance, Structure and Measures 


5. Expanded and fully staffed the Strategic Human Capital 
Planning Office 


6. Functional Community framework covers all major 
occupations in civilian workforce 


7. Monitor progress and evaluation of strategy solutions 
based on results-oriented performance measures 


8. Formal governance structure: 


 Defense Human Resources Board  
 FCM/CPPC Executive Steering Committee 
 Functional Community  Advisory Group 


Functional Communities & MCOs 


9. Established Rolling Wave Maturity Model for maturing 
Functional Communities 


10. MCOs Cover <40% of civilian workforce 


11. 12 Functional Communities 


 24 MCOs 
 12 cross-cutting mission critical functions (SES, 


Leadership, CEW, National Security Professional, 
Science & Technology Research Labs) 


12. Developed MCO strategies for recruitment, 
development and retention based on staffing gaps 


Functional Communities & MCOs 


9. Functional Communities and Components are at 
optimum planning and reporting levels based on 
Rolling Wave Maturity Model  


10. Functional Communities cover all major DoD 
occupations in civilian workforce 


11. 24 Functional Communities 


 Number of MCOs to be determined by FCMs based 
on redefined risk criteria 


 1 cross-cutting mission critical function (SES) 


12. Strategies based on competency gap analyses & 
implemented across Functional Communities  


Competency Development and Assessment 


13. Competency models developed for some MCOs with 
few competency gap assessments 


14. Competency modeling and HR lifecycle processes not 
fully integrated (e.g., development of position 
descriptions, selection assessment questionnaires) 


15. Development of methodologies are time and resource 
intensive 


16. Workforce competency surveys are stand alone and 
time consuming to complete 


17. No DoD-wide assessment tool (multiple component 
tools with redundant functionality) 


18. No DoD-wide career roadmaps 


Competency Development and Assessment 


13. Competency models, assessments and gap analysis in 
place for all major occupations in civilian workforce 


14. Long-term, integrated HR lifecycle competency 
management solution defined  


15. Streamlined methodology requires fewer subject 
matter experts (SME), shorter timeframe, and allows 
for virtual panels 


16. Workforce competency surveys within assessment tool 


17. Defense Competency Assessment Tool (DCAT) 
developed and implemented across Department 


18. Career roadmaps exist  for majority of occupations 
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Conclusion 


Planning and managing the DoD workforce entails addressing a huge set of challenges: the 


enormous size and scope of the workforce; the need to respond rapidly changing mission 


priorities and work requirements; the reality of shrinking budgets; the Total Force mix; and 


many other dynamic environmental factors. Budget constraints will continue to impact 


workforce growth and sustainment, including strategies for retention and recruitment, in the 


foreseeable future.  


At the same time, the functional community management construct continues to mature, 


resulting in better collaboration in the workforce planning process between DoD functional 


community managers and HR, budget, manpower, and Component stakeholders. Most 


importantly, the Department is moving forward with an aggressive action plan to meet all 


statutory civilian workforce planning requirements by FY 2015 with the desired end result being 


a workforce that is ready to meet current and future missions. 
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Section III - FY10 Strategic Human Capital Workforce Report: 
 


Defense Information Systems Agency 
 
 
DISA’s total population reflects a fairly large increase in the employee population from a FY09 
total of 5403 to a FY10 total of 5962.  This is due to the aggressive hiring DISA is doing in 
preparation for the move to Ft Meade, MD. 


 
 


 
 
 
 


 


FOUO - D
RAFT







Page 2 


 
 


DISA MCO Human Capital Overview Cont. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 


As of: 30 September 2010 IT Fin Adm Logst Safety Security HR
Mgt/Prog 
Analyst Contracting Telecomm


Demographics
Workforce Size 3436 284 30 2 66 54 662 299 496
2015 Target 3384 274 32 1 65 47 609 298 536


# Male 71% 30% 47% 100% 52% 35% 35% 35% 81%
# Female 29% 70% 53% 0% 48% 65% 65% 65% 19%


# Disability 11% 7% 7% 0% 9% 9% 9% 7% 12%


# Veteran 37% 17% 43% 50% 74% 22% 27% 20% 69%


Salary Level I (GS 1-11 eqv) 11% 26% 17% 0% 17% 7% 20% 34% 5%
Salary Level II (GS 12-14 eqv) 81% 70% 77% 100% 80% 85% 70% 62% 84%
Salary Level III (GS15+ eqv) 8% 4% 7% 0% 3% 7% 10% 4% 10%
Education
< Bachelors 47% 48% 47% 50% 70% 59% 46% 24% 63%
Bachelors or Higher 35% 36% 30% 50% 23% 20% 34% 53% 25%
Masters or Higher 18% 16% 23% 0% 8% 19% 20% 23% 13%
Doctorate or Higher 1% 0% 0% 0% 0% 2% 0% 0% 0%
Planning Considerations
Retirement Current 12% 13% 7% 0% 12% 13% 12% 10% 17%
Retirement 1-5 Years 19% 22% 23% 50% 20% 19% 17% 18% 23%
Total 31% 35% 30% 50% 32% 31% 30% 28% 40%


Age, <35 18% 20% 27% 0% 18% 22% 25% 36% 6%
Age, 36-55 59% 56% 57% 100% 55% 57% 53% 47% 59%
Age, 56+ 23% 24% 17% 0% 27% 20% 22% 17% 35%


Years of Service, 0-5 25% 20% 17% 50% 30% 19% 28% 27% 16%
Years of Service, 6-10 19% 12% 27% 0% 26% 20% 18% 22% 21%
Years of Service, 11-20 21% 19% 13% 0% 18% 11% 17% 15% 32%
Years of Service, 21+ 35% 49% 43% 50% 26% 50% 37% 35% 31%


TOP DISA MCOs by Current Strength
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DISA MCO Human Capital Overview 
 
 
 
 
 


 


 


 


 


 


 


 


 


 


 


 


 


 


 


 


 


 


 


 


 As of: 30 September 2010 2210 1550 0854 0855 0501 0510 0511 0560 0346 0018 0080 0201 0343 1102 0391
Demographics
Workforce Size 2662 324 51 399 148 34 11 91 30 2 66 54 662 299 496
2015 Target 2686 270 42 386 136 38 15 85 32 1 65 47 609 298 536


# Male 1829 223 45 345 35 13 4 34 14 2 34 19 233 105 402
# Female 833 101 6 54 113 21 7 57 16 0 32 35 429 194 94


# Disability 288 33 9 34 12 3 0 4 2 0 6 5 60 20 59


# Veteran 1133 54 11 59 30 7 2 10 13 1 49 12 181 59 343


Salary Level I (GS 1-11 eqv) 341 26 7 17 48 3 0 23 5 0 11 4 132 102 27
Salary Level II (GS 12-14 eqv) 2187 269 41 275 96 30 10 64 23 2 53 46 465 186 418
Salary Level III (GS15+ eqv) 134 29 3 107 4 1 1 4 2 0 2 4 65 11 51
Education
< Bachelors 1551 25 4 22 85 8 1 41 14 1 46 32 307 72 311
Bachelors or Higher 782 179 27 219 44 18 8 33 9 1 15 11 224 157 122
Masters or Higher 320 115 20 147 19 8 2 17 7 0 5 10 130 70 63
Doctorate or Higher 9 5 0 11 0 0 0 0 0 0 0 1 1 0 0
Planning Considerations
Retirement Current 337 24 2 62 23 5 2 6 2 0 8 7 82 30 85
Retirement 1-5 Years 534 30 6 66 36 6 3 18 7 1 13 10 114 53 113
Total 871 54 8 128 59 11 5 24 9 1 21 17 196 83 198


Age, <35 459 101 14 50 22 6 2 28 8 0 12 12 166 107 30
Age, 36-55 1575 170 30 241 85 18 5 50 17 2 36 31 349 140 291
Age, 56+ 628 53 7 108 41 10 4 13 5 0 18 11 147 52 175


Years of Service, 0-5 690 96 16 49 21 7 1 29 5 1 20 10 187 82 77
Years of Service, 6-10 473 82 10 90 17 2 2 12 8 0 17 11 118 67 106
Years of Service, 11-20 520 81 11 103 31 10 2 10 4 0 12 6 110 46 157
Years of Service, 21+ 979 65 14 157 79 15 6 40 13 1 17 27 247 104 156


DISA MCO Demographic Data by Series
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Section IIIA.  COMPONENT OVERVIEW 


1. Missions and Key Focus Areas     
The Defense Information Systems Agency (DISA) is a Combat Support Agency comprised of 
16,000 people – military, federal civilian, and our contractor partners.  We connect the enterprise 
– the forces, users, and partners globally, from user to user – where information is produced and 
consumed at speeds and in quantities never before imagined.  Together with our partners, we 
provide the network, computing infrastructure, and enterprise services to support information 
sharing and decision making no matter where the information is located or sourced.  We 
facilitate use of real time intelligence, surveillance, and reconnaissance information to enable 
information exchange between the producer and the shooter.  We work with our mission partners 
to provide technology and seamless exchange of information so that anyone who can connect to 
the network can provide and consume data and services anywhere on the network globally.   
 
DISA Vision 
“Leaders enabling information dominance in defense of our Nation.” 
 
DISA Mission 
“DISA, a Combat Support Agency, engineers and provides command and control (C2) 
capabilities and Enterprise Infrastructure continuously operating and assuring a global net-centric 
enterprise in direct support to joint warfighters, national level leaders, and other mission and 
coalition partners across the full spectrum of operations.” 
 
DISA has identified three Lines of Operation around which our efforts will be structured to 
ensure successful mission accomplishment.  These three Lines of Operation are: 


• Enterprise Infrastructure 
• Command and Control and Information Sharing 
• Operating and Assuring the Global Information Grid (GIG) 


 
These three lines of operation are in turn supported by nine joint enablers: 


• Acquisition 
• Contracting 
• Engineering 
• Information and Knowledge Management 
• People 
• Planning 
• Resources 
• Spectrum 
• Testing 


 
DISA has identified eight Mission Critical Occupations (MCOs) for the purposes of Human 
Capital Strategic Planning.  The occupational series include 0854/0855 (Computer/Electronics 
Engineer); 1550 (Computer Scientist); 2210 (Information Technology); 0391 
(Telecommunications); 1102 (Contracting); 0343 (Management/Program Analyst); 0560 (Budget 
Analyst); and 0501/0510 (Financial).  The DISA workforce also includes several occupational 
series that the DoD has identified as Mission Critical.  These series are:  0511 (Auditing); 0018 
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(Installation and Environment); 0346 (Logistics Management); and 0080 (Security 
Administration).  Many of these positions have direct impact on mission attainment, require 
specialized knowledge and skills, are often difficult to fill; and merit target recruitment and 
retention strategies as well as knowledge management strategies. 
 
The MCOs perform critical mission support services as indicated below: 
 
Series 0854, 0855, and 1550 – These MCOs enable the DISA workforce to properly engineer 
and deliver DoD enterprise capabilities and services supporting joint warfighting, and 
information dominance to the warfighter by focusing on innovation and technical excellence.   
The Engineering and Computer Science series establish a comprehensive framework to guide the 
development of Global Information Grid (GIG) systems, services, and capabilities.  A key focus 
area for these series include oversight of an engineering structure based on four tenants:  1) 
identify early DISA’s technology needs so that industry and our development partners can target 
their research, 2) establishment of a convergence road map that constrains technical solutions can 
improve the implementation efficiency of GIG capability developments, 3) development 
activities can benefit from applying engineering best practices and technical solutions identified 
by others, 4) exercising a governance process over GIG implementations that can improve 
interoperability and reduce long-term costs.  By implementing this three pronged approach:  
define approach, improve execution, ensure compliance, more resources can be applied to 
solution generation than analysis of solution alternatives. 
 
Series 2210 – Information Technology professionals lead and govern planning, engineering, 
acquiring, fielding, and supporting global net-centric solutions world-wide.   Sustaining a highly 
trained and proficient workforce to meet DISA’s current and future mission demands to deliver 
capabilities such as voice, video and data, and emerging technologies such as open source 
software, cloud computing, service oriented architectures and spectrum is a top priority.  
Additionally, maintaining and developing a workforce with competencies such as social 
operating systems, web services, data mashups, peer to peer networking, virtual networks, 
learning algorithms, network/spectrum management, wireless networking/security/management, 
spectrum sharing technologies, advanced digital signal processing techniques, cellular 
communications and expanded search capability for video/speech recognition will ensure our 
ability to meet  mission requirements.   Key focus areas supported by the DISA 2210 workforce 
include C2, Computer/Application Hosting, Engineering, Information Assurance, Net-Centric 
Enterprise Services, Satellite Communications, Spectrum, and Testing. 
 
Series 0391 – Telecommunications Specialists make a vital contribution to DISA by performing 
key tasks on the Agency Mission Essential Task List (AMETL).   Tasks accomplished by 
Telecommunications Specialists include:  operate, assure, and sustain the enterprise 
infrastructure and information sharing services, and enable command and control; and provide 
telecommunications and IT contracting services.  A highly trained and proficient 
Telecommunications workforce is needed to meet DISA’s future mission demands to deliver 
capabilities to the GIG including the conventional technologies such as voice, video and data.  
Examples of competencies critical to meet future missions include voice over secret internet 
protocol (VOSIP), everything over internet protocol-transmission (EOIP), internet protocol 
version 6 (IPV6), virtual networks and emerging wireless communications and technologies. 
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Series 1102 – Serve as the DISA contracting professionals.  On a daily basis they provide a 
broad spectrum of services ranging from issuing requests for proposals, evaluating and 
negotiating contractual pricing, terms and conditions, issuing contracts to successful offers, and 
administering resultant contracts. In order to effectively perform these critical functions, 
contracting personnel must maintain awareness of current laws, regulations, and directives in 
order to effectively and efficiently meet both DISA and external agency customer requirements.   
Contracting serves as an enabler to mission success by acquiring required supplies and services. 
Contracting authority at DISA has been delegated to the DISA Procurement Directorate (PLD). 
PLD’s professional workforce procures global net‐centric capabilities and supports national 
defense customers through timely, quality and ethical contracting. To provide agile, responsive 
contracting, PLD has three major focus areas‐‐Quality Contracting, Customer Care, and 
Employee Care. 
 
Series 0501, 0510, 0511, & 0560 – Lead and execute DISA’s financial resource management.  
Today more than ever, we are in an environment within DoD, where we are constantly 
challenged to continue to identify efficiencies in how financial resources are applied.  Thus, 
DISA’s highly skilled financial management workforce with strong budget formulation and 
execution and analytical skills are key enablers to meeting these challenges.  Key focus areas for 
the financial management MCOs include minimizing the impact created by turnover of the 
highly skilled workforce resulting from the BRAC move and to continue to improve the 
workforce development programs.  We will achieve this through the Agency’s continued 
participation in the OUSD Comptroller-led financial management Component Functional Career 
Management (CFCM) activities.  The Agency also serves as the Defense-wide manager for the 
Enhanced Defense Financial Management Training (EDFMT) course, a DoD centrally funded 
course that grants 40 CPEs upon completion.  This course is offered to improve the overall 
technical and managerial capabilities of the DoD financial management workforce.  It addresses 
the 12 core competencies of financial management, including DoD financial management 
policies and procedures.  The EDFMT course prepares financial managers for the Certified 
Defense Financial Manager (CDFM) certification, a certification program focused on DoD 
financial management. 


Series 0201 – Delivers human resources and human resources development services to the DISA 
workforce.  HR professionals advise and assist the Director in formulating, executing, and 
evaluating civilian personnel plans and programs; provide technical guidance and assistance to 
the DISA managers and employees; oversee DISA civilian personnel management activities 
worldwide; and provide training, education, and professional/personal development to enhance 
and develop the competency proficiency of the civilian and military workforce.  DISA is focused 
on a smooth transfer of function between DISA Civilian Personnel and Defense Finance and 
Accounting Service (DFAS) for staffing and classification functions. 
 
Series 0343 – The Management/Program Analyst workforce serves in a variety of positions 
including acquisition, business operations management, and technology program support.  These 
employees support and/or manage operations, processes, and procedures of their assigned 
organization to ensure successful accomplishment of the DISA mission.  To broaden their 
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knowledge and skills, employees are encouraged to take advantage of professional/personal 
development opportunities. 
 
Series 0080 – Provides security policy, guidance and oversight (except for Information Systems 
Security) to DISA activities worldwide, using a multi-discipline and risk management approach. 
It also provides traditional security assistance in information, personnel, physical, Operations 
Security and special security reviews/assessments in support of the DISA's missions as well as 
its Counterintelligence program. 


 
Series 0346 – Provides Life Cycle Logistics for DISA activities including:  Logistics Design 
Influence, Integrated Logistics Support Planning, Product Support & Sustainment, Configuration 
Management, Reliability & Maintainability Analysis, Technical/Product Data Management, and 
Supportability Analysis; The ability to plan, develop, implement, and manage comprehensive, 
affordable, and effective systems support strategies. Life cycle logistics encompasses the entire 
system’s life cycle including acquisition (design, develop, test, produce and deploy), sustainment 
(operations and support), and disposal.  On the Operational Logistics/Supply Management side: 
Provide Forecasting & Demand Planning, Supply Planning, Sourcing, and Inventory 
Management; The ability to accurately forecast requirements, identify and select supply sources, 
schedule deliveries, receive, verify, and transfer product, and authorize supplier payments. 
 


DISA’s Civilian Human Capital Strategic Plan - has been created to address the future needs 
of the civilian workforce within a challenging environment.  In particular, DISA is faced with the 
challenges of maintaining a strong workforce through Base Realignment and Closure (BRAC), a 
changing global environment, and the increase in the percentage of employees eligible to retire 
over the next five years.  Although these challenges are not unique to DISA, we are committed to 
facing and overcoming these challenges by implementing the human capital goals and will 
continue to improve in order to achieve the goals and meet future challenges.  The DISA Human 
Capital Strategic Plan is aligned with the President’s Performance Management Approach, the 
DoD Human Capital Strategic Plan, and the DISA Campaign Plan. 


The DISA Human Capital Strategic Plan establishes a set of goals and objectives to carry out the 
human capital strategies for civilian personnel.  The four goals shown below will result in a 
future civilian workforce that is decisive, agile, and integrated with the Total Force; in short, 
fully capable of supporting the warfighter in carrying out DISA’s mission. 


• Goal 1 – Develop Effective, Enterprise-Focused Leaders 


• Goal 2 – Recruit, Develop, and Retain the Right Mix of People 


• Goal 3 – Sustain a Results-Oriented Performance Culture 


• Goal 4 – Provide Effective HR Support 
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2.  Environmental Considerations 
The constrained end-strength requirements for DISA MCOs remain unchanged from FY09 
through FY18 with the exception of series listed below: 
 
Series 2210 – Information Technology authorizations increased by 276 positions in FY10 based 
on an OSD directive to support cyber security initiatives. 
 
Series 0201 – Human Resources authorizations will decrease by 5 positions in FY11 and by 
another 22 positions in FY12.  Twenty two positions will be transferred to DFAS Indianapolis as 
directed by the BRAC move of DISA to Ft Meade, MD.  Five positions will be eliminated due to 
cost savings associated with the consolidation of this function in Indianapolis. 
 
The unconstrained end-strength requirements also remain relatively steady with one exception 
listed below: 
 
Series 0018 – Safety and Occupational Health end-strength requirements reflect an increase from 
1 position to 3 positions between FY10 and FY11 due to projected requirements to establish a 
worldwide safety, health, and wellness program within DISA.  The increase in GS-0018 end-
strength requirements are driven by regulatory requirement (DODI 6055.1 and CFR 1960) e.g., 
facility inspections and evaluations, training, report and recordkeeping, education and awareness, 
etc.  Also, with the addition of the Wellness and Health Program, DISA will require a GS-0601 
(General Health Science Series) for program oversight.  
 
 
Section IIIB.  COMPONENT CHALLENGES 


1. Environmental Constraints       
Attrition and the Base Realignment and Closure (BRAC) move to Fort Meade, MD has the 
potential to negatively impact our end-strength targets.  Personnel moves from Northern Virginia 
to Ft Meade, Maryland began in January 2011 and will continue until July 2011.  Based on the 
FY10 attrition rate and the current workforce retirement eligibility, DISA estimates 08 – 14% 
attrition of the overall workforce in FY11. 
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2. Demographic Considerations      
The average grade level of the DISA workforce has remained at GS-12 for the past five years; 
the average grade for employees in the field is GS-12 and GS-13 for the National Capital Region 
(NCR).  The average of length of service with the government for DISA employees remained at 
16 years during FY10 
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The DISA attrition rate went up slightly, only 1%, in FY10.  However, it remains under 10%.  
Studies show that an attrition rate of fewer than 10% for an IT organization is considered 
excellent. 
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Attrition rates from FY08 through FY10 are shown in the chart below.  Of the 2,694 IT positions 
in the Agency, DISA suffered a loss of 7%.  The IT career field represents 45% of our 
workforce, which shows that the attrition rate for our major career field is very low. 
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The chart below depicts the DISA’s average age as it compares to the rest of the Federal 
Workforce.  DISA’s average age for FY10 was 46 years old in the NCR and 47 years old in the 
Field. 
 
 
 


 
 
 
 
 
3. Workforce Mix 
 
 
 Civilian % of 


Total Force 
Military % of 
Total Force 


Contracted Support 
% of Total Force 


Total Force 


FY09 Baseline 42% 10% 48% =100% 
FY12 42% 10% 48% =100% 
FY14 42% 10% 48% =100% 
FY16 Desired End-
State 


42% 10% 48% =100% 
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Section IIIC.  COMPONENT STRATEGIES 


 
Goal 1 – Develop Effective, Enterprise-Focused Leaders 


DISA is committed to developing effective leaders, from team level through enterprise level.  
Our goal is to ensure that civilian and military leaders have the required competencies to meet 
the mission.  Accomplishment of this goal requires that we continue to improve our strategy for 
developing current and future managers, supervisors, and leaders.  The Senior Champions’ 
Council serves as the overall approval authority for DISA’s professional and personal 
development programs and policies.  The council’s membership consists of Senior Executive 
Service leaders who serve as chairs and co-chairs to guide the development of DISA’s civilian 
and military career fields.  The diagram below illustrates the flow and connectivity of DISA’s 
leadership development program to the overall workforce. 
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The Agency’s leadership development program is a comprehensive, competency-based 
training and development curricula targeted to the civilian and military workforce.  DISA 
leaders must be able to lead a multi-generational, integrated workforce.  The leadership 
curricula consist of leadership, managerial, and supervisory courses; programs, and 
developmental assignments. 


DISA’s current leadership development program consists of three cornerstone leadership 
development programs.  These programs identify and mold DISA’s future leadership and 
underpin the Agency’s succession planning – The Emerging Leaders Program (ELP), the 
Mid-Level Leadership Development Program (MLDP), and the Executive Leadership 
Development Program (ELDP).  The programs are consistent with and are often on the 
leading edge of best practices in both government and industry.  DISA partners with The 
George Washington University, recognized worldwide as a center of academic excellence, to 


A Combat Support Agency


11


Developmental Opportunities
 Professional Licenses & 


Certifications
 Tuition Assistance 
 Speakers’ Forums
 Centrally Funded Courses
 Mission Support Courses
 Information Technology Courses
 The Transforming DISA
 Education Expo
 MD College Certificate Program
 DISA eLearning  


Senior-level
Civ (GS14-15)
Mil (O-5/6, W-4/5, E-8/9)
 ELDP
 Leadership III
 HRM


Mid-level
Civ (GS12-14)
Mil (O-4/5, W-3/4, E-7/8)  
 MLDP
 Leadership I & II
 HRM


Junior-level 
Civ (GS09-12)
Mil (O-3/4, W-2/3, E-5/6)
 ELP
 Intern Program
 Aspiring Leaders 
 HRM


DISA SENIOR CHAMPIONSDISA SENIOR CHAMPIONS’’ COUNCILCOUNCIL


RECRUITMENT SUCCESSION PLANNING


 Entry-level


 Interns


 SCEPS


 Students


 External & Internal Hires


 Mid-level


 Senior-level


Career Fields:  Information Technology - Engineering - Telecommunications - Acquisition - Logistics 
Procurement - Finance - Operations Research - Select Specialties Series - Military


DEVELOPMENTBUDGETING RETENTION


COUNCIL RESPONSIBILITIES
• Champion 10 Career Fields
• Workforce Planning & Development
• Career Management, Competency Mgt, & IDPs
• Establish Ad Hoc Working Groups
• Approve all GS14 & GS15 Selections 
• Approve selections for all positions filled under the     


DISA High Grade Upward Mobility Program
• Select Employees for Developmental Assignments
• Overall Approval Authority for Professional &


Personal Development Programs & Policies


Programs
 Competitive Development


Programs (20+)
 Competitive Education Program
 Mentoring Program
 Intern Development Program
 Intern Rotation Program
 DISA-wide Rotational  Program 
 Force Development Program
 DAWIA
 Guest Lecturer Program
Certificate Programs
Technical Workforce Development    


Program


Automated Tools & Websites
 DISA Online Training System (DOTS)
 Competency Management System 


(IDP) (DTMS)
 DISA Talent Selection System (DTSS)
Training Website
 Senior Champions’ Web Site
 Learning Management System (LMS) 
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deliver all three competitive leadership development programs.  Each program is aligned 
with and in direct support of DISA’s strategic vision and Campaign Plan.  Core issues such 
as values, DoD leadership competencies, Executive Core Qualifications, and  leading 
strategic change are fully integrated into these programs.  DISA’s Senior Leaders are highly 
engaged throughout this process and take the lead in determining both the return on 
investment and the return on expectations of leadership development programs. 


 


Goal 2 – Recruit, Develop, and Retain the Right Mix of People  


DISA capitalizes on past success, lessons learned, and best practices to create robust 
recruitment strategies.  In addition we take advantage of every opportunity to leverage DoD 
strategies to meet a broad range of hiring needs.  DISA continues to enhance its identity as 
“Employer of Choice” that fosters and promotes an environment attractive to individuals 
from all segments of society.  In FY10 DISA participated in 31 recruitment oriented job fairs 
which were opened to college students and targeted civilian population.  DISA also 
participated in 20 Transition Assistance Program (TAP) sessions catered to military members 
and their spouses.  These jobs fairs conducted on college and university campuses across the 
nation provided an outstanding opportunity for DISA to brand and identify itself as an 
employer of choice.  The success of the recruiting events is evidenced by the 148 interns and 
82 Student Career Experience Program (SCEPs) hired by DISA through the FY10 recruiting 
period. 
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The proactive recruitment, development, and retention of high quality staff in a competitive 
labor market is of vital importance to the mission of the Agency.  As demographic changes 
increase turnover, competition for the best talent will accelerate.  In 2010 DISA hosted two 
branding and career fair events, an intern/student career expo and a career expo.  Both events 
consisted of information presentations on resume writing, security clearances, and 
professional development opportunities with limited interviewing on site.  These events 
attracted nearly 10,000 interested persons and over 9,000 job applicants. 


Rapidly changing demands require flexible work arrangements while, at the same time, 
protecting the interests of the workforce.  DISA has implemented many effective initiatives 
such as use of alternative work schedules, teleworking, enhanced retention bonuses, student 
loan program, tuition assistance, additional incentives for critical skills areas, and other 
quality of life/benefit initiatives. 


DISA received approval for a broad-based BRAC related direct hiring authority for Mission 
Critical Occupations.  The approval of this blanket direct hire authority is extremely crucial 
in assisting us with filling our positions in a more expeditious manner during our BRAC 
transition to Ft Meade, MD. 


To fill current and emerging competency gaps, DISA has comprehensive professional 
development programs that not only develop the workforce but serve as important recruiting 
and retention tools, such as the Competitive Development Program, the Competitive 
Education Program, the Mentoring Program, the Career Intern Development Program, Intern 
Rotation Program, eLearning, the Force Development Program, and DAWIA.  DISA 
provides its workforce with wide-ranging developmental opportunities to include assistance 
with obtaining professional licenses and certifications, tuition assistance, technical and 
leadership subject matter expert forums, leadership development courses and programs, 
financial incentives for the completion of degrees and certifications, mission support courses, 
information technology courses, and college certificate programs. 


Developing the right mix of people to meet emerging competencies requires new programs 
and initiatives.  An excellent example is the DISA Technical Workforce Development 
Program (TWDP).  The TWDP was initiated in 2009 to develop multi-faceted engineers and 
information technologists who are prepared to meet the future needs of the Agency and the 
requirements of its customers.  The program provides a series of modules addressing the 
major competencies required by the technical workforce at DISA.  The program’s core 
purpose is to develop the DISA technical workforce and to accelerate assimilation of new 
hires into the workforce.  The first module, TCP/IP, culminated into a complex, realistic 
project which required the use of DISA equipment and evidence of specific DISA concepts.  
A second module, Video over IP, was developed in 2010 for the entire DISA technical 
workforce.  The Senior Champions’ Council continues to develop strategies to emerging 
competency requirements.  The chart below lists emerging technologies relevant to the DISA 
workforce.  
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Emerging Technologies and Competency Gaps 


• Cloud computing (Security & 
Reliability) 


• Concepts for integrated network management/spectrum 
management 


• Social operating systems 
• Advanced wireless network Security/Privacy/User 


Assurance 


• Data mashups • Policy-based wireless network management 


• Web 3.0 • Disruption tolerant wireless networking 


• Internet protcol version 6 (IPv6) • Spectrum sharing technologies 


• Peer to Peer Networking 
• Advanced Digital Signal Processing Techniques to 


mitigate interference 


• Virtual Networks 
• Dynamic Spectrum Access/Cognitive Radio (DSA/CR) 


network concepts and protocols 


• Autonomous mobile networks • Pervasive computing 


• Augmented reality • 4G Cellular communications 


• Learning algorithms 
• Expanded Search Capability (Video & Speech 


Recognition) 
 


In 2010 DISA updated existing competency information to ensure competencies were identified 
for each series and performance level (entry, intermediate, and senior).  Updated competencies 
were then posted in the Competency Development Guide (CDG) on the DISA Talent 
Management System (DTMS).  The CDG is a tool that provides employees with a 
comprehensive list of professional, leadership, and technical competencies as well as associated 
developmental activities needed for successfully performing major tasks in their current or 
desired occupation.  All competencies identified for DISA employees include competencies 
identified by OPM, DoD, and were validated internally by DISA Career Field Subject Matter 
Experts (SMEs).   


 


Goal 3 – Sustain a Results-Oriented Performance Culture 


To ensure a high performing, strategic and proficient workforce, DISA will continue to evaluate, 
modify and update as required individual performance expectations of all employees to ensure 
they are appropriately linked to agency goals, mission, and vision.  DISA managers and 
supervisors have mandatory critical elements which support EEO, Ethics, Contracting, Merit 
Principles, and Recruiting/Hiring Practices.  DISA trains managers and supervisors regularly to 
ensure they understand their responsibility to maintain a safe and discrimination-free workplace. 
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Through training, consistent guidance and the availability of Manpower, Personnel, and Security 
(MPS) subject matter experts to DISA leaders, during 2009 and 2010 DISA aggressively pursued 
its goals of linking performance expectations from the top down, holding employees at all levels 
accountable for the results of their work.  DISA will continue to offer regular performance 
management training to reinforce the importance and understanding of organizational missions 
and goals.  Directors are encouraged to share their own performance standards with their 
organizations.  Likewise, supervisors are encouraged to extrapolate from Director’s expectations 
and develop critical elements and performance standards which clearly support organizational 
goals and DISA’s Campaign Plan. 


DISA has established an online performance rating tool, the Performance Management and 
Development Planning Tool (PMDP), which provides a mechanism for the rating supervisor to 
connect organizational performance expectations to the developmental needs of the employee.  
PMDP provides a framework by which a supervisor may meet with an employee and provide 
feedback through the end of year appraisal, communicate future performance expectations (set 
performance standards for the new appraisal period), and compare the two in order to determine 
training and developmental needs, which are then scheduled through the Individual Development 
Plan (IDP). 


 


Goal 4 – Provide Effective HR Support  


In order to effectively support DISA, and implement the goals and objectives, the HR 
professionals are taking on a different role than in the past.  HR professionals will serve more as 
consultants and be strategically aligned with management.  They must be competent, well 
trained, and well-equipped with effective tools and processes to meet the expectations of 
management. 


In 2010 HR professionals supported an unprecedented number of recruiting events, numerous 
new hires, and development and implementation of new programs.  HRD professionals were 
required to meet with each Directorate on a quarterly basis to provide training assessment data 
and to identify new training requirements and professional development needs.  To improve the 
efficiency of these consulting visits, DISA launched two new initiatives.  First, DISA selected 
experienced, high-potential consultants to attend two successful training events: (1) a three day 
intermediate course and (2) a two day senior level consulting course.  Both courses were 
developed with input from DISA subject matter experts using DISA specific scenarios.  As a 
second initiative, DISA successfully developed a competitive HRD Certificate Pilot Program and 
selected the best qualified applicants to pursue college level certificates in Human Resources 
Development at accredited institutions.  As a result of these two initiatives, DISA HR specialists 
possess higher competencies for their customer-focused consulting and advising roles.  
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SUMMARY 


Our strategy for addressing human capital planning continues to focus on recruitment, retention 
and development, employee satisfaction, employee performance/productivity and employee 
recognition.  The relocation of our headquarters from Arlington, VA to Fort Meade, MD, under 
BRAC is, by far the largest environmental consideration and a significant factor in our planning 
and the successful execution of our plans.  We have worked aggressively with our employees to 
encourage the use of carpools, vanpools, subscription buses, and other forms of mass 
transportation to reduce the level of stress associated with driving long distances daily.  We have 
also encouraged our employees to consider moving closer to Fort Meade to enhance their overall 
quality of life.  We continue to pursue an aggressive hiring program to mitigate the anticipated 
employee attrition as the result of the BRAC move and to ensure that the relocation has 
absolutely no impact on the services and capabilities that DISA provides to our mission partners, 
including our deployed warfighters.  As noted, our attrition rate, averaging 8 percent over the 
past five years is excellent for information technology organizations, and the attrition rates in the 
major occupational series that are most closely related to our core mission areas are even lower.  
Our attrition estimate of 8 to 14 percent is realistic, considering our historical record, overall 
employee job satisfaction, our aging workforce, and the potential for some attrition by 
employees who seek to reduce their commuting distance and time.  DISA has frequently 
received recognition for excellent “people programs,” including training and professional 
development opportunities and quality-of-life programs such as alternative work schedule, 
telework, employee assistance program (WORKLIFE4U), and wellness.  DISA has been 
publicly acknowledged as an employer of choice and as having the best and most robust 
telework program in the federal government.  These programs will continue to be an important 
part of our strategy to recruit and retain the right mix of people to enable the agency to achieve 
our vision.  Some of these programs include participating in military spouse job fairs and 
speaking at Fort Meade Army Community Services Teen Job Fairs about employment 
opportunities.  We will continue to create and foster an environment to attract, develop, motivate, 
and retain people with the skills to perform current and changing mission requirements. 
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DISA Workforce Locations 
 
 
 


Top 10 DISA Locations for all MCOs 
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Section III - FY10 Strategic Human Capital Workforce Report: 
[Defense Logistics Agency] 


 
(Note:  Civilian Strength Overview is deleted as total population information is captured in the below table) 


 


 
 


 All Agency 
Civilian s 


Top Mission Critical Occupations by Current Strength 
Shared OSD & DLA MCOs 


 
Safety & 


Occupational 
Health 
(0018) 


 Security 
(0080) 


 


Firefighters 
(0081) 
 
 


 


Law 
Enforc
ement 
(0083) 


HR 
(0201) 


Logistics  
Mgmt 
(0346) 


FM 
(05XX) 


See 
below 


Contracting 
(1102) 


 


Disposition 
(1910) 


IT 
(2210) 


Demographics             
Workforce Size  27,084 


(98%) 
67  102 125 330 461 312  2984 810 1320 


2016 Target 26,270 (98%) 72  123 141 355 489 312  3316 810 1240 
             


% Male  74.2%  72% 99% 94.6% 26% 80%  41% 82% 65% 


% Female  25.8%  28% 1% 6% 74% 20%  59% 18% 35% 


             
% Disability  12.9%  8.3% 14.3% 4.8% 8.9% 0%  6.9% 8.1% 10.6% 


             
% Veteran  53.2%  65.1% 50% 78.7% 27.2% 30.8%  19.6% 52.1% 32.3% 


             
Salary Level I  N/A  N/A N/A N/A N/A N/A N/A N/A N/A N/A 
Salary Level II  N/A  N/A N/A N/A N/A N/A N/A N/A N/A N/A 
Salary Level III  N/A  N/A N/A N/A N/A N/A N/A N/A N/A N/A 


Education             
< Bachelors  74.2%  73.4% 85.7% 94.2% 60.8% 44.5%  24.6% 70.4% 55.7% 


Bachelors or Higher  21.0%  15.6% 14.3% 5.5% 29.8% 28.1%  58.7% 24.8% 35.7% 


Masters or Higher  4.8%  11.0% 0 0.3% 9.4% 27.4%  16.7% 4.8% 8.5% 


Doctorate or Higher  0  0 0 0 0 0  0 0 0 
Planning Considerations             


Retirement Current  14.5%  16.5% 0.8% 10% 7.6% 14.0%  11.1% 18.2% 14.2% 
Retirement    1-5 Years  9.6%  14.7% 0% 8.3% 5.1% 10.9%  8.4% 46% 11.5% 


Total  24.1%  31.2% 0.8% 18.3% 12.7% 24.9%  19.5% 64.2% 25.7% 
             


Age, <35  3.2%  4.6% 16.7% 16.5% 12.5% 1.0%  16.7% 5.3% 6.1% 
Age, 35-55  71%  56.9% 81.7% 65.9% 75.6% 74.7%  65.7% 67.1% 75.5% 
Age, 56+  25.8%  29.4% 1.7% 17.5% 13.0% 24.3%  17.7% 27.6% 18.4 


             
Years of Service, 0-5  16.1%  29.4% 22.5% 28.2% 18.8% 32.5%  31.4% 20.9% 14.0 


Years of Service, 6-10  21.0%  18.3% 34.2% 35.7% 11.2% 24.3%  16.4% 12.3% 11.7% 
Years of Service, 11-20  46.8%  52.3% 39.2% 34.0% 60.8% 30.8%  43.6% 49.9% 59.3% 
Years of Service, 21+  62.9%  7.3% 4.2% 2.1% 9.2% 11.6^  8.7% 16.8% 14.6% 


             
FY09 Turnover %  3.5%  6.9% 9.2% 8.2% 2.97% 3.2%  3.0 4.3% 3.7% 
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 All Agency 
Civilian s 


Top Mission Critical Occupations by Current Strength 
Shared OSD & DLA MCOs 


 
Financial 


Admin 
(0501) 


Accounting 
(0510) 


Auditing 
(0511) 


 


Budget Analyst 
(0560) 


 


 


Demographics             
Workforce Size  27,084 


(98%) 
478 97 88 10  


2016 Target 26,270 (98%) 484 104 48 5 
      


% Male  35% 45% 43% 33.3% 


% Female  65% 55% 57% 67.7% 


      
% Disability  11.2% 6.2% 11.9% 2.0% 


      
% Veteran  21.3% 18.6% 18.6% 29.7% 


      
Salary Level I  N/A N/A N/A N/A 
Salary Level II  N/A N/A N/A N/A 
Salary Level III  N/A N/A N/A N/A 


Education      
< Bachelors  63.8% 15.5% 11.9% 64.7% 


Bachelors or Higher  28.6% 68.0% 69.5% 27.5% 


Masters or Higher  7.6% 16.5% 18.6% 7.8% 


Doctorate or Higher  0 0 0 0 


Planning Considerations      
Retirement Current  15.6% 10.3% 16.9% 5.9% 


Retirement    1-5 Years  12.2% 8.3% 13.6%  
Total  27.8% 13.6% 30.5%  


      
Age, <35  6.4% 10.3% 10.2%  


Age, 35-55  72.3% 72.1% 66.1%  
Age, 56+  21.3% 17.5% 23.7%  


      
Years of Service, 0-5  14.2% 29.9% 18.6%  


Years of Service, 6-10  12.6% 11.3% 18.6%  
Years of Service, 11-20  61.3% 46.4% 47.5%  
Years of Service, 21+  11.9% 12.3% 15.3%  


      
FY09 Turnover %  4.3% 3.6% 12.3%   
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Section IIIA.  COMPONENT OVERVIEW 


1. Missions and Key Focus Areas     
 
The Defense Logistics Agency (DLA) is the Department of Defense (DOD) Combat Logistics 
Agency. DLA provides effective and efficient worldwide support to war-fighters and other 
customers. Our current scope and impact across the DOD is as follows: 
 


• A $42 Billion global enterprise (28 countries) 
• Manages nearly 5 Million line items via 8 supply chains. 
• Supplies 83 percent of all Military Services’ repair parts and 100 percent of fuel and 


troop support consumables. 
• Primary DOD warehouse (receipt, stow and issue)  
• Reverse logistics processor (reutilization and disposal) 
• Foreign military sales and humanitarian aid 
• A “Day in the Life” of DLA: 


 
• 10,000 procurement actions  
• 60,000 receipts and issues 
• 13M gallons of fuel issued 


 
As of 9/30/2010, DLA’s total workforce strength was 26,919 (not including Military Reservists): 
 


• Civilians (94 percent) 
• Active Duty Military (2 percent) 
• Local Nationals* (3 percent) (see chart on page 15) 
• Non-Appropriated Funded** (1 percent) 


 
We have identified three principal strategic focus areas in both our Strategic Plan for FY 2010-
2017 and this year’s Director’s Guidance for FY 2011 (War-Fighter Support Enhancement, 
Stewardship, and Workforce Development.  Three Workforce Development initiatives have been 
adopted to ensure DLA workforce capabilities match mission requirements through DLA’s 
Talent Management initiative; support diversity through recruitment, development, and 
retention; and enhance DLA’s performance results driven culture.  
 
The desired outcomes of the DLA Talent Management initiatives are as follows: 
 


• Desired outcome:  DLA workforce capabilities match present and future mission 
requirements. 
 


• DLA path to desired outcome: 
• Conducting disciplined workforce analysis and planning across DLA functional 


communities. 
• Closing identified workforce competency gaps through recruitment and development 


initiatives. 
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• Measuring Talent Management success via Workforce Readiness Index. 
• Strategically using resources to solve problems exposed by the Workforce Readiness 


Index, the DLA Culture Survey. 
 
The Workforce Readiness Index, to be launched 3rd Quarter FY 11, will measure talent 
management progress by aggregating, organizing, scoring, reporting, and analyzing a set of 
workforce readiness indicators/metrics. It will be used as a point of reference to: 
 


• Gauge employee preparedness, overall and within DLA functional communities and 
organizations. 


 
• Measure success and impact of workforce planning efforts and resulting strategies. 


  
• Identify areas ripe for attention; prioritize use of resources. 


 
• Feed human capital action planning across the Agency. 


 
• Support assessment and reporting requirements related to the FCM initiative, Presidential 


Hiring Reform. 
 
As our mission continues to evolve and expand due to the impact of Base Realignment and 
Closure (BRAC). DLA continues to transform to meet these new challenges and responsibilities. 
And to meet the new challenges, we have identified mission critical occupations essential to 
DLA’s mission accomplishment. They are: 
 


• Direct-Support MCOs:  
– Contracting (1102)   Supply Program Management (2003) 
– Warehousing (6901, 6907, 6912) Property Disposal (1104) 
– Inventory Management (2010) Environmental Protection (0028) 
– General Supply (2001)  Logistics Management (0346)  
– Quality Assurance (1910)  


 
• Functional Support MCOs:  
– Information Technology (2210) Human Resources Mgmt (0201)  
– Financial Administration  (0501) Accounting (0510)  
– Auditing (0511)   Budget Analysis (0560)  


 
• General Support MCOs:  
– Law Enforcement (0083)  Safety & Occupational Health (0018)  
– Firefighting (0081)   Intelligence (0132)  (Total FTE (5)) 
– Security (0080) 


 
 


Note: Highlighted occupations above indicate shared MCOs with DOD. 
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2. Environmental Considerations  
     
Within DLA, unconstrained manpower requirements are developed based on planned workload.  
DLA is a Working Capital Fund Agency. As workload goes up, DLA may need to hire more 
people or downsize as workloads decrease.  DLA Functional Community Managers (FCM) play 
a pivotal role when determining FTE requirements due to environmental considerations. 
 
DLA functional communities have reported that an aging workforce, budget, attrition, labor 
markets, the hiring process, security clearance process, and public trust investigations are 
currently impacting workload drivers. DLA will be gathering data as part of the WRI to 
determine if the above constraints are valid and to what extent they may be inhibitors or barriers 
to the mission of our respective functional communities. 
 
And, like other Defense Agencies and the Military Departments, DLA is currently fulfilling its 
commitment to meet the SECDEFs Efficiency Initiatives as defined in the SECDEF’s August 16, 
2010 memorandum; Subject: DOD Efficiency Initiatives. 
 


• DLA is currently focusing on areas where we can take immediate action rather than 
waiting for scheduled budget processes.  The specific task is to revalidate and reallocate 
executive resources to support highest priorities of the Department, with an expected 
reduction of 150 senior leader positions.  To that end, DLA has capped Senior Level 
positions at the FY10 levels and will continue to respond to data calls from the 
Department.  Data requested thus far includes position titles, tiers, appointment types, etc.  
The Secretary of Defense has requested 50 GO/FO positions to be eliminated across the 
Department.  Additionally, a group has been convened to study 996 active duty positions.  
The efficiencies group will make its recommendations to the Secretary of Defense 1 
November 2010.  DLA’s 24 SES authorization are limited when compared to the 4th 
estate authorizations of 514 positions.  While DLA’s SES growth from 2001-2010 has 
been marginal, no one is exempt from potential reductions.  We are urging our Senior 
Leaders to ensure their General Schedule (GS)-15 positions are appropriately filled in 
order to ensure sufficient qualified resources to address workload.    


 
• A portion of the Business Transformation Agency (BTA) is likely to transfer to DLA as 


part of DLA Information Operations, J6, some-time in Fiscal Year 2011 as a result of the 
Secretary of Defense's Efficiencies initiatives process---and we are directly involved in 
related on-going deliberations.  
 


• As previously mentioned, DLA’s responsibilities grew in recent years as Base 
Realignment and Closure 2005 and other factors drove us increasingly forward with War-
fighters and industrial sites. DLA is deeply involved in new or expanding partnerships 
with various commands and agencies, as well as ongoing efforts to enhance our facilities’ 
utilization effectiveness and environmental practices.  


 
We continue to assess current and potential roles and related processes to ensure we deliver 
maximum payoff from taxpayer resources while effectively supporting the War-fighter.  To 
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balance requirements versus mission demands, a “Stewardship Excellence” initiative has been 
identified in the Director’s FY 2011 Guidance.  This initiative requires the DLA Finance (J8) to 
develop a DLA enterprise cost and staffing assessment capability to facilitate improved future 
opportunities for performance and additional cost savings. 
 


• Specific impact of factors on workload and personnel strength requirements – 
 
• Safety and Occupational Health (0018) FTE authorizations:  FY09 Baseline (62); 


FY14 (72) (+10) – Current increases approved as part of the PRB11, PBR12, BRAC, 
and Navy Warehouse Transfer (NWT) may be impacted because of current budget 
constraints. 


 
• Firefighters (0081):  FTE authorizations:  FY09 Baseline (124); Required thru FY16 


(140): While no growth is forecasted in the Firefighter community, this community 
has expressed that the ability to hire, compensate, and compete commensurate with 
private sector has been significantly impacted by current 0081 positions descriptions 
and OPM Classifications Standards. A working group at the OSD level has convened 
to discuss courses of actions and to work with OPM for a long-term viable solution. 


 
• Police (0083):  FTE Authorizations: Baseline FY09 (420); Unconstrained 


Requirements FY16 (455): Because of our inability to match the pay and benefit 
packages of other Agencies, retention continues to be a challenge for DLA 0083 
career field.  DLA Police have lost approximately 40 officers or 10% over the past 
two years to other Agencies.   


  
• Manpower Authorizations:  The DLA senior leadership recently approved the use 


of Air Force’s Minimum Manpower Factor (MMF) model contained in the 
Capability-Based Manpower Standard publication for Air Force Security Forces 
(including civilian police) for PBR 11 and PBR 12. The approved model will allow 
DLA Police to reach appropriate authorization levels (96) and attain the required 
capability to support DLA’s combat support mission.  In summary a total of 63 of the 
96 requested FTEs were approved for DLA Police to be executed between FY10 and 
FY13. 


 
• Human Resources (HR) (0201):  FTE Authorizations: Baseline FY09 (341); FY16 


(489) (+148):  Increases in DLA HR FC beginning in FY 09 are the result of BRAC 
2005 decisions to shift HR servicing from other 4th Estate HR FCs to DLA and to 
realign mission workload/population from Services to DLA.  Net changes in DOD 
HR FC are not visible to DLA.  


 
• Logistics Life Cycle Mgmt (0346):  FTE Authorizations: Baseline FY09 (283); 


FY16 (Steady-State); However, based on FY09 WASS 0346 Strength data, 
approximately 82 percent of the 0346 workforce are members of the Baby Boomer or 
Mature generation and will be or are retirement eligible.  Due to the economic 
downturn of the past few years, many of the retirement eligible individuals have 
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decided to remain in the workforce rather than retire.  This is expected to be the 
steady state through FY16. 


 
• Financial Management:  Overall FM FCM strength increased 56.3% over the last 5 


years (412 in 2004 to 644 in 2009) – compared to an overall DLA strength increase of 
15.3 percent.  Overall strength in series 0501 and 0510 doubled, while 0511 remained 
the same and 0560 decreased by 50 percent.  Currently transitioning personnel from 
the 0560 series into 0501 series with the expectation of completely phasing out 0560 
within DLA Finance; ultimately will impact demographics of 0501 series.    


 
• Financial Administration (0501):  FTE Authorizations: Baseline FY09 (405); FY15 


(430) (+25); Agency-wide FM operationalization/reorganization. The DLA Financial 
Community is currently undergoing an internal realignment to better support the 
Agency. The SECDEF initiative and other hiring concerns, continue to challenge this 
community. Specifically, hiring college graduates has been challenging, however, the 
new Pathways Hiring Authority should mitigate this issue. Additionally, we continue 
to experience delays in hiring due to the security clearance process.  Additional 
impediments are identified below. 


 
• Inability to process security clearance in expeditious manner delays permanent 


hiring.   
 


• Increased need for Systems Analysts. 
 
• Increased need for Process Management Analysts. 


 
• Agency-wide FM reorganization to standard PD (0501). 


 
• Improved documentation; did not reduce audit time, required more training. 


 
• Increased need for IT auditors and more enterprise audits. 


 
• Financial audit validation increases need for resources. 


 
• Demand for Financial skills and operational audit skills. 


 
• Auditors (0511):  The projected decrease from 88 to 48 FTEs is a result of an on-


going DLA reorganization.  With a large portion of FM workforce currently or 
approaching retirement eligibility, we must plan for succession and ensure critical 
functional knowledge is transferred by DLA Finance.  The following strategies and 
initiatives are being implemented to sustain and retain the workforce. 


 


• Developing FM competencies based on strategic mission, vision in coordination 
with OUSD(C). 
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• Corporate FM Intern Program: The DLA Corporate Intern Program is a two year 
paid development program designed to train entry-level personnel for subsequent 
advancement to the journey-level in professional fields. Participants gain an 
understanding of the DLA enterprise, a corporate wide perspective of logistics 
support, and skill to build and maintain customer interfaces. Participants are 
from diverse, ethnic, professional, educational and cultural backgrounds.   


 
• Utilize Student hiring programs. 


 
• Agency Workforce Equity initiative (Diversity): The Equity in the Workplace 


Initiative was formed due to the FY08 MD-715 report in which four groups were 
identified within DLA's workforce that had low participation rates when 
compared to the Relevant Civilian Labor Force: Hispanics, African-American's 
in top positions, white women, and targeted disabled.  An Agency-wide Equity 
workgroup was formed to address barriers and possible solutions for recruitment, 
retention, and workforce development within the 4 groups. 


 
• Utilize WRP recruiting process. 


 
• Mobility incentives for regional recruiting approach: Recruits are offered 


incentives to re-locate within regional sites among various DLA sites to match 
individual and organizational needs. 


 
•  Implement recruitment and retention strategy to ensure a balanced workforce and 


leverage corporate recruitment strategies. 
 


• Contracting (1102):  Ours is a dedicated group of contracting professionals that bring 
passion to perform the type of buying we do at DLA.  We have large and diverse supply 
chains, so we have a mix of acquisition professionals.  We have a variety of initiatives in 
place to provide support to our acquisition professionals, to include initiatives to help 
them improve their skills and do their jobs better.  The Defense Acquisition Workforce 
Development Fund (DAWDF) has helped us in meeting some of the initiatives by 
providing additional training opportunities, developing and improving some of our DLA 
training center courses, and providing opportunities for developmental and cross training 
rotations assignments across the Enterprise. 
 


• Although the FY09 data for employees with less than a bachelor’s degree is somewhat 
alarming at (24.6 percent), DLAs FY10 data reflects this percentage has been reduced 
significantly to about 2.3 percent or 68 employees.  The Agency is working efforts to 
ensure employee records have been updated to include accurate educational levels in the 
Department's MYBIZ self service human resources tool in FY10. 


 
• The following strategies and initiatives are being implemented to sustain and 


retain the workforce: 
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• Executing DAWDF to support several human capital efforts to improve and 
transform DLA’s acquisition workforce for (e.g. recruitment, retention, and 
training and workforce development).   


 
• Maximizing attendance of our contracting workforce to the newly developed 


CON 090 - Fundamentals of Contracting course.   
 
• Executing a Contracting Workforce Competency Assessment to identify strengths 


and gaps in our ability to meet acquisition requirements (current and future).  
The results will also allow us to align/adjust personnel strategies, and identify 
opportunities for training and development. 


 
• DLA recognizes that a gap still exists in fundamental contract pricing training for 


our contracting workforce, and has placed more emphasis and resources in the 
pricing area.  As such, we are in the process of establishing a DLA Pricing 
Academy.  In conjunction with our DLA Training Center (DTC), we conducted 
Pricing Academy Pilot Course at DLA Aviation.  This course covered price 
analysis, cost analysis, and negotiations over a two-week period.  Aviation 
examples were discussed during this pilot. Goal is to continue work in 
developing pricing scenarios specific to other Supply Chains.   


 
• Concentrating efforts on training to increase competency, skills and expertise in 


the following cross-cutting technical areas: 
 
• Cost/price analysis 
• Performance based service contracts 
• Source selections 
• Large complex purchases 


 
These training opportunities will increase employee proficiency levels and improve the  
comprehensive acquisition process, resulting in quality improvements in our contracts.  


 
• Development of a Standardized Warranting Process.  Once complete, KOs will be 


tested (as appropriate) prior to being warranted at various levels.  Action will 
mirror current Air Force process, and is projected to be implemented 
government-wide. 


 
• Developing a Contracting Career Development Model (i.e., "Pyramid”).  It lays 


out for an acquisition professional what they’re expected to master to reach 
certain levels in their career, and addresses four major areas of emphasis: 
Contracting Competencies; Leadership Competencies; Job Functions; and 
Education & Training.   


 
• Executing congressionally funded dollars (852 Funds) to support several human 


capital efforts to improve and transform DLA’s acquisition workforce for (e.g. 
recruitment, retention, and training and workforce development).  
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• Assessing the use of Direct Hire and other hiring authorities for journeymen and 


senior level recruitment efforts.  
 
• Based on the results of 2007 competency gap assessment, seven new courses are 


being developed and developed.   
 
• Enhanced training for journeyman on types of contracting processes specific to 


DLA (e.g., performance based service contracts, privatization, etc). 
• Assessing current and future competencies to align with OSD AT&L Acquisition 


policies to meet rapid changing times. 
 


• Quality Assurance (1910):  The 64.2 percent retirement eligibility rate directly impacts 
the mid and senior level workforce. We hope to capitalize on training, the DLA Intern 
Program, and targeted recruitment efforts to replenish the workforce. The current state of 
the economy has delayed retirement eligibles from exiting the workforce at this time, 
therefore, we anticipate a steady-state workforce through FY16. 


 
• Information Management (2210):  FTE Authorizations: Baseline FY09 (1148); FY12 


(1240/SS) due to BRAC, New Missions, and In-Sourcing. Anticipate a reduction of 
contractor support in out years.  To support the contractor reduction we reduced by 5 
percent for every FY while increasing civilian workforce by 5 percent for every FY.  
Military is expected to maintain at 1 percent. 


 
Section IIIB.  COMPONENT CHALLENGES 


1. Environmental Constraints       
    


Overall, DLA has a steady-state workforce and is projected to remain so through FY18.  On 
average, our enterprise turnover rate from FY04 through FY10 has been about 8 percent.  But, 
more importantly, the turnover rate within our seven Primary Field Level Activities from FY04 
to FY10 has averaged about 5 percent.  We believe these numbers are directly attributable to 
DLA being an “Employer-of Choice.”  DLA accession goals are driven by mission requirements 
as mentioned previously. 
 
About forty-four percent of the DLA workforce is currently retirement eligible, however, due to 
the current economic conditions, these employees are remaining in the workforce much longer. 
The impact of the “potential” mass exit is virtually unknown at this time; however, DLA is 
taking a proactive and aggressive approach to build the “bench” strength across the entry, 
journeyman, and senior levels as we continue to support DOD and our warfighters in the future.  
 
We have refreshed our competency modeling efforts to align with Federal Government and 
Public Sector “best” practices.  Given the new direction of our Contracting workforce--shifting 
from a “small” purchase to a “large, complex” purchase competency-based workforce, we are 
developing a competency model to assess and determine the current and desired proficiency 
level of the workforce. Likewise, we will leverage the outcome of the DOD competency 
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assessment for the Human Resources community to identify potential gaps and develop gap 
closure strategies.  DLA has committed to conducting 2-3 competency models per FY for our 
mission critical occupations to assess current proficiency levels against those skills and 
proficiencies required in the future.  The outcomes will assist Functional Community Managers 
to make informed decisions regarding workforce planning, recruitment, and training and 
workforce development. 
 
Competency models currently in development include Contracting (1102) and DLA Disposition 
Services (1104). The following series are in the pipeline for development: Financial 
Management (05XX), and Logistics Management (0346). We will continue to monitor DOD’s 
competency assessment progress and leverage when appropriate.  
 
2. Workforce Mix 


 
 Civilian % 


of Total 
Force 


Military % 
of Total 
Force 


Contracted 
Support % of 
Total Force 


Total Force 


FY09 Baseline 98% 2% 0 =100% 
FY12 98% 2% 0 =100% 
FY14 98% 2% 0 =100% 
FY18 Desired 
End-State 98% 2% 0 =100% 


 
NOTE:  DLA is currently using an OSD-mandated algorithm.  DLA estimated that we had 
contracted for 11,468 service contractor FTEs, however, the OSD mandate is not currently tied 
to the DLA PBR/or FDIP process to accurately determine “Total Force” projected requirements 
for Contractor support. 
 
Section IIIC.  COMPONENT STRATEGIES 
 
DLA, like much of the Federal Government, has an aging workforce. One of our  focus areas 
continues to be Workforce Development. Our employees are a vital part of  DLA's current and 
long-term success, and we must ensure you have the right mix of skills, training and 
opportunities to succeed.  
 
We are constantly looking at our recruitment efforts to capitalize on successful strategies to 
attract the most talented people available.  We are initiating such things as workforce planning 
lifecycles concentrating on DLA mission-critical occupations, as well as developing career road 
maps for our mission critical occupations.   The corporate intern program, implemented in 2000, 
has also been a successful replenishment strategy.  
 
We also use the results of the Culture Survey to help us build a strong enterprise culture so we 
continue to attract and keep the top talent.  
 
The three initiatives outlined under the Workforce Development area are a challenge to DLA's 
leadership to leverage the diverse backgrounds and abilities of our people so we can continue to 
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prepare and use our workforce - both current and future - to meet Warfighter needs.  To the 
extent possible, DLA will leverage the following component strategies to close gaps at the entry, 
journeymen, and senior levels across the DLA Enterprise. 
 


• Recruiting 
 
• Utilize Workforce Recruitment (WRP); State Vocational Rehabilitation Programs 


Colleges & Universities Campus Accommodations Offices (Special Services). 


• Conduct targeted recruitment for Hispanics, Blacks in high grades and White 
Women. 


• Utilize Student Entry level hiring authorities. 
 


• Utilize Operation War fighter and non paid Veteran’s Administration Intern 
Programs. 


• Capitalize on non-competitive appointing authorities. 


• Utilize OPMs standing registers for affected DLA Mission Critical Occupations 
(MCOs) and non-MCOs. 
 


•  Pursue reemployed annuitants and reinstatement eligible’s, where feasible. 
 


• Increase utilization of Direct Hiring Authorities for Acquisition workforce for mid to 
senior level positions. 
 


• Partner with colleges, universities, and other professional organizations. 
 


• Employee Development 
 


• Implement and deploy an enterprise-wide Rotational Assignments Program 
• Develop and deploy Career Guides & Career Maps for mission critical occupations 
• Enforce the completion of  Individual Development Plans 
• Conduct 2-3 Competency Assessments per FY 


 
In addition, DLA will take advantage of rewards and incentives when appropriate to attract and 
retain high quality candidates and employees, as well as workforce shaping tools to restructure 
the workforce to meet new and emerging mission needs. 
   
DLA Functional Communities are at various stages in workforce planning, however, the 
common theme across many of our communities is the need to address succession planning, 
recruitment, retention, competencies/skills gaps, and training and development due to 
environmental impacts and consideration previously mentioned. 
 


• Status of initiative – results to-date 
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The following human capital development initiatives are underway in the various functional 
communities.   For example, 


 
• Through the Talent Management initiative, and with enterprise-wide support, J-1 is 


expected to integrate multiple programs and initiatives into a cohesive, sustainable 
approach to meet the Agency’s Human Capital needs. DLA’s Talent Management 
initiative focuses on three major areas (workforce planning, strategic recruitment, and 
training and workforce development). Additionally, we’ve issued our first Talent 
Management newsletter to keep leadership, managers, supervisors, and employees 
apprised of the programs and initiatives progress under the Talent Management umbrella.  
The following accomplishment for each focus area is described below. 


 
Workforce Planning Key Accomplishments to Date: 


 
• Identified DLA Functional Community Managers (FCMs) and FCM Points of Contact 


(FCM POCs). 
 
• Presented DLA FCM Overview to Alignment Group. 
 
• Completed report to OSD, as well as an internal progress reporting.  
 
• Identified functional/technical requirements for workforce planning tool. 
 
• Selected a Vendor to deliver a workforce planning capability (consulting, analytics, and 


training). 
 
• Extracted workforce data for DLA’s MCOs from the Workforce Analysis Support 


System/ Civilian Forecasting System (WASS/CIVFORS), analyzed it, and disseminated 
it to the DLA FCM POCs to support their workforce planning efforts. 


 
• Conducted FCM POC workgroup quarterly meetings in calendar year 2010 to discuss 


DLA’s approach to Functional Community Management/workforce planning, specify 
deliverables, and address shared challenges. 


 
• Guided FCM POCs through the process of conducting environmental scans, analyzing 


the workforce, identifying competencies, and developing strategies (recruitment, 
retention, etc.) to address perceived or anticipated human capital shortfalls. 


 
• Obtained an independent review of our competency assessment (CA) process to validate 


and refine our approach. 
 
• Launched the competency modeling development efforts for the Contracting (1102) and 


Disposition (1104) workforces. 
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Strategic Recruitment Key Accomplishments to Date: 


 
• Corporate Recruitment Cadre has been formed and has regularly met. 


 
• Participated in outreach programs to educate and inform minority communities about 


employment opportunities.  
 
• Established special initiatives for targeted groups, for example, DLA has a goal of 3 


percent for hiring individuals with targeted disabilities versus the “2 percent by 2010” 
goal outlined by DOD.  


 
• Administered “Quality of Hire Surveys.” 


 
Training and Workforce Development Key Accomplishments to Date: 


 
• Implemented DLA 101:  DLA Today. 


 
• Developed DLA 105:  DLA’s Customers Today. 


 
• Initiated communication with Services regarding exchanges and rotations. 


 
• Reassessed and recommended revisions to DLA's Enterprise Leader Development 


Program (ELDP) to address leadership competency skill gaps, program evaluation 
results, and focus group feedback; align DLA's program with DOD’s Civilian Leader 
Development Framework and Continuum; incorporate changes in OPM’s training 
regulations; and identify more flexible and economical learning platforms. 
 


• Collected and evaluated self-development resources and opportunities.  
 


• Developed and deployed the Contracting (1102) Career Map and guide. .This guide 
serves as the template for all functional communities to assist FCMs with making 
informed decisions in terms of recruitment, retention, competencies/skills gaps, and 
training and development. Human Resources, Disposition, and Financial Management are 
currently in the pipeline for development in FY11. 
 


• The DLA Corporate Intern Program of Development for Human Resources was officially 
launched in January 2011. One of the pillars of the DLA Strategic Plan is to “foster a 
diverse workforce and support culture to deliver sustained mission excellence.” The 
Agency’s senior leadership recognizes that our success as an Agency is contingent upon 
recruiting, developing, and retaining a talented workforce that possesses the skills and 
knowledge to compete in the dynamic, fast-paced, logistics support environment of the 
21st century. It is essential that our workforce develops corporate perspective of our 
Agency. .The DLA Corporate Intern Program is the foundation of our workforce 
development initiative. 
 


FOUO - D
RAFT







FY10 Strategic Human Capital Workforce Report: Lite  


Page 15 


• DLA has partnered and collaborated with Defense Security Service (DSS) and the DOD 
Security Training Council (DSTC) in the development and deployment of a Security 
Professional Education Development (SPeD) certification program for DOD security 
personnel in the spring of 2011.  The purpose of the SPeD Certification Program is to 
“Develop the workforce, attract,  and retain a diverse, results-focused and high 
performing workforce capable of providing the technical expertise and exceptional 
leadership needed to address our nation’s security challenges.” 
 


• Goal 1.  An integrated, interoperable, and mission aligned defense intelligence and 
security enterprise workforce. 


 
• Objective 1.1:  Conduct enterprise workforce planning on the integrated civilian, 


military and contractor workforce. 


• Goal 2.  A unified and integrated defense intelligence and security workforce 
development program. 


• Objective 2.1:  Develop a Defense intelligence schoolhouse accreditation program for 
each functional area – built on existing Department of Education (DoE) standards. 


• Objective 2.2: Develop a Defense intelligence workforce certification program by 
functional area to include leadership. 


• Expected Outcome: A DoD certification program for each codified functional area 
meeting skill standards (identified through a formal job analysis) established by 
Intelligence Community and Department partnered programs that will provide a valid 
measure of workforce capabilities. 


 
• DLA has developed an Enterprise Rotation Program that will expand the use of rotational 


assignments throughout DLA in support of our Talent Management initiative. The 
rotation programs will be used to meet current employee and organizational needs, but 
also to promote long-term workforce capability and agility. 


 
• DLA rotational assignments will provide employees with functional, cross-functional, 


and leadership development through varied, practical experiences that provide 
participants with a broader view of the agency.   
 


Policy Requirements: 
 
DLA CFM for Firefighters (0081) is currently working the OSD Firefighter FCM to address the 
Department-wide OPM Classification Standard for this community.  Additionally, our Financial 
Management community (0511) will be working with its OSD counterpart to discuss a potential 
proposal to OPM which would create a new series for IT auditors in order to establish a specific 
series which requires a degree in IT as well as some accounting experience.  This will help 
considerably in our ability to attract candidates with the right skill sets. 
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Metrics/Results: 
 
The DLA Human Resources (J1) has developed a Workforce Readiness Index (WRI) which will 
measure talent management progress by aggregating, organizing, scoring, reporting, and 
analyzing a set of workforce readiness indicators/metrics. 


 
• Applications: Will be used as reference point to:  


 
• Gauge employee preparedness, overall and within DLA functional communities and 


organizations  
 


• Measure success and impact of workforce planning efforts and resulting strategies   
 
• Identify areas ripe for attention; prioritize use of resources. 
 
• Feed human capital action planning across the Agency. 
 
• Support assessment and reporting requirements related to the FCM initiative, 


Presidential Hiring Reform, etc. 
 
Workforce Readiness Tool Components:  Workforce Readiness Tool is comprised of 33 
performance metrics aligned with DLA’s mission and its Talent Management objectives and 
strategies.  The metrics are grouped into five categories:  recruitment, learning and development, 
employee satisfaction and engagement, participation and inclusion, opportunity, recognition, and 
retention.  Individually, each category indicates how the Agency is doing at particular points(s) 
in the employee lifecycle.  Combined, the strategies indicate how well DLA is managing talent 
overall.   


 
Success Stories: N/A 
RESPONSIBIL 
Command specific initiatives: 


While there are numerous efforts under way across DLA that support daily business and ongoing 
enhancements, the  DLA Director, Vice Admiral. Alan Thompson has defined three strategic 
focus areas and 20 supporting initiatives in his 2011 Director's Guidance, including initiatives 
from calendar year 2010 that continue to warrant special emphasis as well as new initiatives that 
address emerging requirements for FY 2011.The 20 initiatives cut across the FY 2011 DLA 
Director's Guidance focus areas identified below: 


Warfighter Support Enhancement: DLA’s top priority is always warfighter support. This 
means logistics support of the readiness and sustainment of America’s warfighters themselves 
and of industrial activities and others whose own efforts are critical to preserving and enhancing 
our nation’s and our allies’ defense postures. It requires constant attention to ensure DLA’s 
goals; processes and performance are synchronized with the needs of our warfighting customers, 
mission partners and other stakeholders.  DLA continues to provide timely energy solutions 
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while strategically posturing the Agency to meet the energy challenges of tomorrow's 
warfighters.  


Stewardship Excellence: DLA’s responsibilities have continued to grow in recent years as 
BRAC 2005 and other factors have driven us increasingly forward with the warfighters and 
industrial sites.  DLA has also been deeply involved in new or expanding partnerships with 
various commands and agencies. We will continue to assess current and potential roles and 
related processes to ensure that we deliver maximum payoff from taxpayer resources while 
effectively supporting the warfighter. And at a time when it is critical to maximize sharing and 
integration of key information and other assets, we must also prevent their compromise. 


Workforce Development: DLA’s workforce remains vital to our current and long-term success 
in effectively supporting the warfighter at optimal cost. We must enable our workforce to 
capitalize on their skills, experience and potential, and prepare to manage the transition as 
retirements increase in the years ahead. We must leverage the diverse backgrounds and abilities 
of our people—both civilians and the active duty and reserve military. We will also reassess our 
forward footprint of DLA personnel to most effectively utilize our workforce to support forward 
industrial and operational sites. 


The following are just a few examples of Command specific initiatives.  


• Increase Demand Planning Accuracy (Inventory Management Specialist-2010) 


• Identify required skills (technical, cross functional, and negotiation) 
• Develop and initiate training plans  
• Develop training requirements  
• Require certification  
• Restructure Demand Planners grades/position descriptions/career paths 
• Targeted Universities for recruitment 


• Transform Contracting (1102) workforce from a “smalls” purchase to a “large” purchase 
competency-based workforce to align with policy from the Deputy Under Secretary 
Defense for Acquisition, Technology, and Logistics, and SECDEF Efficiency Initiatives. 
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Strength by Employee Type 
(Civilian/Military/NAF/LN) 


 
 
 
 
 
 
 
 
 
 
 
 


Employee Type  Total  % of Total 


Civilian  25278  94%  


*Military  541  2%  


**Non-Appropriated Fund (NAF)  284  1%  


***Local National (LN)  890  3%  


Total  26993  100%  


 
NOTES:   
*Military includes Active Duty Personnel Only.   
**NAF:  employees whose salary is paid by the revenue generated by the Service’s activities rather than 
allocated by Congress.   
***LN:  employees hired for jobs in their own country. 
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DLA DEMOGRAPHIC SUMMARY  
Organization Strength Civ 


Str  
Avg 
Age 


Avg 
Yrs 
Svc 


Civ 
Female 


Civ 
Male SES GS NSPS FWS White 


Collar 
Blue 


Collar 
Civ 
Sup  


Full 
Time 


Part 
Time 


Vet 
Pref  


DLA Aviation  3610  3555  49 17 1812  1743  2  3363  0  190  3365  190  482  3468  87  1227  
DLA Disposition Services  1565  1405  49 15 449  956  1  1049  0  355  1050  355  226  1398  7  782  


DLA Distribution   7855  7092  47 15 2033  5059  1  2415  0  4676  2416  4676  1142  7088  4 2563  
DLA Energy  972  891  46 13 355  536  1  889  0  1  890  1 210  887  4 400  


DLA Headquarters  8104  7632  46  17 3218  4414  16  7369  1  246  7386  246  1478  7591  40  2627  
DLA Land and Maritime  2942  2857  50 18 1273  1584  2  2543  0  312  2545  312  386  2852  5 845  


DLA Troop Support  1945  1846  48 20 1001  845  2  1828  0  16  1830  16  257  1823  23  273  
Total/Avg  26993  25278  48 16 10141  15137  25 19456 1 5796 19482  5796  4181  25107  170  8717  


 
 
 
 
 
 


Ethnicity Data  


Organization American 
Indian Asian Black/African 


American Hispanic Native 
Hawaiian White 


Two 
or 


More 
Races 


Unidentified Total 


DLA Aviation  33  72  1136  138  7  2135  33  1  3555 
DLA Disposition  12  66  268  93  26  914  26  0  1405 
DLA Distribution  76  243  1980  495  64  4146  87  1  7092 


DLA Energy  10  33  205  74  7  549  13  0 891 
DLA Headquarters  62  243  1461  324  23  5412  104  3  7632 


DLA Land and Maritime  20  82  526  77  15  2102  35  0  2857 
DLA Troop Support  6  69  418  100  3  1237  13  0  1846 


Total  219 808 5994 1301 145 16495 311 5 25278 
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DLA DEMOGRAPHIC SUMMARY Continued:  
 


 
 
 
 
 
 
 


 
 


Bargaining Unit Status  
Status  Total  % of Total 


Ineligible  4373  17%  
Eligible but Unrepresented  1410  6%  


Represented  19495  77%  
Total  25278  100%  


 
 


Workforce Disability 
 Status  Total  % of Total 


 Identified 2426  10%  
None 22313  88%  


Undisclosed 539  2%  
Total  25278  100%  


 
 


Civilian CONUS/OCONUS  
  Total % of Total 


CONUS  24298  96%  
OCONUS  980  4%  


 
 
 
 
 
 
 
 
 
 
 


Civilian Retirement Eligibility 
 Plan Total Early Optional Ineligible 
CSRS  5444 48% 50% 2% 
FERS  19592 15% 14% 71% 
FICA 205  N/A  N/A  100%  


OTHER 37  N/A  N/A  100%  
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Strength by Business Area 


 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 


Business Area  Total  % of Total  
DLA Aviation  3555  14%  
DLA Disposition  1405  6%  
DLA Distribution  7092  28%  
DLA Energy  891  4%  
DLA Headquarters  7632  30%  
DLA Land and Maritime  2857  11%  
DLA Troop Support  1846  7%  


Total  25278  100%  
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Civilian Workforce ~ Education 


 
•  
•  
•  
• MCOs with top turnover %  


 
• Profile of Voluntary Turnover, avg YOS, Age, etc. 


 
• FY05-FY16 Gains & Losses (historical and projected based on targets) 


 
 
 
 


Education Level  Total  % of Total  


High School  11590  46% 


College No Degree  4289  17% 


Occupational Education  562  2% 


Associate Degree  1297  5% 


Bachelor’s Degree  5160  20%  


Advanced Degree  2253  9%  


Undisclosed  127  1%  


Total  25278  100%  
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Civilian Workforce ~ Turnover Rate 
(By Fiscal Year) 


 
             
             
             
             
             
             
             
             
             
             
             
             
   


Fiscal Year  Avg Monthly 
Employment  Separations  Turnover Rate  


FY04  21407  1330  6%  


FY05  21421  1819  8%  


FY06  21013  1742  8%  


FY07  21110  1758  8%  


FY08  21335  1854  9%  


FY09  23210  1556  7%  


FY10  24937  1884  8%  


Average  21583  1677  8%  


Annual Turnover Rate definition: the number of total separations for the year divided by the average 
monthly employment for the year times 100 
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Civilian Workforce ~ Turnover Rate 
(By Business Area) 


 
             
             
             
             
             
             
             
             
             
             


        


 
FY04  FY05  FY06  FY07  FY08  FY09  FY10  


DLA Aviation  5%  6%  7%  6%  6%  6%  8%  


DLA Disposition Services  9%  8%  21%  10%  9%  7%  8%  


DLA Distribution  7%  11%  8%  9%  10%  7%  8%  


DLA Energy  9%  11%  10%  11%  10%  9%  6%  


DLA Headquarters  8%  10%  9%  3%  9%  7%  8%  


DLA Land and Maritime  3%  6%  6%  8%  9%  6%  7%  


DLA Troop Support  3%  4%  6%  5%  7%  6%  5%  
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Civilian Workforce ~ Retirement Plans 


 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 


Retirement Plan  Total  % of Total  


CSRS  5444  22%  


FERS  19592  77%  


FICA  205  1%  


Other  37  0%  


Total  25278  100%  


Note:  FICA and Other categories are ineligible for retirement 
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Civilian Workforce ~ Retirement Eligibility 
(CSRS & FERS) 


 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 


CSRS and FERS Retirement Eligibility  Total  % of Total  


Eligible  11107  44%  


Ineligible  13929  56%  


Total  25036  100%  


 
Note:  Eligibles include Optional and Early Out 
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Civilian Workforce ~ CSRS Retirement Eligibility 
             
             
             
             
             
             
             
             
             
             
             
             
             
             


           


CSRS Retirement Eligibility  Total  % of Total  


Early Eligible  2634  48%  


Optional Eligible  2719  50%  


Ineligible  91  2%  


Total  5444  100%  


Note:  Ineligible does not meet requirements for Optional or Early Retirement 
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Civilian Workforce ~ FERS Retirement Eligibility 
 
 
 
 
 


             
             
             
             
             
             
             
             
             
             
             
              


FERS Retirement Eligibility  Total  % of Total  


Early Eligible  2996  15%  


Optional Eligible  2758  14%  


Ineligible  13838  71%  


Total  19592  100%  


Note:  Ineligible does not meet requirements for Optional or Early Retirement 
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Civilian Workforce ~ Veteran’s Preference 
 
             
             
             
             
             
             
             
             
             
             
             
             
             


Veteran’s Preference  Total  % of Total 


No Preference  16561  66%  


5 Point  5916  23%  


10 Point/Disability  141  1%  


10 Point/Compensable  757  3%  


10 Point/Other  71  0%  


10 Point/Compensable/30 Percent  1832  7%  


Total  25278  100%  
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		Section IIIA.  COMPONENT OVERVIEW

		Section IIIB.  COMPONENT CHALLENGES










Section III - Fiscal Year (FY) 2010 Strategic Human Capital Workforce 
Report: 


Defense Threat Reduction Agency (DTRA) 
 


 
 


As of 9/30/2010 
 


 All 
Agency 
Civilians 


OSD Designated Mission Critical Occupations (MCOs) at DTRA 
 


Eng’r 
(Const) 
(0810) 


 


Fin 
Mgmt 
(0501/
0510/ 
0560) 


HR 
(0201) 


 


IT 
(0854/
0855/ 
2210) 


 


Install & 
Environ 
(0018) 


Linguists/
Language 


(1040) 


Log Mgmt 
(Non-


DAWIA) 
(0346) 


Security 
(0080) 


Demographics          
Workforce Size 1,195 18 80 30 82 11 8 9 55 


2010 Target 1,099            
          


% Male  88.89% 35.00% 30.00% 73.17% 81.82% 62.50% 77.78% 70.91% 
% Female  11.11% 65.00% 70.00% 26.83% 18.18% 37.50% 22.22% 29.09% 


          
% Disability  11.11% 11.25% 16.67% 8.54% 18.18% 0.00% 22.22% 18.18% 


          
% Veteran  33.33% 22.50% 33.33% 32.93% 72.73% 0.00% 66.67% 56.36% 


          
Salary Level I (0-50K)  0.00% 5.00% 6.67% 3.66% 0.00% 0.00% 0.00% 1.82% 


Salary Level II (51K-100K)  38.89% 60.00% 70.00% 60.98% 72.73% 87.50% 66.67% 83.64% 
Salary Level III (100K+)  61.11% 35.00% 23.33% 35.37% 27.27% 12.50% 33.33% 14.55% 


Education          
< Bachelor’s  5.56% 55.00% 76.67% 50.00% 72.73% 25.00% 55.56% 80.00% 


Bachelor’s or Higher  55.56% 35.00% 13.33% 28.05% 18.18% 0.00% 22.22% 16.36% 
Master’s or Higher  33.33% 10.00% 10.00% 17.07% 9.09% 75.00% 22.22% 3.64% 


Doctorate or Higher  5.56% 0.00% 0.00% 1.22% 0.00% 0.00% 0.00% 0.00% 
Planning Considerations          


Retirement Current  16.67% 13.75% 13.33% 15.85% 36.36% 62.50% 33.33% 10.91% 
Retirement in 1-5 Years  44.44% 18.75% 13.33% 28.05% 18.18% 0.00% 44.44% 18.18% 


Total  61.11% 32.50% 26.66% 43.90% 54.54% 62.50% 77.77% 29.09% 
          


Age, <35  22.22% 12.50% 13.33% 14.63% 0.00% 12.50% 0.00% 1.82% 
Age, 35-55  44.44% 71.25% 76.67% 64.63% 63.64% 12.50% 44.44% 83.64% 
Age, 56+  33.33% 16.25% 10.00% 20.73% 36.36% 75.00% 55.56% 14.55% 


          
Years of Service, 0-5  50.00% 27.50% 33.33% 31.71% 27.27% 12.50% 33.33% 21.82% 


Years of Service, 6-10  22.22% 13.75% 10.00% 14.63% 18.18% 0.00% 33.33% 34.55% 
Years of Service, 11-20  5.56% 17.50% 16.67% 17.07% 27.27% 37.50% 0.00% 23.64% 
Years of Service, 21+  22.22% 41.25% 40.00% 36.59% 27.27% 50.00% 33.33% 20.00% 


          
FY 2009 Turnover %  10.00% 1.31% 10.00% 5.09% 8.33% 10.00% 0.00% 1.79% 
FY 2010 Turnover %  5.26% 2.44% 11.76% 4.65% 15.38% 11.11% 0.00% 1.79% 
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Section IIIA.  COMPONENT OVERVIEW:  Missions and Key Focus Areas 
 


The Defense Threat Reduction Agency (DTRA) mission is to safeguard America and its 
allies from weapons of mass destruction (WMD) (chemical, biological, radiological, nuclear) and 
high-yield explosives by providing capabilities to reduce, eliminate, and counter the threat and 
mitigate its effects.  With such an immense and critical mission, the current and future workforce 
skills and competency requirements cut across the spectrum of functional communities.  Three of 
DTRA’s Mission Critical Occupations (MCOs) that provide crucial support to the mission are 
Security Administration, Information Technology (IT) Management, and Financial Management. 
 
 For Security Administration (Occupational Series 0080), keeping abreast of the latest 
skills related to Information Security, Personnel Security, Operations Security, Physical Security, 
Antiterrorism, Research Technology Protection, and Special Access Programs is essential to 
meet DTRA’s current mission.  As new technologies are developed and DTRA’s mission 
evolves, it is essential that the skills of the current workforce of 0080s are retained and 
developed in these areas. 
 
 The IT Management (Occupational Series 0854, 0855, and 2210) community is an MCO 
that must sustain the competencies required of its functional community.  Workforce skills are 
required to keep pace with ever-changing technology and what is necessary to support DTRA’s 
IT modernization and infrastructure initiatives, and, in turn, DTRA’s mission.  As DTRA’s 
global countering WMD mission continues to evolve and expand, the IT Management 
community must be prepared.  This community maintains their skills by utilizing the competency 
models developed through the Defense Acquisition Workforce Improvement Act (DAWIA) and 
the Information Assurance Workforce Improvement Plan. 
 
 A third crucial functional community within DTRA that is linked with mission success is 
the Financial Management community.  Strategies are targeted at hiring and developing 
personnel to ensure the community has the experience and knowledge necessary to meet current 
and future Financial Management needs in a dynamic mission and professional environment.  
Emphasis includes expanding the breadth and depth of functional expertise in MCOs 
(Occupational Series 0501, 0510, and 0560) and related Financial Management disciplines. 
 
Section IIIA.  COMPONENT OVERVIEW:  Environmental Considerations  
   


Recent Departmental initiatives to reduce costs and improve the efficiency of the Defense 
enterprise may impact the organizational mission and workforce requirements.  The combination 
of growing countering WMD mission requirements, natural attrition, and the need to implement 
an internal DTRA hiring pause may have strategic workforce implications if attrition-related 
vacancies cannot be filled. 
  
 Other considerations that may come to the forefront include the responsiveness of the 
hiring process to bring personnel on board in a timely manner, the quality of personnel available 
in the labor market to meet strategic mission needs, and the ability to complete personnel 
security clearance requirements in a timely manner.  The impact to overall end strength will be 
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not having sufficient personnel in place to fully meet DTRA’s current dynamic mission or future 
mission expansion. 
 
Section IIIB.  COMPONENT CHALLENGES:  Environmental Constraints  
 


Departmental initiatives of maintaining staffing at fiscal year 2010 levels may have 
strategic implications if DTRA is unable to fill attrition-related vacancies. 
 
Section IIIB.  COMPONENT CHALLENGES:  Demographic Considerations  
 


A third of DTRA’s civilians will be eligible to retire in March 2015, and this potential 
loss of experience and institutional knowledge could impact the Agency’s ability to support our 
evolving mission.  Since approximately 61 percent of DTRA’s civilians occupy high-grade 
positions (GS-13 and above), recruiting such functional expertise becomes difficult.  Now, more 
than before, DTRA needs to conduct a workforce analysis to provide a better depiction of gaps 
between current and projected skills and competency requirements of the remaining workforce. 
 
Section IIIB.  COMPONENT CHALLENGES:  Workforce Mix 
 


Functional Communities included in the workforce mix for DTRA are:  Installations and 
Environment; Security Administration; Human Resources; Logistics Management (non-
DAWIA); Financial Management; Engineering (Construction); IT Management; and 
Linguists/Language. 
 
 Civilian % 


of Total 
Force 


Military % 
of Total 
Force 


Contracted 
Support % of 
Total Force 


Total 
Force 


FY 2009 Baseline 56 8 36 =100% 
FY 2012 57 8 35 =100% 
FY 2014 57 8 35 =100% 
FY 2018 Desired End State 57 8 35 =100% 
 
Section IIIC.  COMPONENT STRATEGIES: 
 


As the only Department of Defense Combat Support Agency whose primary mission is 
countering the threats of WMD, DTRA requires a workforce with unique, critical skills and 
expertise.  Personnel turnover attributable to retirements, resignations, transfers, promotions, 
military reassignments, and the attraction of commercial sector opportunities diminish DTRA’s 
knowledge and experience base.  Acquiring the right talent, developing future leaders, and 
providing opportunities for employees to grow and expand their functional knowledge are 
essential for mission execution.  Our workforce is our most valuable asset.  The implementation 
of DTRA’s Strategic Workforce Plan (SWP) will create a framework and methodology for the 
development of recruitment strategies, the establishment of our Functional Community 
Management program, and a tactical focus on succession planning and leadership development 
to ensure we have the right resources in the right place at the right time. 
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To be successful, our workforce needs to evolve with our unique requirements.  
Collectively, we must analyze our mission, values, and goals to determine our future workforce 
direction.  Active leadership support and involvement at all levels is absolutely essential for the 
development of targeted recruitment strategies to attract a diverse and qualified pool of potential 
co-workers.  Strategies should be based on identifying future requirements and specifically 
targeting candidates with the critical skills and experiences that DTRA can readily utilize or 
further develop.  We must leverage existing partnerships with the military services, colleges and 
universities, research laboratories, and professional organizations, while continuing to build new 
relationships to inform organizations and individuals about DTRA’s mission and its unique 
opportunities. 
 


DTRA’s SWP creates a foundation to formally address initiatives essential to refining the 
human capital management programs and processes necessary to efficiently support future 
workforce requirements.  Over the course of implementation, these various programs and 
processes will: 
 


• Identify future needs:  Determine the critical skills and competencies that will be needed 
for future mission requirements. 


• Validate current workforce capabilities and identify gaps:  Develop and document 
competencies and career tracks.  Assess competencies of the existing civilian workforce 
against future requirements and projected trends based on anticipated attrition.  Use 
projections to identify and develop strategies to remediate potential gaps. 


• Establish how to get “there” from “here”:  Career tracks will provide a roadmap for 
personal and professional growth and development.  An organizational analysis of the 
current civilian workforce will enable leaders to proactively identify areas requiring 
special development, recruiting, or retention strategies. 


• Align manpower needs with strategic planning and budgeting:  Workforce planning 
should be a critical link between Agency strategic planning and budgeting. 


 
Strategic Workforce Action Teams (SWATs) have been established to tactically 


implement and develop the associated human capital programs and processes.  SWATs, as 
cross-Agency teams, are comprised of individuals with mission-focused perspectives who can 
provide insights into the unique workforce DTRA needs to remain competitive in the Global 
Security Environment.  The Strategic Workforce Goals extend across a 7-year horizon and will 
be refined as Agency priorities shift. 
 


Strategic human capital management is a long-term, iterative process.  An 
implementation status report will be developed periodically to monitor progress against 
established SWP goals and objectives.  The implementation report will consider and adjust to 
changes in strategic direction, as detailed in future versions of the Agency Strategic Plan. 
DTRA’s success depends on its workforce and its ability to execute the Agency’s unique mission. 
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SUPPLEMENTAL (based on additional questions asked by OSD): 
 
1.  “Noted high retirement eligibility in the next 5 yrs - FM 32.5%; IT 43.9%; Security 
29.0%.  What is your strategy to maintain your staff?” 
 
A third (approximately 35%) of DTRA’s civilians will be eligible to retire in March 2015, and 
this potential loss of experience and institutional knowledge could impact the Agency’s ability to 
support our evolving mission.  DTRA needs to conduct a workforce analysis to provide a better 
depiction of gaps between current and projected skills and competency requirements of the 
remaining workforce.  Due to the Secretary of Defense’s Efficiency Initiatives, DTRA has a full-
time equivalent (FTE) cap of 1099 which is restricting us from hiring and replacing those who 
are retiring.  In regard to the three functional communities of FM, IT and Security, our current 
strategy is to promote participation in managerial and functional training to ensure employees are 
engaged and contributing to the mission.  This training and development is especially critical in 
technology driven fields, such as IT.  DTRA’s workforce analysis will provide visibility into 
gaps within IT, FM, and Security where additional strategies will be developed to mitigate these 
gaps and retain critical skills and knowledge for mission execution. 
 
2.  “Are there competencies and strategies for any gaps or directed?” 
 
There are no officially identified strategies or gaps identified for DTRA’s workforce as of yet.  
An anticipated workforce analysis will assist in a current snapshot of today’s workforce 
competencies and a forecast of DTRA’s future workforce.  However, because of our FTE cap of 
1099, we are looking at possible internal realignments of personnel with appropriate skills to 
match mission critical positions. 
 
3.  “When are you conducting workforce analysis - is this tied into the SWP?  Has this been 
institutionalized within DTRA?  When will the SWP be implemented?” 
 
The workforce analysis is tied to the SWP and will be conducted across the functional 
communities of DTRA.  The workforce analysis is contingent upon additional funding. 
 
4.  “Are there any impacts from the Hiring Reform review, BRAC, mil-to-civ & contractor-
to-civ conversions?” 
 
In combination with the Hiring Reform review, mil-to-civ and contractor-to-civ conversions and 
the Secretary of Defense Efficiency Initiatives, DTRA’s has implemented an internal DTRA 
hiring pause. 
 
5.  “What are your recruitment/retention strategies?” 
 
As part of the implementation of the SWP’s framework and methodology, DTRA is establishing 
an integrated agency recruitment and outreach program intended to improve DTRA’s hiring 
process, conduct targeted outreach and develop a cadre of Agency recruiters. 
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DTRA is in the process of developing retention strategies that will be utilized based in varying 
capacities depending on the Functional Community Groups and mission requirements.  Some of 
these strategies would include improved in-processing procedures as well as improved 
communication to the workforce relaying the training and developmental opportunities available.  
 
6.  “How will the Efficiency Review impact DTRA's mission?” 
 
In response to the Secretary of Defense Efficiency Initiatives, DTRA has instituted a strategic 
hiring pause.  There is flexibility to fill critical vacancies on a very limited basis.  Leadership 
identification of additional impacts will facilitate the development of appropriate strategies to 
adjust to changing mission requirements. 
 
7.  “What are your attrition strategies?  Is attrition expected to increase over the FYDP or 
stabilize in those 3 functional areas?  What are your efforts to stabilize?  There is no 
comparison of FY10 turnover rates with FY 09.  Do you have that information?” 
 
The FY 2010 turnover rates have been provided on the introductory chart.  DTRA’s FY 2011 
attrition has not been as high as it has been in past years.  Comparing the average of FY 2009 
and FY 2010’s MCO turnover rates, DTRA’s attrition has increased by less than 1%.  Based on 
hiring pauses, pay freezes, economy, and other environmental impacts, overall attrition is a 
steady state and for FY 2011 we do not anticipate an attrition increase in the three functional 
areas. 


FOUO - D
RAFT





		Section IIIC.  COMPONENT STRATEGIES:

		As the only Department of Defense Combat Support Agency whose primary mission is countering the threats of WMD, DTRA requires a workforce with unique, critical skills and expertise.  Personnel turnover attributable to retirements, resignations, transf...










DoD Strategic Workforce Plan    Fiscal Year 2010‐2018 


 


  Appendix A10: Current and Pending Human Capital Legislation  1 


APPENDIX A10:  HUMAN CAPITAL LEGISLATION 


 


Table A10‐1. Current Human Capital Legislation 


Legislation Directly Related to DoD Civilian Workforce 


NDAA 2010 


H.R. 2647 


 House Report 111‐166 


S. 1033 


 Senate Report 111‐35 


Public Law 111‐84 – Became Law on October 28, 2009 


Department of Defense Appropriations Act, 2010 


 H.R. 3326 


 House Report 111‐230 


 Senate Report 111‐74 


 Public Law 111‐118 – Became Law on December 19, 2009 


 


 


 


 







DoD Strategic Workforce Plan    Fiscal Year 2010‐2018 


 


2  Appendix A10: Current and Pending Human Capital Legislation   


Table A10‐2. Current Human Capital Legislation By Functional Category 


Legislation Directly Related  
to DoD Civilian Workforce 


A
cq
u
is
it
io
n
 


M
e
d
ic
al
 


Ex
p
e
d
it
io
n
ar
y 


O
ve
ra
ll 
H
C
 


P
la
n
n
in
g 


NDAA 2010 Human Resources (HR) Items 


Sec. 564.   Pilot program to secure internships for military spouses with 
Federal agencies 


       


Sec. 831.   Enhancement of expedited hiring authority for defense 
acquisition workforce positions 


       


Sec. 1037.  Authorization of appropriations for payments to Portuguese 
nationals employed by the Department of Defense 


       


Sec. 1101.  Authority to employ individuals completing the National 
Security Education Program 


       


Sec. 1102.  Authority for employment by Department of Defense of 
individuals who have successfully completed the requirements 
of the SMART defense scholarship program 


        


Sec. 1103.  Authority for the employment of individuals who have 
successfully completed the Department of Defense information 
assurance scholarship program 


         


Sec. 1104.  Extension and modification of experimental personnel 
management program for scientific and technical personnel 


       


Sec. 1105.  Modification to DoD laboratory personnel authority         


Sec. 1106.  One‐year extension of authority to waive annual limitation on 
premium pay and aggregate limitation on pay for Federal 
civilian employees working overseas 


        


Sec. 1107.  Extension of certain benefits to Federal civilian employees on 
official duty in Pakistan 


        


Sec. 1108.  Requirement for DoD strategic workforce plans         
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Legislation Directly Related 
to DoD Civilian Workforce 


A
cq
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n
 


M
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d
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al
 


Ex
p
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d
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n
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O
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ll 
H
C
 


P
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n
n
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NDAA 2010 Human Resources (HR) Items 


Sec. 1109.  Adjustments to limitations on personnel and requirement for 
annual manpower reporting 


       


Sec. 1110.  Pilot program for the temporary exchange of information 
technology personnel 


       


Sec. 1111.  Availability of funds for compensation of certain civilian 
employees of the Department of Defense 


       


Sec. 1112.  Department of Defense civilian leadership program         


Sec. 1113.  Provisions related to the National Security Personnel System         


Sec. 1114.  Provisions relating to the Defense Civilian Intelligence Personnel 
System 


       


Sec. 1121.  Authority to expand scope of provisions relating to unreduced 
compensation for certain reemployed annuitants 


        


Sec. 1122.  Part‐time employment         


Sec. 1901.  Credit for unused sick leave         


Sec. 1902.  Limited expansion of the class of individuals eligible to receive 


an actuarially reduced annuity under the Civil Service 


Retirement System 


       


Sec. 1903.  Computation of certain annuities based on part‐time service         


Sec. 1904.  Authority to deposit refunds under FERS         


Sec. 1905.  Retirement credit for service of certain employees transferred 


from District of Columbia service to Federal service 
       


Sec. 1911‐1919. Non‐foreign area retirement equity assurance         
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Section III - FY10 Strategic Human Capital Workforce Report: 
Department of the Air Force 


 
Section IIIA.  COMPONENT OVERVIEW 


1. Missions and Key Focus Areas 
 
Vision 
The United States Air Force will be a trusted and reliable joint partner with our sister services, known for 
integrity in all of our activities, including supporting the joint mission first and foremost.  We will provide 
compelling air, space, and cyber capabilities for use by the Combatant Commanders.  We will excel as 
stewards of all Air Force resources in service to the American people, while providing precise and reliable 
Global Vigilance, Reach and Power for the Nation.1


 
   


Mission 
The mission of the United States Air Force is to fly, fight and win…in air, space and cyberspace.   
 
Priorities 
 In order to accomplish the mission, the Air Force has set five priorities:  


• Reinvigorate the Air Force Nuclear Enterprise 
• Partner with the Joint and Coalition Team to Win Today’s Fight 
• Develop and Care for Airmen and Their Families 
• Modernize Our Air and Space Inventories, Organizations and Training 
• Acquisition Excellence2


 
   


Successful accomplishment of the mission will be met by diligent work toward meeting the goals and 
objectives supporting the five priorities.  A basic component of this process is the development of a functional, 
flexible, feasible strategic human capital workforce plan.  This plan will also align with the Quadrennial 
Defense Review, the National Security Strategy, the National Defense Authorization Act (NDAA), and the DoD 
Civilian Human Capital Strategic Plan (2010-2011 Refresh).  
 
 The Air Force (AF) civilian workforce is distributed among Combatant Commands where the AF is the 
executive agent, Major Commands (MAJCOMs), Field Operating Agencies (FOAs), and Direct Reporting Units 
(DRUs).  (See Table 1) 
 
 


                                                           


1  2008 AF Strategic Plan, Oct 2008 
 
2  SECAF/CSAF Mission Statement and Priorities, Letter to Airmen, 15 Sep 08  
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TABLE 1 
DAF US Permanent Fulltime (USPFT) Civilian Strength Overview 


 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 


 
 
  


DAF Major Organizations Population  Grand Total 
AIR FORCE MATERIEL COMMAND 60,644 
AIR EDUCATION & TRAINING COMMAND 13,689 
AF RESERVE COMMAND 12,520 
AIR COMBAT COMMAND 8,942 
AIR MOBILITY COMMAND 8,351 
SPACE COMMAND 7,265 
PACIFIC AIR FORCES 2,843 
AF GLOBAL STRIKE COMMAND 2,339 
AF CIVILIAN CAREER TRAINING 2,135 
HQ  AF INTELLIGENCE AGENCY 1,852 
AF SPECIAL OPERATIONS COMMAND 1,407 
AF PERSONNEL CENTER 1,315 
US AIR FORCES EUROPE 1,264 
US STRATEGIC COMMAND 1,232 
AF DISTRICT WASHINGTON (DRU) 1,368 
US AIR FORCE ACADEMY (DRU) 1,023 
AFELM US SPECIAL OPERATIONS COMMAND 839 
HQ USAF 969 
AF AUDIT AGENCY 706 
AIR NATIONAL GUARD 613 
OFFICE OF SPECIAL INVESTIGATIONS 584 
AIR NATIONAL GUARD SUPPORT CENTER 564 
AFELM US NORTH COM 561 
AF CENTER FOR ENVIRONMENTAL EXCELLENCE 510 
AF ELEMENTS – OTHER 489 
HQ USAF AND SUPPORT ELEMENTS 218 
AFELM US TRANSPORTATION COMMAND 476 
HQ USAF DIRECT SUPPORT ELEMENTS 429 
AF-WIDE SUPPORT ELEMENTS 412 
AF MANPOWER AGENCY (FOA) 314 
HQ AF WEATHER AGENCY 287 
AF TECHNICAL APPLICATIONS CENTER 313 
AFELM US CENTRAL COMMAND 277 
AF LEGAL SERVICES AGENCY 253 
AF OPERATIONAL TEST & EVAL CENTER (DRU) 190 
OTHER  (<200 PERSONNEL; INCLUDES FOAS/DRUS) 1,608 
DAF USPFT Total 138,801 


As of 9/30/2010 
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2.  Environmental Considerations 
 
     Eighteen professional occupational series have been identified as mission critical occupations (MCOs), 
meaning they are key to current/future mission requirements of the AF and/or present a challenge regarding 
recruitment and retention (See Table 2).  As directed by OSD, we are excluding non-professional MCOs at this 
time.   
 
TABLE 2     AF MCO USPFT DEMOGRAPHICS  
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Major current and future environmental factors and constraints that could impact workload drivers 


• Current constrained fiscal environment of the US that is forcing more competition for resources among 
and within all federal agencies 


• Transformation or elimination of organizations and programs to yield efficiencies 
• Management of changes directed by law and/or policy  
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• New and evolving missions and programs, e.g., in the acquisition, nuclear,  cyber, and information 
technology arenas; standup or enhancement of programs, e.g., school liaison, sexual assault response 
coordination 


• Greater emphasis on a trained, ready Civilian Expeditionary Workforce as part of the Total Force 
(Active Duty, Reserve, Guard, Civilian, and Contractor) construct 


• Reduction of personnel to free resources for development and maintenance of systems  
• Degree of adaptation to and accommodation of generational differences in work expectations 
• Effects of Joint Basing, BRAC, and AF Common Output Level Standards 


 
Specific impact of factors on workload and personnel strength requirements  


• The severely constrained budget is forcing the Air Force, as well as the nation as a whole, to look for 
efficiencies.  In his CSAF Vector 2010, 4 July 2010, Gen N. A. Schwartz, Chief of Staff, USAF, stated, 
“Budgets will get tighter and threats more compelling; yet we must constantly adapt in order to remain 
strong.  Our distinctive brand of flexibility, expertise, and creativity will prove indispensable in the 
future.”  In his speech “Statement on Department Budget and Efficiencies” delivered at the Pentagon 
on 6 January 2011, Secretary of Defense Robert M. Gates noted several areas of DoD-wide savings that 
particularly impact the MCOs and their functional communities, such as the savings accomplished by 
the following two options: 


• Significant reductions in contractor staff support, reducing this cadre by 10 percent per year for 
three years 


• Freezes in civilian salaries and corresponding changes in assumptions over the FYDP, i.e., 
decreases in the inflation rate and projected pay raises 


Other economic considerations include: 
• The potential for a combination of long-term (more than two years) pay freezes and a change in 


the retirement formula from a three-year to a five-year basis, especially in tandem with 
potential increases in employees’ benefits contributions (health, life insurance, long-term care, 
etc.) may hasten the retirement plans of those eligible or cause employees with less time 
invested in federal service to depart for non-governmental positions, especially the younger 
employees and the more competitive, “best and brightest.”  These factors might also have a 
negative impact on recruiting, especially in career fields that are highly competitive with the 
private sector like Nurses, Medical Officers, and Electronics Engineers.  Retention may be more 
difficult due to curtailed incentives such as college loan repayment; tuition assistance; bonuses 
for recruitment, retention, and relocation; special pay rates for hard-to-fill jobs; and reduced 
training opportunities.   


• Conversely, due to the overall poor economy and high unemployment, civilian employees may 
not see better options in the private sector and may decide to remain in federal service.  
Eligible retirees may decide to continue working to retain less expensive health benefits, 
increase future retirement income, and/or increase salary by attaining a promotion, step 
increase, or quality step increase.  


• As organizations and programs are initiated, reorganized, or eliminated, there are resulting workforce 
additions, reductions, promotions, management reassignments, separations, or retirements.  Examples 
include base closures and realignments; regionalization or consolidation of operations, such as the AF 
Personnel Center at Randolph AFB, TX, or the AF Center for Engineering and the Environment at 
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Lackland AFB, TX; and organizational restructures, such as the merger of Manpower, Mission Support, 
and Services into a single Force Support Squadron.    


• As laws and/or policies are implemented, changes must be addressed and managed.  For example, 
when Congress authorized and appropriated military construction funding for new Child Development 
Centers to meet the childcare needs of Airmen, additional personnel had to be hired to staff the 
centers.  The number of staff hired was based on meeting caregiver-to-child ratio requirements 
established in AF policy in order to meet National Association for the Education of Young Children 
(NAEYC) accreditation standards.   


• New and evolving missions also effect changes to the workforce.  For example, when the AF expanded 
its Wounded Warrior Program to include Recovery Care Coordinators, additional personnel were hired, 
work space and equipment had to be secured, training had to be developed, budgets had to be re-
worked to fund the related resources required to do the job, and the program had to be evaluated and 
adjusted accordingly. 


• Individuals selected for positions identified as part of the Civilian Expeditionary Workforce (CEW) will 
require appropriate initial and on-going training.  If deployed, there is no current plan for backfills, so 
the workload will fall to other employees, as it does when a military member deploys or a civilian 
employee is mobilized to fulfill Reserve or National Guard duties.  DoD “… is facing mission 
requirements of increasing scope, variety, and complexity. To ensure the availability of needed talent 
to meet future demands, we are conducting a deliberate assessment of current and future workforce 
requirements….As part of these efforts, the Department is working to better employ the talents of our 
civilian personnel to meet today’s challenges. For example, the Secretary of Defense has created the 
CEW, which will provide deployable civilian experts to support efforts in Afghanistan, Iraq, and other 
contingencies. Specifically, the CEW is designed to enhance DoD’s ability to work alongside and help 
build the capacity of partner defense ministries, in so doing reflecting the importance of civilian 
oversight….In keeping with the Administration’s goal of reducing the government’s dependence on 
contractors, the Department introduced its in-sourcing initiative in the FY 2010 budget. Over the next 
five years, the Department will reduce the number of support service contractors to their pre-2001 
level of 26 percent of the workforce (from the current level of 39 percent) and replace them, if needed, 
with full-time government employees.”3


• Delays in bringing workable systems on line, coupled with decreases in personnel, have required the 
continuing use of legacy systems and increased workloads for the remaining personnel.  Historically, 
costs have risen with each passing year as contracts are initiated, extended, revised, or cancelled.  
Contract options may include fixed-priced, cost-plus, time-and-materials, and sole-source awards.  Per 
the May 2010 National Security Strategy, “Wasteful spending, duplicative programs, and contracts with 
poor oversight have no place in the United States Government.  Cost-effective and efficient processes 
are particularly important for the Department of Defense, which accounts for approximately 70% of all 
Federal procurement spending.  We will scrutinize our programs and terminate or restructure those 
that are outdated, duplicative, ineffective, or wasteful.  The result will be more relevant, capable, and 
effective programs and systems that our military wants and needs.”


  


4


                                                           


3DoD Quadrennial Defense Review Report, February 2010, pp. 55-56  


 


4 National Security Strategy, May 2010, p.34 
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• Failure to account for generational differences in employees’ views toward work environments, the 
work itself, and work/life balance may negatively impact both recruiting/accessions and retention. As 
members of the Traditional and Baby Boomer generations retire or leave federal service in ever greater 
numbers, the largest pool of young talent resides in the Net (or Millennial) Generation.  According to 
research done by the New Paradigm Learning Corporation (now nGenera), members of the Net 
Generation are interested in flexible work schedules and overtime; social connection with their peers 
and a place to belong; variety in their work; leading by example and involvement, with positive 
feedback and public recognition; and training as a tool for productivity and retention.5


• Joint Basing Agreements impacted hiring requirements.  In order to meet AF Common Output Level 
Standards where the AF is Joint Base lead, positions in law enforcement were gained from the Navy or 
the Army.  At bases where the AF is not the Joint Base lead, the AF established additional civilian law 
enforcement positions.   


   


• BRAC-related relocations have led to a great deal of “churning” within the civilian workforce.  Civilians 
required to move out of local commuting areas, to travel what they consider burdensome distances, 
and/or being relocated to a facility not well served with public transportation, have been retiring, 
resigning, or seeking other positions within the AF or with other agencies/organizations rather than 
move to the new work site.  Alternatively, just as some employees have left jobs, others have sought 
jobs because they will be able to work closer to home or have better transportation options.   


 
SECTION IIIB.  COMPONENT CHALLENGES 
 
This report will focus on five of the MCOs from three functional communities:   
FUNCTIONAL COMMUNITY MCO MCO Description 
Law Enforcement 0083 Police 
Logistics 0346 Logistics Management 
Financial Management 0501 


0510 
0560 


Financial Administration & Program 
Accounting 
Budget Analysis 


 
These five MCOs were selected from among the 18 MCOs found in Table 2 because they are representative of 
unique situations.  Law Enforcement is a small workforce that has grown exponentially in a short timeframe 
(tripled from 364 to over 1,200 positions in 3 years) to meet post-9/11 security requirements and Joint Basing 
agreements.  The 0083 occupational series has limited career progression, an aging workforce with 
concomitant health/fitness issues in a field that has age limitations and stringent physical/fitness 
requirements, and a lack of flexibility within the position descriptions to meet the mission.  Logistics has the 
largest number of US Permanent Full-Time civilians of any AF Career Field, 50,350 of 138,801, or 36.3% of the 
total US permanent civilian workforce, and there are 3,641 in the 0346 occupational series (7% of the Logistics 
career field).  The 0346 Logistics Management MCO is forecasting slight growth through FY 2015 of 202 
positions, has a Human Capital Strategy Plan in place, but is working to address competencies in addition to 


                                                           


5 Survey by the New Paradigm Learning Corp (now nGenera), October 2006, quoted in Net Generation, Chief Information Officers 
Council, Washington, D.C., April 2010, p. 38 
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experiential requirements.  They are very involved in warfighter support, helping get the right resource to the 
right location at the right time.  The Financial Management career field is exemplary for its robust Human 
Capital Plan, civilian development process, and ubiquitous role in all aspects of meeting AF priorities to 
achieve missions and support the warfighters, especially in a constrained financial environment.  The 
obviously critical role played by personnel in the 0501, 0510, and 0560 MCOs influenced their inclusion in this 
report.  Additionally, Logistics, 0346, (15%) and Financial Management, 0501, 0510, and 0560 (22%), comprise 
two of the Functional Communities with the most populous MCOs included in this report.   (See Chart 1)   
 
Factors for designating these occupational series as MCOs follow.  
       Law Enforcement - 0083, Police 


• Civilian workforce has tripled (346 to 1,200) since 2007; 92% of 0083 positions are filled by 
veterans  


• AF is unique among the components in capping 0083 positions at the GS-9 level; over 95% are GS-6 
positions 


• Directly supports Civilian Expeditionary Workforce 
• As stated in the February 2010 Quadrennial Defense Review Report (QDR), one of DoD’s 


priority objectives is to Preserve and Enhance the All-Volunteer Force. “Years of war have 
significantly stressed our military personnel and their families. Given the continuing need 
for substantial and sustained deployments in conflict zones, the Department must do all it 
can to take care of our people—physically and psychologically….Our preserve-and-enhance 
efforts will focus on transitioning to sustainable rotation rates that protect the force’s long-
term health. The Department plans that in times of significant crisis U.S. forces will be 
prepared to experience higher deployment rates and briefer dwell periods for up to several 
years at a time and/or to mobilize the Reserve Component….The Department will also 
expand its Civilian Expeditionary Workforce (CEW) to augment the military effort as 
required.”6


• Concern with age of current force, medical, and physical fitness requirements; current AF policy is 
to disqualify persons unable to meet these requirements, resulting in the potential for adverse 
actions and also contributing to attrition  


  


• Increased backfill for military deployments is being covered with approximately 1,000 over hires 
paid from Overseas Contingency Operations (OCO) funding; over hires will be decremented as 
military deployments decrease 


• DoD does not allow civilians to be used in the security of operational nuclear weapons; host nations 
under Status of Forces Agreements (SOFAs) allow use of military but not civilian US citizens as 
police officers (Local National employees fill what might be US civilian positions) 


• Congressional mandate for decrease in contract law enforcement by 10% per year 
• Initial lack of available civilian manpower positions led to inability to meet DoD/Combatant 


Command security standards for Continental US (CONUS) locations without heavy use of extended 
duty days for military, reduced manning of posts, and/or using augmentees from other military 
specialties 


                                                           


6DoD Quadrennial Defense Review Report, February 2010, pp. vi-vii 
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• Expect 365 full-time equivalents (contracting work that equates to a civilian full-time work year) in 
contract security to be converted to GS-0083 positions in FY12, which will also meet Congressional 
mandate to reduce contract support; gaining civilian positions from former Army and Navy 
installations at Joint Bases 


 
CHART 1 


 
 
NOTE:  This chart depicts the relative percentage of civilian inventory within the total of all AF mission 
critical occupational series only, not the entire AF civilian inventory.  Electronics Engineering (20%), Logistics 
Management (15%), Human Resources Management (12%), and Financial Administration and Program 
(10%) comprise over half (57%) of the total MCO inventory in the AF.    
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 Logistics Management - 0346, Logistics Management 


• Logistics Career Field employs the largest number of USPFT civilians of any AF Functional 
Community (See Chart 2) 


• Evolving into enterprise logistics by combining functions to increase efficiencies and reduce 
overhead, e.g.,  Life Cycle Logistics, Maintenance Support, Supply Management, and 
Deployment/Distribution/Transportation 


o Regionalized warehousing and pre-positioning of supplies reduced installation inventories in 
mid-2000s, resulting in a net loss of installation-level personnel required to manage the 
inventory  


• In-sourcing, military-to-civilian conversions, and migration from other series projected to increase 
number of positions 


• Directly supports Civilian Expeditionary Workforce as previously described for Law Enforcement 
(see reference 6, page 12) 


 
Financial Management - 0501, Financial Management; 0510, Accounting; 0560, Budget Analysis 


• Critical to supporting the Air Force’s fiscal responsibilities 
• Ability to complete personnel security requirements in an expeditious manner impedes the hiring 


process and also may delay new accessions from actually doing their job until such time as a 
security clearance is approved.  This is especially problematic with hires from outside DoD 


• No contractor-to-civilian conversions are expected in FY12, but more are expected in FY13-16 
• Directly supports Civilian Expeditionary Workforce, as previously described for Law Enforcement 


(see reference 6, page 12) 
 
 
Civilian personnel working in these five critical MCOs provide warfighter support both in garrison and in 
locations around the world.  They fill in for deployed military members, are deployed themselves, provide 
services for the warfighters and their family members, ensure the supply chain is appropriately stocked and 
move items expeditiously (the right resource in the right place at the right time), oversee and execute financial 
transactions accurately and in a timely manner, and meet standards set in all operating venues.  
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CHART 2 


 
 
 
NOTE:  All AF civilian positions belong to one of 22 recognized career fields that are aligned under the 
appropriate Deputy Chief of Staff or Secretariat Functional Authorities (FAs).  The FAs further assign 
directorate-level functional managers (FMs) who in turn delegate day-to-day career field management 
duties to appointed career field managers (CFMs).  Career fields may be composed of single or multiple 
occupational series; career fields may share occupational series, e.g., 0301 Miscellaneous Administration 
and Programs, 0343 Management and Program Analysis, 1082 Writing and Editing, 1101 General Business 
and Industry, and 2210 Information Technology Management.   
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1. Environmental Constraints  
         Major current and future environmental factors and constraints that could impact workload drivers 


• Operating within the current economy 
• Attrition 
• Budget 
• Labor market 
• Hiring process 
• Security Clearance and Public Trust Investigations 


 
• Operating within the current economy - The combination of long-term (more than two years) pay 


freezes and a change in the retirement formula from a three-year to a five-year basis, especially in 
tandem with potential increases in employees’ benefits contributions (health, life insurance, long-
term care, etc.) may hasten the retirement plans of those eligible or cause employees with less 
time invested in federal service to depart for non-governmental positions, especially the younger 
employees and the more competitive, “best and brightest” 


• Attrition – From FY06-FY10, AF US Permanent Full-Time civilian attrition rates averaged 7.2%, 
trending upward from 7% in FY 06 to 9% in FY08, dropping to 6% in FY 09, and remaining steady in 
FY 10.  (See Chart 3)  Attrition rates may increase at a higher rate if the current pay freeze is 
extended beyond 2 years, and especially if Congress also changes the retirement compensation 
formula from a 3-year average to a 5-year average basis.  This might be the decision point that 
leads many of the almost 12,000 retirement-eligible employees (a/o 30 Sep 10) to retire prior to 
these changes.  This number represents 16.7% of the US Permanent Full-time civilian employees in 
the AF.  A multi-year salary freeze, change in retirement earnings formula, cuts in training and/or IT 
initiatives, restriction/elimination of paying recruitment, relocation and retention bonuses, student 
loan repayments and tuition assistance , might all combine to lead employees with less than 10 
years of federal service to seek positions elsewhere, particularly members of the Millennial 
generation.  An analysis of recently hired federal employees from FY06 to FY08 by the Partnership 
for Public Service found that 24.2% of the generation of employees in their 20’s and 30’s left their 
jobs within two years.  The same reasons that might motivate new, and especially younger, 
employees to leave might also make it more difficult to recruit new employees.  With annual AF 
attrition ranges from 6% to 9% between FY06-FY10, and retention rates for the same period range 
from 91% to 94%, a large spike in attrition would strain the current workforce and lead to 
additional recruiting, hiring, and training costs for new personnel. 
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CHART 3 
 


 
 
 
• Budget - Solutions to the current fiscal challenges being discussed publicly include federal 


furloughs, RIFs and hiring freezes; reduction in contract support; reduction in travel, training and 
relocation, retention and recruitment bonuses; agency/organization reorganizations to eliminate 
duplication; increased employee contributions to insurance and health programs and elimination of 
agencies/programs with necessary work assigned to other agencies.  Rising costs associated with 
energy, BRAC, joint basing, Common Levels of Service and the need to maintain legacy systems 
while waiting for replacement systems to be fully operational also strain the budget.  Rapid 
advancements in IT increase costs as the AF struggles to keep up with those advancements through 
purchases of upgraded hardware, software, other technological tools and the associated training to 
support them.  As missions continue to increase in number, complexity, duration and locations, any 
reduction in total personnel may drive additional overtime and health/safety costs as fewer people 
are available to work.   


• Labor market - Labor market issues exert both positive and negative impacts.  In the current 
market characterized by high unemployment (average of 9%), federal jobs are attractive.  If 
business picks up, there will be more competition, especially for the higher-skilled candidates, and 
accessions may become more difficult.  Generational shifts (Traditionalist and Baby Boomer 
retirements and resignations vs. a large pool of Millennials, especially at the entry level) in the 
labor market will also impact recruitment and retention.  This negative effect will be exacerbated if 
the AF fails to become more technically adept due to money constraints.  The AF includes both 
military personnel work and civilian personnel work in the 0346 occupational series.  As military 
personnel positions are reduced and/or civilianized, the pool of trained 0346 Logistics Management 
candidates available for civilian hire may increase in the short term but will shrink in the out-years. 
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• Hiring processes - Hiring processes are improving, but still may take more than six months from 
initiation to completion.  Strong candidates often accept positions with other employers rather 
than wait.  The AF strategy for hiring corporate interns is being reexamined due to revocation of 
the Federal Career Intern Program (FCIP) under Executive Order 13562 and replacement by the 
Pathways Programs.  Merit Promotion is the most frequently used method for hiring within the AF. 


• Security Clearance and Public Trust Investigations - The ability to complete personnel security 
requirements in an expeditious manner is lengthier and more expensive when personnel are hired 
from outside of DoD and do not already have the necessary security clearances to use government 
information systems.  This also impacts productivity since the employee may not be able to 
perform important aspects of their duties until finally cleared.   


 
2. Demographic Considerations 
 


Strengths of current demographics 
• At the entry level, the 0346, 0501, 0510, and 0560 series access new personnel through the Central 


Salary Account Intern Programs, Student Career Experience Program (SCEP), local developmental 
programs (e.g., GS-5/7/9 or GS-7/9/11 developmental positions that result in annual non-
competitive promotions to the highest designated grade level as long as the incumbent meets the 
position standards satisfactorily), and via all other OPM-sanctioned hiring authorities (Delegated 
Examining Unit, Schedule A, Veterans Employment Opportunity Act, etc.).  


• In the Financial Management community, interns replace 7-8% of the annual losses.  On average, 
95% of the FM intern graduates are hired at target grades of GS-11 or GS-12.   By averaging FM 
data collected from FY02-09, 60% of new accessions, GS-13 and below, were non-veterans, 17% 
had prior military service, and 15% were retired military.  From FY02-09, the FM succession 
strategy reveals that 89% of GS-14s were internal promotions and 83% of the external promotions 
were veterans; 90% of GS-15s were internal promotions and 50% of the external promotions were 
veterans; and 53% of the SES/SL/STs were internal promotions and 14% of the external promotions 
were retired military.  Veterans comprise 58% of the 0346 occupational series.  


 
Weaknesses of current demographics  


• The 0083 series is unique in that its positions are capped at the GS-9 level (95% of all positions are 
GS-6) and it has stringent fitness and physical requirements.  Being primarily entry level jobs, 
separating military members and family members are a good source for new accessions.   


• Retention in the 0083 series can be problematic because there are few opportunities for 
advancement within the occupational series and because, in a good economic climate, other law 
enforcement entities offer better pay, benefit packages, retirement plans, and/or advancement 
opportunities. 


  
Workforce trends and projections that could impact ability to meet end-strength targets 


• Post-cold war transition to an Expeditionary Total Force drives increased deployments, logistics 
tails, and reliance on the Air Reserve Components in order to meet forward basing requirements.  
For example, heavily deployed military Security Forces resulted in increased civilian and contracted 
police and guards.  
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• Historical accession trends that impact end strength include budget increases/decreases, repeal of 
Dual Compensation Reductions for military retirees in 2000 (which led to an increase in the number 
of retired military members seeking civilian employment), mission changes and reorganizations, 
Congressional mandates, and changes in hiring authorities.  


• Attrition rates among four of the five MCOs highlighted have generally trended downward from 
FY08-FY10 (See Chart 4).   


 
CHART 4 
 


 
 


 
•    Retirement eligibility impact follows.  


• Law Enforcement:  16% are eligible to retire within 5 years.  Medical requirements, physical 
fitness requirements, and low grade levels generally have more effect on turnover than 
retirement eligibility. 


• Financial Management:  31% of 0501s, 40% of 0510s and 36% of 0560s are eligible to retire 
by FY16.  This functional community has a well-developed succession plan. 


• Logistics Management: 35% of the workforce is eligible to retire by FY16.  This functional 
community historically draws on separating or retiring military members as a major source 
to replenish vacancies; 58% of 0346 positions are filled by veterans. 
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Specific impact of factors on workload and personnel strength requirements 


• Financial Management civilians face an increased workload as they must continuously balance the 
dollars associated with the effects of the constrained budget and the efficiencies directed by Secretary 
Gates. 


• Logistics civilians face an increased workload due to movement of resources to, from and between the 
AORs, in addition to on-going in-garrison requirements and responses to any humanitarian/emergency 
natural disaster events that occur. 


• Law Enforcement civilians face an increased workload as they backfill the active duty Security Forces 
members who are deployed or TDY in order to maintain the higher security standards for installations 
that have been implemented since 9/11.  The stress on the security force, in addition to new Joint 
Basing requirements, has led to a very large increase in a short time within this occupational series.  
The AF currently has approximately 1,200 GS-083 police (compared to about 3,000 each for our sister 
services), which is triple the 364 GS-083 positions required by the AF in 2007.   The need to meet Joint 
Basing and AF Common Output Level Standards requirements has also impacted the need for 
additional civilian police.  Using positions created by the contractor-to-civilian program, 350 new AF 
police officers were hired to work at Joint Bases and Army and Navy civilians have been integrated into 
the AF at AF-led Joint Bases.  
       


3. Workforce Mix    
 
 TABLE 3                 WORKFORCE MIX 


 
Civilian % of 
Total Force 


Military % of 
Total Force 


Contracted 
Support % of Total 


Force 


Total Force 


FY09 Baseline 40.2%/27,310 59.8%/40,637 UNKNOWN =100% 
FY12 47.1%/32,421 52.9%/36,442 UNKNOWN =100% 
FY14 47.4%/41,033 52.6%/36,306 UNKNOWN =100% 
FY16-18 Desired 
End-State 


47.4%/41,012 52.6%/36,247 UNKNOWN =100% 


NOTE:  This table aggregates AF-wide data from the following MCOs:  0018, 0080, 0081, 0083, 0180, 0185, 
0201, 0346, 0501, 0510, 0511, 0560, 0602, 0610, 0660, 0810, 0854, and 0855.  The Civilian % of Total Force 
data includes only US Permanent Full-time Personnel. Due to lack of direct correlation between military AF 
Specialty Codes (AFSCs) and civilian occupational series, the military data is estimated. 
 
Workforce mix was determined using data from Defense Civilian Personnel Data System (DCPDS). 
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 Section IIIC.  COMPONENT STRATEGIES 


A review of local strategic plans and CFCM Reporting Templates (Section IIC) provides the following overview 
of current or planned strategies and initiatives designed to address challenges and constraints above.  


• An electronic Total Force (for use by officer, enlisted, and civilian Airmen) Career Path Tool is in 
final development for individuals to access via the AF Portal.  It will contain personal data and 
generic information on topics including Force Development, Development Teams, Career Field 
News and Information, Education and Training.  It includes sections for an individual’s career field 
occupational competencies, institutional competencies, and their career histories.  Development 
Teams and Career Field Managers will be able to access these files for vectoring and other 
personnel-related actions. 


• The Law Enforcement functional community has been working to reclassify positions from 0080 
(Security Administration) to 0083 (Police Officer) so job descriptions will include normal back-office 
duties plus police duty.  This allows a more flexible use of the workforce and provides additional 
skills for individual employees.  The goal of these reclassifications is to increase the value of each 
position, to enhance organic surge capability to higher Force Protection conditions, and to leverage 
against workforce reductions while meeting the mission.  With SECAF approval, the delegation of 
classification authority will lead to a restructure of the police force and the development of a 
career progression plan within the GS-0083 series up to the GS-14 level, in line with the other 
components.  


• Recruiting 
• The AF routinely uses all appropriate hiring authorities, such as Delegated Examining Unit (DEU), 


Veterans Employment Opportunity Act (VEOA), Veterans Recruitment Appointment, 30% or More 
Disabled Veterans, Military Spouse Appointing, 30-day Critical Needs, and Government-wide Direct 
Hire.  Other important components of our overall succession strategy include Expedited Hiring 
Authority for Acquisition Positions (expires 30 Sep 15), employment of individuals completing DoD 
Scholarship or Fellowship Programs, appointment of individuals with advanced degrees in Science 
and Engineering positions in the AF Research Lab, and Schedule A for Cyber Workforce Career Field. 


• For FY11/12, changes will be incorporated to implement Executive Order 13562, the Pathways 
Program vice the Federal Career Intern Program (FCIP).  Program reorganization will be 
accomplished at the AF Personnel Center (AFPC) by the team that manages the Central Salary 
Account which funds these positions. Increases in the number of SCEPs are also being coordinated 
at AFPC. 


• On-going recruitment is conducted via job announcements in USA Jobs, Job Fairs, recruitment 
programs through post-secondary education or training providers (e.g., colleges, technical schools, 
high schools), classified ads in newspapers and professional journals, DoD Education, Transition, 
and spouse programs, web-based and social media.  


• More emphasis may be placed on other accession programs such as local developmental 
opportunities where the installation/organization takes a higher graded position at the full 
performance journey level and converts it into a developmental GS-5/7/9 or GS-7/9 depending on 
the qualifications of the candidate pool; SCEP conversions, and increased use of other hiring 
authorities such as Schedule A, Spouse Preference, VEOA, DEU, etc. 
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• Employee Development 
• Annual civilian developmental education (CDE) call made, usually in March, for applications to 


attend various professional development training/post-baccalaureate education opportunities 
based on grade; training vectors will be made by the applicant’s respective Career Field 
Development Team (all occupational series).  As one example, the FM Development Teams (DTs) 
are comprised of military officers and SES civilians with a two-star General Officer as the senior 
military member.  The DTs vector both military officers and GS-12-15 civilians, determining 
squadron commander candidate lists and mid- and senior-level developmental education in-
residence candidates. 


• Career Field training opportunities to meet accreditation, certification, continuing education,  
upgrade, or new/changing mission requirements  


• Online New Employee Orientation (NEO) required for all new AF hires (all grades/occupational 
series) to introduce them to the AF culture and methods/paths for career progression  


•  Encourage nominations for new (2-5 yrs) GS-7-13 employees with no military experience to attend 
a two-week in-residence Civilian Acculturation and Leadership Training (CALT) course (all 
occupational series).  CALT was developed as a CSAF initiative to ensure a firm foundation for 
future civilian leaders, providing them with the basic knowledge, skills, and attitudes – institutional 
competencies - used to develop new AF officers.  It is modeled on the Officer Training School 
curriculum, focusing on AF culture, leadership, and problem-solving by developing leadership, 
communication, and warfighting skills.  


• Required Priority 1 training such as certifications required by law, policy or professional 
accreditation agencies is centrally funded.  Priority 2 and 3 training may also be centrally funded, 
but is limited by available funding. 


• Career broadening experiences allow civilians to spend up to 30 months in a new position that 
offers leadership skills (such as squadron or group deputy positions) or new skills (such as moving 
into a different functional area or into an AF-level policy office). 


• Civilians take professional military education (PME) courses in residence or by distance learning or 
seminar.  To attend PME in residence, civilians must be selected by Developmental Education 
teams based on annual calls for candidates. 


• The Civilian Strategic Leader Program (CSLP) is designed to identify high-performing GS-14/15 
personnel for vectoring to corporate leadership development. 


• Rewards & Incentives 
• Tuition assistance; student loan repayment; recruitment, retention, and relocation bonuses; 


quarterly, annual, and special recognition programs; performance and time-off awards will 
continue to be used to attract the best talent, obtain the right skills, and engage/retain the current 
workforce. 


• Workforce Shaping  
• Loss of senior-level employees creates increased workload for remaining employees and leads to 


the loss of institutional knowledge and expert skills, but also creates promotion opportunities for 
lower level personnel.  This may be problematic for high demand occupations that are difficult to 
fill at any time, such as many in IT, healthcare, and science and technology, and in geographic-
specific areas that people do not perceive as desirable, are high cost, or are remote.  
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• An AF Integrated Process Team (IPT) is exploring how to structure the 0080/0083 Law Enforcement 
career field to provide appropriate career ladders/pathways and developmental opportunities.  In 
2011, the AF will initiate reclassification of direct supervisory 0080 security administration positions 
in the law enforcement career field to 0083 police positions.  This will be modeled on the Pentagon 
Force Protection Agency and will parallel the AF military structure. 


•  Retention 
• Prolonged pay freezes and increased share of benefit costs may cause employees to seek non-


federal employment, especially if they have less than fifteen years of federal service, do not feel 
committed to staying until retirement-eligible and have non-federal employment opportunities 
that are more  attractive to them 


• There may be specific geographic locations that have more difficulty retaining mid-level employees 
due to local job market conditions.  Retention bonuses, special pays, higher steps within a grade 
and relocation bonuses to entice people to move into those areas will be used to mitigate this 
problem    


• Programs like the online New Employee Orientation (NEO), mandatory for all employees new to 
the AF, and Civilian Acculturation and Leadership Training (CALT), for GS-7-13 employees with no 
prior military service and 2-5 years of continuous federal service, help new hires assimilate and 
understand how they fit into the AF mission.  These programs help build a sense of community and 
increase the likelihood of retaining personnel, especially younger people (Partnership for Public 
Service analysis of federal retention rates, FY06-08,  for persons in their 20s/30s showed that 24.2% 
left within the first 2 years) 


• Retention enticements include bonuses; challenging developmental opportunities such as Career 
Broadening positions which are used to develop civilians who show leadership potential; and 
special developmental/educational programs. 


• Initiatives 
• Telework has increased, finding favor especially among those whose commuting distances have 


significantly increased.  This increase in teleworking meets AF, DoD, and OPM goals.  For example, 
Objective 3.5 of the DoD Civilian Human Capital Strategic Plan, 2010-2011 Refresh, is “Develop and 
implement policies, programs, and initiatives designed to foster work-life balance and employee 
wellness” and one of the performance measures for this objective is to achieve a 5% increase over 
FY 2009 baseline for people in eligible positions who are teleworking.”7


• All levels:  In addition to providing civilians with easier access to career guidance and mentorship, 
the Airman Development Plan (ADP) is an online collaborative tool that enables supervisors, 
development teams, and career field mentors to work together to grow civilian employees and 
leaders.  The Career Path Tool has been incorporated into the ADP web site.  The secure web-based 
tool allows civilians to communicate their experience, training, and education goals, which are then 
visible to people who can help them achieve those goals.  Civilian career field team members will 
be able to access career briefs, career planning diagrams and all other pertinent information, help 
employees develop a plan to achieve their goals, and give them feedback on how their preferences 


  Teleworking may also 
serve as a recruiting and retention tool, especially with the Millenials. 


                                                           


7 DoD Civilian Human Capital Strategic Plan, 2010-2011 Refresh, p. 13 
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fit with Air Force needs. The information will also enable functional development teams to more 
effectively manage career fields.  It integrates numerous force development tools, such as 
electronic records, duty histories, career-planning diagrams, awards, and assignment preferences 
into one platform, drawing information from the Defense Civilian Personnel Data System. This 
benefits employees because they will not have to go through the process of inputting all of their 
career brief data.  Calls for ADP submissions went out in Mar 2011 to support summer 
development team meetings.  The web site is found on the AF Portal and includes the Civilian 
Leadership Development Continuum chart shown below. (See Chart 5)  


• The Air Force and the respective functional communities are working toward development of 
skills/competencies required to meet mission objectives.  The Financial Management (FM) and 
Logistics functional communities have made great strides in competency development.  The FM 
community has identified Cost Estimation, Budget Execution and Formulation, Governance, 
Accounting, Financial Management Analysis, Program control and Financial Operations as the 
occupational competencies critical for future mission demand.  Institutional and occupational 
competencies have been incorporated into the FM training from tactical to strategic levels.  At the 
basic and mid-level FM training courses, the occupational competencies have been incorporated to 
ensure employees get a complete set of capabilities that all FM personnel need for mission 
accomplishment.  The Logistics functional community developed its competency model by 
leveraging the DoD Logistics Human Capital Strategy.  They identified critical competencies as 
Logistics Design Influence, Integrated Logistics Support Planning, Product Support & Sustainment, 
Configuration Management, Reliability & Maintainability Analysis, Technical/Product Data 
Management, and Supportability Analysis.  These competencies are used for employee 
development and workforce planning. A pending IT enabler will enhance and expand the use of all 
these competencies.  The Law Enforcement functional community’s Security Forces Executive 
Council, comprised of AF Major Command Security Forces Colonels and Chiefs, met in April 2010 to 
develop a revised mission, vision, and core competencies.  The core competencies that came from 
this effort are: Develop Air-minded Defenders, Sustain a Warrior Ethos with a Technological 
Aptitude, and Be Adaptive and Innovative in Delivering Integrated Defense Effects.  Recognizing the 
need for a formal plan, the SF functional community held an Air Force Police Officer Classification 
Review Integrated Process Team 10-11 February 2011 to organize their planning process.   


• The AF institutional competencies identified are Employing Military Capabilities, Enterprise 
Perspective, Embodying Air Force Culture, Leading People, Managing Organizations and Resources, 
Strategic Thinking, Fostering Collaborative Relationships, and Communicating.  Institutional sub 
competencies applicable across all functional communities have also been identified for civilian 
force development.8


 
    


 
 
 


                                                           


8 AF Policy Directive 36-26, Personnel Total Force Development, 27 August 2008, Atch 2 
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CHART 5 
 


 
 
NOTE:   As part of the Air Force’s total force development structure, the civilian leadership development 
continuum provides employees a graphic depiction of the integrated and overlapping developmental 
components.  The continuum helps them better understand how training, education, and experience 
interface across the tactical, operational, and strategic spectrum.  Employees can further use the continuum 
to reference their personal situation with the corporate “big picture” and assist with their career 
development planning.  This information has been disseminated in a variety of venues including as a 
laminated card, on the Force Development web site, and as part of a slide deck for use at Development-
themed briefings across the Air Force. FOUO - D
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Section III – FY 10 Strategic Human Capital Workforce  
 


Section IIIA.  DEPARTMENT OF THE ARMY (DA) OVERVIEW 


1. Missions and Key Focus Areas     


The Army’s mission is to fight and win our Nation’s wars by providing prompt, sustained land dominance 
across the full range of military operations and spectrum of conflict in support of combatant 
commanders.  We do this by:   


• Executing Title 10 and Title 32 United States Code directives to include organizing, equipping, 
and training forces for the conduct of prompt and sustained combat operations on land. 


• Accomplishing missions assigned by the President, Secretary of Defense and combatant 
commanders and transforming for the future. 
 


The overall Army mission cascades down to command specific missions.  As examples, the: 
• U. S. Army Materiel Command provides materiel readiness (Technology, acquisition support, 


materiel development, logistics power projection and sustainment) to the total force across a 
spectrum of joint military operations. 


• U. S. Army Training and Doctrine Command trains both the military and civilian cohorts. 
• U. S. Army Forces Command provides land power to combatant commanders worldwide. 
• U. S. Army Special Operations Command supports the sustainment and deployment of Army 


special operations forces. 
• U. S. Army Intelligence and Security Command conducts intelligence, security and information 


operations for military commanders and national decision makers. 
• U. S. Army Medical Command provides medical, dental and veterinary services for Soldiers and 


their families. 


The FY 2010 budget, the FY 2011 Defense budget as submitted to the Congress, and the 2010 
Quadrennial Defense Review (QDR) are bringing and will continue to bring change to Army missions.   
The FY 2010 budget increased funding for programs directly supporting Soldiers fighting the Nation’s 
wars and their families and is shifting many programs from supplemental funding status into the base 
budget for steady, long-term funding.  The FY 2011 Defense budget calls for enhancing intelligence, 
surveillance and reconnaissance capacity, more helicopters, two Army combat aviation brigades, 
growing special operations systems, and increased wounded warrior initiatives.  The QDR emphasizes 
the balancing of resources to prevail in today’s wars, preventing and deterring conflict through all 
elements of national power and international cooperation, building the security capacity of America’s 
partners to include train and equip authority and to preserve and enhance the all-volunteer force 
through programs that directly support war-fighters and their families on the battle field, in hospitals 
and at home through long-range funding support.  The security of the Nation is becoming ever more 
complex and rapidly adaptive in nature.   The challenges today and in the future demand an Army that is 
highly adaptable, flexible and diverse in its warfighting capabilities.  


 
Military Missions drive the requirements for the Army Civilian Corps.  Civilians provide specialized 
competencies, many of which would not otherwise be available to the Army, in over 500 occupations.  
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Today, the Civilian Corps generally is managed on a decentralized basis with requirements for mission 
accomplishment determined by the Commands, Direct Reporting Units (DRU) and activities employing 
them.  The number of civilians has been growing since September, 2011 as needs to support overseas 
contingency operations have increased.  Conversion of military to civilian positions has freed up Soldiers 
for warfighting - over 10,600 positions were converted from military to civilian status during FY 2007 to 
FY 2010.  The FY 2011 Defense budget and the 2010 QDR portend continuing increases in the number of 
civilians in such critical areas as intelligence, health care for wounded warriors, support of Soldiers’ 
families, training of new Soldiers and helicopter maintenance to identify a few. 
 


Army Civilian Strength Overview 
 


Army Command Population (US and FND) Grand Total 


Army Materiel Command 67,791 


Army Europe and 7th Army 2,023 


Forces Command 3,700 


Army Corps of Engineers 37,080 


Training and Doctrine Command 14,816 


Medical Command 42,567 


Reserve Command 8,851 


National Guard Technicians 27,357 


Military District of Washington 313 


Office, Secretary of Army (OSA) 1,077 


Field Operating Offices (FOA), OSA 2,596 


(Headquarters DA (HQDA) FOAs 7,521 
HQDA –Other (Direct Reporting 
Activities, etc.) 61,039 


Other Commands 17,400 
Army Total 294,131 


 
The Army’s Civilian Strategic Human Capital Plan (SHCP) is an integral part of an overarching Army 
Campaign Plan (ACP) to address total force (Military, civilian and contractor) requirements.  The APC 
aims at realization of the vision of a balanced Army for the 21st century.  The following APC major 
objectives, in whole or in part, impact the civilian workforce: 


• Execute civilian workforce transformation 
• Enhance Soldier, family and civilian well-being and quality of life 
• Provide a safe and healthy environment to train, work and live. 
• Train Soldiers and civilians. 
• Grow adaptive and competent Soldier and civilian leaders 
• Adapt the generating force size and manpower mix. 
• Integrate requirements determination, allocation and resourcing processes that identify the 


civilian workforce capabilities. 
 
Many of the additional ACP major objectives (e.g., Transform the contracting enterprise, strengthen 
financial management, provide an effective protection capability at Army installations, and implement 


As of 30 September 2010 
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environmental stewardship) have implications for size of the civilian workforce and the mix of required 
competencies. 
 
 
 
2. Environmental Considerations      
 
National Environment:  The drivers of human capital management needs at the national and global 
levels include:  continuing threats of terrorism to personal and national security, increasing 
interdependence of enterprises, economies, and international governments, transitions to knowledge 
based business processes, aging of the U.S. population, increasing diversity in the civilian labor force 
(CLF), advances in science and technology, and changes in projected budgets.  All influence the planning 
for and execution of human capital needs.  


 
Economic Outlook:  The workforce is impacted by economic periods of downturns and growth. 
Generally, during economic growth periods highly skilled candidates are harder to attract to government 
jobs than during downturns when retirement decisions can get postponed and stability becomes a 
driver of new employees. Human capital plans must adjust to make maximum use of economic trends.  
Changes in the CLF trends and composition also occur as a function of the economy.  Occupational 
demands vary which in turn influence recruitment and retention challenges and planning. 


 
Technology:  Fast paced technological advances have already introduced a number of changes in the 
work place which keep accelerating.  Absorption of these advances requires keeping pace with the state 
of the art and determining which ones are best suited for advancing business processes to facilitate the 
work outcomes.  The Army must continue initiatives to fully automate Civilian personnel administrative 
processes and to integrate automated systems to support enterprise-wide competency-based 
management throughout the full Civilian life-cycle from application/entrance on duty to separation.   
We must also continue work with the DOD and OPM to integrate systems DOD-wide and Federal-wide 
when beneficial and cost effective.  Within the Army, we need to fully integrate civilian personnel 
systems with budget and manpower systems to enable alignment of “faces to spaces.”  Such alignment 
is needed to support competency-based requirements determinations and budgeting to address closure 
of competencies gaps (whether through training or accessions) as called for in DODI 1400.25. 
 
Workforce demographics:  The workforce of today has a mix of Traditionalists, Baby Boomers, 
Generation Xers, and Millennials, which presents both challenges and opportunities.  There are a 
significant number of senior highly experienced Boomers who are postured to retire, leaving behind 
junior employees in need of development.  Strategic plans should have a strategy for knowledge 
transfer, coaching, mentoring that help transfer knowledge and skills to more junior employees, 
developing new experts as people retire over the next five to ten years, and perhaps luring retired baby 
boomers to a second career as public servants. In addition to anticipated Boomer retirements, diversity 
is increasing because of the rise in the ethnicity of the CLF.  These changes require that ethnicity be fully 
absorbed into the work place culture as an enriching element of our human capital. Strategies that 
increase inclusiveness and partnerships that enhance the quality and diversity of our candidate pools 
should be included as a cornerstone element of human capital plans. 
 
Federal:  In order to engage in proactive strategies, the Federal agencies have been directed to promote 
a culture of results, integration, knowledge sharing, risk management, customer orientation, planning, 
empowerment, partnering, and leveraging technology to expedite and enhance work products and 
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outcomes. Budget constraints often constrict the resourcing needed to execute human capital 
requirements.  The joint development of human capital plans with key stakeholders in organizations is 
an element that should not be overlooked. For this reason this human capital plan puts in place a 
process to maximize the utilization of resources, identify common issues and support working together 
in developing joint solutions and bringing Human Capital from an operational focus to a strategic 
partner focus.  


 
Laws and Regulations:  Following are key laws and regulations impacting SHCP: 


• Beginning with the National Defense Authorization Act (NDAA) for FY 2006, NDAs have included 
expanding requirements for DOD to conduct competency-based strategic human capital 
planning and for the Government Accounting Office (GAO) to provide annual reports to the 
Congress.  These requirements now are consolidated in Section 1108 of the NDAA for 2010.   
Department of Defense Instruction (DODI) 1400.25, Volume 250, subject: DOD Civilian 
Personnel Management System:  Volume 250, Strategic Human Capital Planning (SHCP), 
published November 2008, establishes requirements for the DOD Components to meet the 
NDAA requirements 


• The Chief Human Capital Officers Act of 2002 (Public Law (PL) 107-296) established 
requirements for Federal agencies to improve strategic management of the Federal 
Government’s civilian workforce.  In April 2008, the Office of Personnel Management (OPM) 
issued 5 Code of Federal Regulations (CFR) Part 250 to implement facets of that act.  The CFR 
establishes the Human Capital Assessment and Accountability Framework (HCAAF) that requires 
all agencies to submit to OPM annually a strategic HCP addressing:  strategic alignment 
(planning and goal setting), leadership and knowledge management (plan implementation), 
results-oriented performance culture (plan implementation), talent management (plan 
implementation) and accountability (evaluation of results). 


• The Federal Workforce Flexibility Act of 2004 (PL 108-411) established certain training and 
development requirements for supervisors, managers and executives that OPM has 
implemented in 5 CFR Parts 410 and 412.  The CFR requires that Federal agencies train 
supervisors within one year of their becoming a supervisor on mentoring and employee 
development and at least every three years thereafter.  It also requires that agencies set up 
succession programs to groom employees to replace retiring and otherwise separating 
managers.   
 


Employee and Supervisory Survey Data:  Army has regular and recurring survey assessment tools to track 
employee and supervisor perceptions over time.  the results from surveys can be tailored to specific 
units, divisions, commands and leaders’ needs. They provide military and civilian leaders immediate 
access to data-derived answers to questions they may have about their employees’ attitudes, opinions, 
and morale, or about their services provided to customers and other stakeholders. Leaders can use 
survey results to make changes where appropriate and address gaps in the provision of services to 
soldiers, thereby allowing them to better meet the Army civilian and military mission.  Results provide 
insight and actionable data into what works well and what does not work will in the work environment.  
Survey data also can be used to reduce turnover of employees and associated costs. Private sector 
research has calculated that the costs of finding, recruiting and replacing an employee can equal as 
much as one and a half times that employee’s salary (and more for senior level positions or employees 
with specialized competencies).  In difficult-to-hire jobs where fill times can take months, the cost to the 
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Army is even higher. Exit surveys that pinpoint employee areas of concern and document the reasons 
for attrition not only provide answers to why employees leave Army but also what motivates them to 
stay. This can help stem the tide of turnover and associated costs.  
 
 Focus on Supervisor/Employee Relationship:  A November 2008 Merit Systems Protection Board (MSPB) 
report concluded that the impending baby boomer retirement wave provides an opportunity to address 
several concerns regarding the supervisory cohort of the Federal workforce:  The supervisor cohort is 
less diverse than the non-supervisor cohort; supervisors with higher supervisor ratios have less time for 
strategic planning and actual supervision, spending more time on operational concerns; and Increases in 
knowledge workers and workforce flexibilities (e.g., pay for performance/outsourcing) are creating new 
challenges for supervisors.  The report recommends that agencies examine work demands on their 
supervisors, the ratio of supervisors to non-supervisors and the need for better selection methodologies 
and developmental programs for supervisors.  It also recommends that agencies plan ahead to develop 
a diverse pool of candidates for supervisor replacement. The Army’s posture is similar to the Federal-
wide picture in the MSPB report in most respects.  We need to examine the supervisor/non-supervisor 
relationship in the Army and take follow-on actions to ensure that supervisors have the training needed 
to excel as leaders and the time to supervise and plan strategically for their organizations futures.   


Office of the Secretary of Defense Imperatives:  The 2010 QDR calls for an enterprise-wide assessment of 
current and future workforce requirements to ensure that the Department has the right workforce size 
and mix (military/civilian/contractor) with the right competencies. 
 
Changing Nature of Military Operations – Requirement for Expeditionary Workforce:   Today’s Army 
strategy predicts the strategic operational environment as a state of persistent conflict – a period of 
protracted confrontation among state, non-state and individual actors who increasingly use violence to 
achieve their political and ideological ends.  The key to success in this operational environment will be 
forces capable of an agile, strategic stance with a broad array of capabilities which can be adaptively 
combined to meet emerging requirements.  The demands on our Army have exceeded its sustainable 
supply, resulting in an Army that is out of balance.  In the short term, the Army has moved towards 
restoring balance by growing end strength of the uniformed components.  In the longer term, there is 
the need, pointed out in the 2006 and 2010 QDRs, for a reconfigured Total Force that makes uniformed 
and civilian personnel readily available to joint commanders.  DODI 1400.25 calls for Component 
strategic plans that address total civilian workforce requirements to include requirements of an 
expeditionary nature. The Civilian SHCP needs to aim for a ready civilian workforce that can respond 
rapidly to expeditionary needs.   
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Section IIIB.  DEPARTMENT OF THE ARMY CHALLENGES 


1. Environmental Constraints       
 


Executive Order (EO) 13522 - Labor Management Forums:  EO 13522 created provisions for labor-
management forums to improve the productivity and effectiveness of the Federal Government and 
promote satisfactory labor relations through establishment of non-adversarial forums for managers, 
employees and employees’ union representatives. The EO provides for the establishment of labor-
management forums at the DOD and installation levels.  In addition to forums, the EO provides for pre-
decisional involvement in all workplace matters and evaluation and documentation of changes in 
employee and manager satisfaction and organizational performance resulting from the forums.  The 
establishment of activity level forums and labor pre-decisional involvement could  affect all levels within 
the Army and require high-level management participation.  Union officials should be invited to 
participate in decision-making efforts, to the fullest extent practicable.  This could involve the union in 
working groups or other committees established to address workplace matters such as the formulation 
of regulations or policies. 


Veterans’ Preference in Hiring:  The application of veterans’ preference in hiring has been recognized 
historically by various sources as impacting on diversity in the Federal workforce.  BLS Current 
Population Survey Data for 2009 show that the Federal government employs 2.1 percent of all non-
veterans, 7.6 percent of all non-disabled veterans and 19.9 percent of all disabled veterans in the CLF 
and that only 8 percent of all veterans are women.  While diversity among veterans is increasing (e.g., 18 
percent of Gulf War-Era II veterans are women), achievement of a workforce fully reflective of the 
diversity of the CLF will remain a significant challenge for the Army which is one of the top Federal 
agencies in employing veterans, but falls below the CLF in presence of women.   Implications for 
Hispanic representation need to be explored as well – prior BLS studies have shown that the presence of 
Hispanics among veterans is less than their presence in the CLF.  


 
         Source:  BLS Current Population Survey, annual averages 2009 
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Budgets:  As of end February 2011, the Army, as the entire DoD, is operating under a continuing 
resolution.  The Army has implemented a temporary pause in making of job offers and is assessing 
current posture of the Commands and DRUs.  The FY 2012 Defense Budget calls for reductions that will 
impact all DoD components.  The expectation going forward is that the Army must adjust to more 
austere budgets than experienced in recent years. 
 
2. Demographic Considerations       


 
Workforce Strength Profiles in the Tables below show projections against 2015 targets identified by 
Army Functional Community Managers (AFCM) and profiles as of end September 2010 for the 29 MCOs 
identified for DoD-wide address. The data show a number of significant differences in workforce 
characteristics among those MCOs:   


• Percent of the workforce that is on term appointments ranges from 0.6 percent for the 854 
series to 10.4 percent for the 1040 series.   The high percentage for the 1040 series 
(Language Specialist) probably stems from time-limited needs for support of overseas 
contingency operations, a factor that likely extends to other MCOs with high percentages of 
term employees. 


• The low percentage (3 percent) of women in the 080 series (Fire Protection and Prevention) 
and the high percentage ((86 percent) in the 610 series (Nurse) reflect historical male/ 
female divisions of labor.  Between those two extremes many occupational specific 
situations exist.    


• At 3 percent, the 080 series (Fire Protection and Prevention) reflects the lowest percentage 
of individuals with disabilities, due, no doubt, to stringent physical fitness standards for that 
occupation.  It is noteworthy, however, that the 801 series (General Engineering) also has a 
3 percent disabled workforce absent stringent fitness requirements.   


• The 1801 series (General Inspection, Investigation and Compliance) and the 0132 series 
(Intelligence) workforces are both comprised of 76 percent veterans, while the 0854 series 
(Computer Engineering) is only 7 percent veterans.  These differences likely relate to a large 
extent to competencies possessed and/or acquired during military service. 


• Percent of the occupation that is supervisors ranges from 2 percent for the 1040 series 
(Language Specialist) to 27 percent for the 0801 series (General Engineer).  Much of the 
variation may be due to nature of the work (e.g., General Engineers tend to be supervisors 
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over individuals engaged in a variety of engineering specialties); however, the wide range of 
differences among the MCOs suggests that the Army needs to give careful consideration to 
the Merit System Protection Board (MSPB) report discussed in Section IIIA, paragraph 2, 
Focus on Supervisor/Employee Relationship above as we move forward in ACP 
implementation. 


• The Education data show a wide range of differences among the MCOs that clearly are 
occupationally related, e.g., 92 percent of 080 series (Fire Prevention and Protection) 
personnel have less than a Bachelor’s degree.  Some differences reveal data base 
weaknesses, e.g., the data show 9 percent of 602 series (Medical Officer) personnel as 
having less than a Bachelor’s degree while it is evident that their positions require physician 
credentials.  Such coding anomalies can result from several factors, e.g., education level was 
miscoded at time of entry on duty or was not updated as additional education was attained 
after entry on duty.  Going forward, we need to emphasize the need for employees to 
review and, as appropriate, update their education level codes. 


• Age/years of service and retirement eligibility data are closely correlated.  Again, the data 
show wide variation among the MCOs – only 2 percent of 080 series (Fire Prevention and 
Protection ) employees are eligible for optional retirement while 23 percent of 0560 (Budget 
Analyst) personnel are.   


 
It is clear from the data that the Army needs to tailor recruitment and succession planning, etc., to 
address the individual needs of each MCO.  In this regard, the Office is the Assistant G-1 (Civilian 
Personnel) is designating human resources specialists to assist Army Functional Community Managers in 
carrying out their responsibilities for managing their MCOs.  
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18 80 81 83 130 131 132 180 201* 346
Safety and 


Occupational Health 
Mgmt


Security Administration
Fire Protection 
and Prevention


Police Foreign Affairs
International 


Relations
Intelligence Psychology


Human 
Resources 


Management 
(CP10)


Logistics 
Management


Strength Total
2010 Strength 1257 2115 2884 2852 26 53 2117 880 3053 8021
Tenure
Temporary 0.8% 0.4% 0.1% 0.1% 7.7% 28.3% 0.3% 0.2% 1.9% 0.5%
Term 3.2% 4.3% 2.0% 4.2% 7.7% 3.8% 8.7% 8.2% 1.8% 3.2%
Permanent 96.0% 95.3% 97.9% 95.7% 84.6% 67.9% 91.0% 91.6% 96.3% 96.3%
Demographics
%Female 16% 35% 3% 9% 31% 19% 20% 54% 75% 31%
% Disability 9% 10% 3% 5% 12% 6% 9% 6% 4% 8%
% Veteran 73% 70% 53% 81% 50% 42% 76% 24% 26% 56%
% Disabled Veterans 24% 20% 4% 12% 12% 8% 12% 5% 7% 17%
% Supervisors 14% 18% 14% 20% 15% 23% 20% 11% 16% 19%
Salary Level
GS1-11 eqv 47% 52% 97% 97% 0% 2% 13% 32% 47% 32%
GS12-14 eqv 50% 46% 3% 2% 75% 54% 79% 61% 46% 63%
GS15+ eqv 3% 2% 0% 0% 25% 44% 8% 7% 6% 5%
Education
<Bachelors 54% 68% 92% 88% 27% 31% 54% 6% 50% 48%
Bachelors or Higher 29% 22% 4% 9% 31% 27% 27% 8% 32% 35%
Masters or Higher 17% 10% 4% 4% 42% 40% 16% 30% 17% 17%
PhD or Higher 0% 0% 0% 0% 0% 2% 2% 57% 0% 0%
Age
<35 5% 10% 37% 29% 15% 9% 18% 14% 16% 13%
36-54 66% 69% 59% 60% 35% 57% 62% 52% 61% 63%
55+ 29% 21% 3% 11% 50% 34% 19% 34% 22% 25%
Years of Service
00-05 29% 27% 18% 26% 54% 34% 34% 54% 19% 31%
06 to 10 23% 27% 28% 41% 15% 9% 29% 16% 14% 20%
11 to 20 20% 21% 33% 26% 23% 32% 21% 13% 21% 12%
21+ 28% 25% 21% 8% 8% 25% 17% 18% 45% 37%
Retirement Elig
Currently Opt Ret Elig 16% 11% 2% 4% 8% 23% 10% 14% 16% 16%
in next 5 yrs 19% 18% 6% 7% 35% 15% 13% 21% 18% 20%
Total 35% 29% 8% 12% 42% 38% 22% 35% 34% 36%


Army Human Capital Workforce Strength Profile
Mission Critical Occupational Series


 


 


FOUO - D
RAFT







FY10 Strategic Human Capital Civilian Workforce Report: Department of the Army 


Page 10 


501 510 511 560 602 610 660 801 810 854


Financial 
Administration and 


Program
Accounting Auditing Budget Analysis Medical Officer Nurse Pharmacist


General 
Engineering


Civil Engineering
Computer 


Engineering


Strength Total
2010 Strength 1531 1514 610 3942 1374 6027 628 5303 6679 1343
Tenure
Temporary 0.5% 1.1% 1.3% 0.7% 0.8% 0.2% 0.0% 0.6% 1.6% 0.3%
Term 2.9% 2.5% 6.2% 2.9% 6.7% 5.7% 4.0% 1.6% 3.9% 0.5%
Permanent 96.5% 96.4% 92.5% 96.4% 92.5% 94.0% 96.0% 97.8% 94.5% 99.2%
Demographics
%Female 63% 58% 44% 77% 38% 86% 61% 15% 17% 17%
% Disability 7% 8% 6% 6% 6% 5% 3% 4% 4% 3%
% Veteran 30% 21% 21% 26% 41% 28% 16% 14% 14% 7%
% Disabled Veterans 6% 3% 3% 6% 3% 3% 1% 2% 1% 1%
% Supervisors 23% 17% 16% 12% 17% 8% 10% 27% 21% 8%
Salary Level
GS1-11 eqv 52% 34% 34% 58% 0% 72% 40% 10% 27% 22%
GS12-14 eqv 40% 61% 55% 39% 30% 28% 59% 65% 63% 66%
GS15+ eqv 8% 5% 10% 3% 70% 0% 1% 25% 10% 12%
Education
<Bachelors 49% 22% 11% 59% 9% 45% 10% 4% 7% 4%
Bachelors or Higher 34% 59% 69% 29% 11% 39% 52% 65% 65% 63%
Masters or Higher 17% 18% 20% 12% 6% 16% 4% 29% 26% 31%
PhD or Higher 0% 0% 0% 0% 74% 0% 34% 2% 2% 2%
Age
<35 14% 15% 38% 11% 5% 14% 19% 17% 26% 38%
36-54 60% 55% 44% 64% 56% 63% 54% 63% 52% 52%
55+ 25% 30% 18% 25% 40% 22% 26% 19% 22% 9%
Years of Service
00-05 22% 17% 33% 14% 52% 56% 50% 20% 29% 34%
06 to 10 13% 12% 22% 14% 22% 19% 19% 15% 14% 25%
11 to 20 18% 18% 18% 19% 19% 16% 20% 14% 17% 16%
21+ 47% 53% 27% 53% 6% 9% 11% 51% 41% 25%
Retirement Elig
Currently Opt Ret Elig 17% 23% 12% 18% 14% 6% 10% 14% 17% 5%
in next 5 yrs 21% 22% 13% 23% 24% 16% 17% 20% 18% 11%
Total 38% 45% 25% 40% 38% 22% 26% 34% 35% 16%


Mission Critical Occupational Series
Army Human Capital Workforce Strength Profile
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855 1040 1102 1301 1515 1520 1550 1801 1910 2210


Electronics 
Engineering


Language 
Specialist


Contracting
General Physical 


Science


Operations 
Research 
Analyst


Mathematics
Computer 
Scientist


Gen. Inspect., 
Invest., & 


Compliance


Quality 
Assurance


Information 
Technology 
Specialist


Strength Total
2010 Strength 3064 48 6906 1154 1627 130 1064 602 1787 10653
Tenure
Temporary 0.7% 0.0% 0.4% 2.5% 0.9% 0.8% 0.3% 0.7% 0.3% 0.4%
Term 0.7% 10.4% 2.1% 2.5% 0.6% 1.5% 0.7% 9.1% 5.6% 4.7%
Permanent 98.6% 89.6% 97.5% 95.0% 98.5% 97.7% 99.1% 90.2% 94.1% 94.9%
Demographics
%Female 10% 40% 59% 32% 30% 35% 29% 28% 18% 28%
% Disability 4% 6% 6% 4% 7% 2% 5% 10% 8% 9%
% Veteran 10% 33% 25% 14% 25% 10% 10% 76% 55% 56%
% Disabled Veterans 1% 6% 7% 2% 3% 0% 2% 25% 14% 13%
% Supervisors 11% 2% 15% 17% 15% 8% 5% 18% 8% 13%
Salary Level
GS1-11 eqv 15% 65% 48% 20% 18% 27% 32% 50% 67% 45%
GS12-14 eqv 67% 35% 47% 62% 63% 62% 63% 45% 32% 51%
GS15+ eqv 18% 0% 5% 18% 19% 11% 5% 5% 1% 3%
Education
<Bachelors 4% 44% 18% 7% 5% 2% 6% 54% 68% 61%
Bachelors or Higher 64% 35% 57% 47% 47% 54% 60% 25% 25% 27%
Masters or Higher 27% 17% 24% 33% 44% 31% 31% 21% 7% 12%
PhD or Higher 4% 4% 1% 13% 4% 13% 3% 1% 0% 0%
Age
<35 22% 8% 24% 17% 24% 33% 41% 5% 12% 14%
36-54 59% 58% 56% 57% 55% 40% 49% 72% 61% 66%
55+ 19% 33% 20% 25% 21% 27% 11% 23% 27% 20%
Years of Service
00-05 21% 31% 34% 25% 31% 31% 45% 41% 25% 29%
06 to 10 16% 19% 15% 17% 16% 12% 26% 25% 19% 19%
11 to 20 13% 15% 13% 17% 15% 14% 11% 14% 15% 20%
21+ 50% 35% 38% 40% 38% 43% 17% 19% 41% 33%
Retirement Elig
Currently Opt Ret Elig 13% 17% 14% 18% 15% 18% 5% 11% 18% 13%
in next 5 yrs 19% 25% 18% 19% 17% 23% 9% 15% 21% 17%
Total 32% 42% 32% 37% 32% 42% 14% 27% 39% 30%


Mission Critical Occupational Series
Army Human Capital Workforce Strength Profile


 


 


Section IIIC.  DEPARTMENT OF THE ARMY STRATEGIES 


Competency Management 


The Army has been engaged in competency assessment efforts since 2006.  Progress by each of our 
MCOs is reported under separate templates that have been prepared by the MCO proponents (see 
section of X of the DoD report.)  Our Competency Management System (CMS) was developed for 
assessing competency requirements of positions and the proficiencies of the incumbents.  The system 
was launched in 2007 and since then 50,000 position competency assessments have been gathered.   


In FY 11, Army established a strategic direction on competencies.  The strategy identified Army’s MCOs 
in two Tiers. There were 48 MCOs (including DoD’s MCOs) identified in Tier I and 22 MCOs in Tier II 
based on the criticality of the Army’s missions.  MCOs in Tier I were targeted for the first phase of 
execution of our competency-based management approach.  Our plan encompasses the use of 
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competencies in the life-cycle management of civilians to include testing the utility of using   
competencies in selection.   A test site was created for testing whether competency based selections 
yield better matched candidates to jobs.  Data is being collected and the results will be evaluated in FY 
12.  In parallel to the testing of competencies for selection, competency gaps that have been identified 
are also being planned for building Individual Development Plans (IDPs) linked to training and 
development, Career Planning, and Return on Investment (ROIs) for determining the most cost effective 
strategies for closing gaps.  Our goals for FY 11 are to   complete:  1) competency assessments and gaps, 
2) testing of competencies for selection and the evaluation of the results, and 3) build the competency 
based development architecture and test it with a subset of our MCOs.  To date more than half of our 
Tier I MCOs have at least 25% of the position competencies already assessed.  


For effectively executing our goals, we have established an MCO POC structure. The POCs will be serving 
as the coordinators of our strategic plans.  To help facilitate our progress forward we have also 
developed a reference library of materials, built a communication interlink site, and posted materials for 
MCO POC access that include project plans and scheduled meeting to end Sep 11.   


In 2010, HQDA devoted significant effort to development of the ACP that has now been approved and 
sets forth the Army’s imperatives, campaign objectives and major objectives for achieving a balanced 
Army (Military/civilian/contractor) for the 21st century.   HQDA also interacted with its Commands and 
DRUs to revalidate all Army specific MCOs.  The AFCM for civil engineers, 0810 occupational series, led 
in applying Competency Management System (CMS) outputs (See Good News item below).  CMS is the 
Army’s tool for collecting and analyzing competencies required in positions and possessed by 
employees.  The 0810 series experience provides lessons for moving forward in applying CMS to 
additional MCOs.  These initiatives and other FY 2010 planning actions provide the foundation for 
moving forward in phased implementation of the ACP for all MCOs.  The following actions are underway 
or to be undertaken: 


• Complete competency assessments using the CMS, identify competency gaps and identify 
gap closure strategies for Tier I MCOs by 30 December 2011.  Tier I encompasses 48 MCOs 
(The 26+ identified for DoD-wide address plus 18 Army specific).  Two related initiatives are 
also underway:  1) Testing of the use of competencies for selection of applicants to fill 
vacancies to include tie in to USAJOBS and the automation of competencies and visibility 
through FASCLASS, the Army’s classification tool, and 2) Development of a life-cycle based 
career development and training architecture based on use of competencies in the 
identification of training and development requirements.  Pending outcomes of completed 
actions on the Tier I MCOs, Army-wide roll out of CMS to the remaining Army specific MCOs 
is targeted for completion by end September 2013. 


•  Develop a properly resourced and organized requirements determination capability that is 
integrated into the Program/Budget, and supported by an agile more real-time 
documentation process.  The expected operational impact is more agile documentation that 
better aligns resources with priorities, more rigorous analysis, improved workforce mix 
analysis and support of MCO analysis to include the capability for AFCMs to articulate the 
criticality of their MCO requirements.  Plan is to use outcomes in competing requirements in 
POM 13-17. 


• Develop appropriate policies and procedures to achieve DoD established employee 
participation in wellness and fitness program goals by 2015. 
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GOOD NEWS STORY - APPLICATION OF COMPETENCY MANAGEMENT SYSTEM (CMS) OUTPUTS 


The US Army Corps of Engineers’ (USACE) National Technical Competencies Team (NTCT) completed a 
competencies gap analysis report for the civil engineering occupation based on a 2009 CMS assessment.  
This is the first command application of CMS outputs.   The 2009 data included over 3,000 responses out 
of the civil engineering population of about 5,000 and revealed that there are many gaps to close to 
achieve a fully competent civil engineer workforce.  The USACE already has made significant progress in 
closing some gaps through the hiring of new staff.  Other actions are underway targeting critical 
technical gaps.  The NTCT recommendations will be used in conjunction with the USACE Civilian Human 
Capital Strategic Plan to develop and implement strategies to close additional gaps. 


The NTCT also has completed its evaluation of USACE’s future mission and workload levels, the role of 
technical resources in execution of the mission, and how USACE should be organized to deliver services.  
In addition, USACE held an external workshop with leaders from private industry and other government 
agencies to discuss technical competency challenges and best practices.   


 


Workforce Planning 


To date all of our MCOs have been provided the projected accession and retention goals along with 
strength and loss projections by type to help them engage in early planning. We have provided 
training to the MCO POCs in strategic workforce planning and provided templates for reporting on 
MCO strategic plans.  Part of this training includes examination of several levels of information 
through a sequential process that embeds the study of the Civilian Labor Force changes and its 
potential impact on Army’s occupational requirements.    


In addition, we have formed a multi-functional team for developing a process to improving the 
articulation and visibility of MCO requirements in the POM.  Our goal is to have requirements better 
articulated for Tier I MCOs by FY 11.  


As part of our continuous improvement initiatives we have developed new front ends for our analytic 
and forecasting tools that take advantage of the point and click technology and created dash boards. 
We are also in the process of prototyping a forecasting module that will give us projections based on 
the types of competencies and level of proficiencies we are likely to lose in the projected horizon. This 
capability will enable us to plan strategically with regard to training and development investments, 
succession planning, and engaging in new hiring with applicable incentives. 
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Potential Future MCO Challenges 


Based on our assessments of the trends, one of our biggest concerns centers on ability to continually 
meet the Army’s manpower requirements levels in the MCOs. The challenges are inherent in the 
direction the Civilian Labor Force will be headed  compared to the Army’s projected needs which will 
make recruitment much more difficult (see data set page X in MCO profiles,) the retirement eligibility 
bubbles that are building quite substantially in some MCOs, rising average ages,  continuing 
retirements and most recently rising in some MCOs along with persistent recession resistant turnover, 
and continued decline in representation of females which is partly attributable to increased hiring of 
retired military and those with veterans’ preference.   


Transfer of knowledge remains a key challenge given that the required transfer is to a generation 
without the benefit of the experience of the boomers. In addition, the impact of salary freezes on 
some MCOs carries   uncertainly and is dependent on the economy as a whole. If persistent, recession 
proof turnover in some MCOs is any indicator of the demand for these MCOs, it is anticipated that 
salary freezes will contribute to turnover and make recruitment more challenging.    


Approach to meeting Challenges 


One of the most proactive steps the Army has taken is to engage in the assessment of the Tier I and 
Tier II MCO current and future workforce competencies which constitutes about 130,000 civilians 
performing some of the most critical missions. Without this assessment, it has been recognized that 
planning and prioritization of resourcing needs is not likely to be effective.   


A second key element is focusing training and development where it is needed the most and 
allocating resources accordingly.  We are headed in that direction based on how some MCO 
proponents have already operational zed the use of competency gap information in selecting their 
training priorities. Once our remaining MCO assessments are complete we anticipate we will see the 
same benefits. 


A third strategy we are testing is using competencies in selection and succession planning.  If 
successful, we will be able to leverage it and put it to use in advance recruitment planning to sustain 
our MCO levels.                     
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ENCLOSURE 


1


Department of the Army 


Mission Critical Occupation (MCO) 
Civilian Workforce Profiles


Population: U.S. Direct Hire Appropriated Fund


Trends: 2010 comparison to 2006


 


2


Army’s Age 
Distribution 


Finding: Replacement behind 
boomer retirements is going to 
be our # 1 challenge
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Over 50% of the 
current CSRS 
population is in the 
retirement window


Aging Civilian Workforce Challenges 


By 2017 about half of the 
employees in the 
Boomer wave will be in 
the retirement window


Need to replace skill sets 
& experience:
SUBSTANTIAL INCREASE 
IN INTERNS NEEDED to 
MEET  REQUIREMENTS
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Army’s MCOs


 


 


 


FOUO - D
RAFT







FY10 Strategic Human Capital Civilian Workforce Report: Department of the Army 


Page 17 


 


5


DoD/Army MCOs – Tier I 


OCSR Title 


18 Safety and Occupational Health  


80Security Administration


81 Fire Protection and Prevention  
83Police


101 Social Science  
130 Foreign Affairs 


131International Relations
132Intelligence
180Psychology  
185Social Work  


201Personnel Management


346Logistics Management


501
Financial Administration and 
Program  


505Financial Management
510Accounting
511Auditing  
560Budget Analysis


OCSR Title 


602Medical Officer
603Physician's Assistant
610Nurses 
620Practical Nurse
633Physical Therapist
660Pharmacist
801General Engineering


802Engineering Technician
810Civil Engineering


830Mechanical Engineering
850Electrical Engineering


854Computer Engineering
893Chemical Engineering


855Electronics Engineering
905General Attorney


1035Public Affairs Specialist
1040 Language Specialist 
1102Contracting


OCSR General Physical Science


OCSR Operations Research Analyst


OCSR Mathematician 


OCSR Computer Specialist 


OCSR General Education and Training


OCSR Training Instruction


OCSR
General Inspection, Investigation, 
and Compliance


OCSR Criminal Investigating


OCSR Quality Assurance  


OCSR Transportation Specialist


OCSR Traffic Management


OCSR Air Traffic Control


OCSR
Information Technology 
Management Series


OCSR Title 


         


 


OCSR Title 


28Environmental Protection Specialist  
85Security Guard  


260 Equal Employment Opportunity
340Program Manager


343Management and Program Analysis
391Telecommunications  
401Forensic Biologist
601General Health Science  
621Nursing Assistant
640Health Aid and Technician
642Nuclear Medicine Technician


647Diagnostic Radiological Technician
671Health Systems Specialist
681Dental Assistant
682Dental Hygiene
809Construction Control
819Environmental Engineering  
861Aerospace Engineering  
950Paralegal Specialist


1173Housing 
1320Chemistry 
1740Education Services


Army Unique MCOs – Tier II
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7


Civilian Labor 
Force MCO 


Outlook


   


 


Occupational Outlook - Army’s Civilian Workforce 


14
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9


MCO 
STRENGTH


 


 


MCO Workforce Strength
Sorted by 2010 values


10Population: U. S. Direct Hire, Appropriated Fund, Active Employees


Source: Workforce Analysis Support System


Description: The number of 
employees in the workforce for 
the last 5 years by occupational 
series.


Trends: The change column shows 
the percent growth or decline in 
strength over the last 5 years. All 
MCOs show growth in strength.  


Series Description 2006 2007 2008 2009 2010 Change
2210 Information Technology Specialist 8248 8111 8441 9269 10653 29%


346 Logistics Management 5482 5692 6201 6964 8021 46%
1102 Contracting 5281 5403 5724 6387 6907 31%


810 Civil Engineering 5168 5145 5326 6254 6679 29%
610 Nurse 3329 3728 4484 5399 6027 81%
801 General Engineering 4404 4398 4508 4913 5303 20%
560 Budget Analysis 3692 3694 3755 3938 3942 7%
855 Electronics Engineering 3029 2974 2976 2995 3064 1%


201* Human Resources Management (CP10) 2167 2207 2600 2735 3053 41%
81 Fire Protection and Prevention 2540 2519 2647 2838 2884 14%
83 Police 2793 2596 2640 2860 2852 2%


132 Intelligence 1674 1799 1855 2058 2117 26%
80 Security Administration 1677 1716 1831 2000 2115 26%


1910 Quality Assurance 1449 1485 1560 1696 1787 23%
1515 Operations Research Analyst 1435 1461 1523 1578 1627 13%


501 Financial Administration and Program 1029 1132 1232 1370 1531 49%
510 Accounting 1401 1369 1386 1452 1514 8%
602 Medical Officer 728 774 933 1158 1374 89%
854 Computer Engineering 1182 1194 1232 1299 1343 14%


18 Safety and Occupational Health Mgmt 953 980 1037 1180 1257 32%
1301 General Physical Science 967 944 970 1077 1154 19%
1550 Computer Scientist 780 792 868 987 1064 36%


180 Psychology 536 532 598 701 880 64%
660 Pharmacist 463 473 494 581 628 36%
511 Auditing 569 581 607 640 610 7%


1801 Gen. Inspect., Invest., & Compliance 356 390 447 532 602 69%
1520 Mathematics 126 115 122 128 130 3%


131 International Relations 35 36 41 47 53 51%
1040 Language Specialist 48 46 46 45 48 0%


130 Foreign Affairs 15 16 18 22 26 73%
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Average Age in the Workforce
Sorted by 2010 values


11


Description: The average age of 
employees in the workforce for the last 
5 years.


Trends: The average age of the 
Army’s population was  46.3 as of end 
Sep 2010. More than half of the MCO 
populations are above the Army 
average which is a concern that is 
being addressed through engagement 
with the proponents.   


Population: U. S. Direct Hire, Appropriated Fund, Active Employees


Source: Workforce Analysis Support System


Series Description 2006 2007 2008 2009 2010 Change
602 Medical Officer 53.3 53.0 52.4 51.9 51.9 -3%


1040 Language Specialist 50.5 50.5 51.0 51.3 51.3 2%
131 International Relations 52.8 53.0 54.0 51.8 50.6 -4%


18 Safety and Occupational Health Mgmt 50.2 50.5 50.6 50.3 50.5 1%
130 Foreign Affairs 47.6 50.6 51.2 51.1 49.3 4%


1801 Gen. Inspect., Invest., & Compliance 49.4 49.7 49.5 49.3 49.2 0%
1910 Quality Assurance 49.8 49.4 49.0 49.1 48.9 -2%


510 Accounting 49.3 49.8 49.4 48.8 48.7 -1%
560 Budget Analysis 49.0 48.9 48.9 48.8 48.6 -1%
346 Logistics Management 49.6 49.7 49.3 48.8 48.6 -2%
180 Psychology 49.9 49.8 49.3 48.6 48.5 -3%


80 Security Administration 48.7 48.9 48.5 48.2 48.1 -1%
501 Financial Administration and Program 47.2 47.2 48.0 48.1 47.7 1%


1301 General Physical Science 47.5 47.5 47.8 47.3 47.2 -1%
2210 Information Technology Specialist 48.0 48.3 48.0 47.6 47.0 -2%
201* Human Resources Management (CP10) 47.7 47.8 47.1 47.1 46.8 -2%


801 General Engineering 47.4 47.6 47.2 46.9 46.7 -2%
610 Nurse 46.7 46.7 46.5 46.5 46.6 0%
660 Pharmacist 47.6 47.5 47.3 46.6 46.4 -3%
132 Intelligence 47.1 46.5 46.3 45.9 45.9 -3%
855 Electronics Engineering 45.4 45.6 45.6 45.8 45.8 1%


1515 Operations Research Analyst 46.2 46.3 45.9 45.4 45.6 -1%
1102 Contracting 47.0 46.8 46.5 45.5 45.1 -4%


810 Civil Engineering 46.3 46.5 46.4 44.9 44.8 -3%
1520 Mathematics 48.2 47.5 47.3 45.7 44.7 -7%


83 Police 40.7 41.6 41.7 41.7 41.7 3%
511 Auditing 42.0 41.6 41.6 41.3 41.6 -1%
854 Computer Engineering 39.4 39.8 40.0 40.3 40.7 3%


1550 Computer Scientist 38.7 39.2 39.5 39.5 40.4 4%
81 Fire Protection and Prevention 39.5 39.2 38.7 38.5 38.5 -3%


 


 


Minorities in the MCO Workforce
Sorted by 2010 values
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Description: The percent of minorities in 
the workforce for the last 5 years by 
occupational series.


Trends:
There has been an increasing minority trend 
since 1975 for the Aggregate Army population.


Population: U. S. Direct Hire, Appropriated Fund, Active Employees


Source: Workforce Analysis Support System


Series Description 2006 2007 2008 2009 2010 Change
1040 Language Specialist 54% 52% 52% 51% 48% -12%
201* Human Resources Management (CP10) 34% 35% 38% 39% 40% 16%


560 Budget Analysis 33% 34% 36% 37% 38% 17%
854 Computer Engineering 31% 32% 33% 34% 34% 8%
501 Financial Administration and Program 26% 29% 30% 33% 33% 26%


83 Police 34% 34% 33% 33% 33% -3%
660 Pharmacist 31% 33% 32% 32% 33% 6%
346 Logistics Management 26% 27% 29% 31% 32% 24%


1102 Contracting 28% 30% 31% 32% 32% 12%
2210 Information Technology Specialist 29% 30% 31% 32% 32% 11%
1550 Computer Scientist 28% 30% 32% 32% 31% 10%


610 Nurse 32% 32% 31% 31% 31% -2%
510 Accounting 29% 29% 30% 31% 31% 7%


1801 Gen. Inspect., Invest., & Compliance 27% 27% 28% 29% 30% 11%
80 Security Administration 26% 27% 28% 30% 30% 13%


855 Electronics Engineering 27% 27% 28% 29% 30% 9%
511 Auditing 24% 23% 26% 27% 29% 20%
602 Medical Officer 29% 29% 27% 27% 27% -5%


1910 Quality Assurance 23% 23% 24% 25% 26% 12%
18 Safety and Occupational Health Mgmt 20% 20% 20% 22% 22% 10%


801 General Engineering 20% 21% 21% 21% 21% 4%
810 Civil Engineering 17% 17% 17% 17% 18% 3%


81 Fire Protection and Prevention 18% 18% 17% 17% 17% -2%
1520 Mathematics 15% 16% 18% 17% 17% 12%


132 Intelligence 16% 16% 14% 15% 16% 3%
1515 Operations Research Analyst 14% 15% 15% 16% 16% 10%


131 International Relations 17% 14% 15% 15% 15% -12%
180 Psychology 15% 16% 16% 15% 14% -4%


1301 General Physical Science 11% 11% 11% 11% 11% -4%
130 Foreign Affairs 13% 19% 11% 9% 8% -42%
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Retired Military in the MCO Workforce
Sorted by 2010 values
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Description: The percent of Retired 
Military Employees in the workforce for 
the last 5 years by occupational series.


History: Key policy changes impacting retired military 


In 1998 the Defense Authorization Act of November 18, 
1997 contained a provision which accords Veteran’s 
preference to everyone who served on active duty during 
the period beginning August 2, 1990, and ending January 
2, 1992 provided that the veteran is otherwise eligible. 
This increased the population of Veterans to apply to 
government positions. 


In October of 1999 the required reduction in retired 
military pay was repealed by Public Law 106-65. This 
allowed regular retired military to draw dual 
compensation. 


As a result of 9/11, the previous requirement for higher 
level review of proposed appointments of retired military 
within 180 days of their military retirement was suspended 
on 27Oct 01 and remains in effect. 


Population: U. S. Direct Hire, Appropriated Fund, Active Employees


Source: Workforce Analysis Support System


Series Description 2006 2007 2008 2009 2010 Change
1801 Gen. Inspect., Invest., & Compliance 56% 58% 59% 58% 58% 4%


18 Safety and Occupational Health Mgmt 39% 42% 43% 45% 46% 17%
80 Security Administration 43% 43% 43% 45% 45% 6%


130 Foreign Affairs 40% 56% 56% 55% 42% 6%
132 Intelligence 40% 40% 40% 39% 40% -1%
346 Logistics Management 28% 29% 30% 33% 36% 29%
131 International Relations 49% 50% 46% 38% 32% -34%


2210 Information Technology Specialist 20% 21% 23% 24% 24% 20%
1910 Quality Assurance 18% 19% 19% 22% 23% 29%


83 Police 21% 22% 22% 21% 21% -1%
1040 Language Specialist 13% 15% 15% 13% 17% 33%


602 Medical Officer 17% 18% 18% 18% 16% -7%
501 Financial Administration and Program 10% 10% 12% 13% 13% 24%


1515 Operations Research Analyst 11% 11% 12% 12% 13% 20%
201* Human Resources Management (CP10) 6% 6% 8% 8% 10% 71%
1102 Contracting 7% 8% 9% 9% 9% 39%


560 Budget Analysis 6% 7% 8% 8% 8% 34%
610 Nurse 7% 7% 8% 8% 8% 8%
180 Psychology 8% 9% 8% 7% 7% -8%
510 Accounting 4% 4% 4% 4% 5% 25%
511 Auditing 4% 4% 4% 4% 4% 10%
660 Pharmacist 4% 4% 4% 4% 4% -4%


81 Fire Protection and Prevention 3% 3% 3% 4% 4% 42%
1550 Computer Scientist 3% 3% 4% 4% 4% 21%


801 General Engineering 3% 3% 3% 3% 4% 22%
1301 General Physical Science 3% 3% 4% 3% 3% -4%


810 Civil Engineering 1% 1% 1% 1% 2% 45%
855 Electronics Engineering 1% 1% 1% 1% 1% 25%
854 Computer Engineering 1% 1% 1% 1% 1% 7%


1520 Mathematics 1% 1% 1% 1% 1% -3%


 


 


Females in the MCO Workforce
Sorted by 2010 values
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Description: The percent of 
females in the workforce for the 
last 5 years by occupational 
series.


Trends: Majority of the MCOs have 
lower representation than the Army 
average (38%) in Female content 


Population: U. S. Direct Hire, Appropriated Fund, Active Employees


Source: Workforce Analysis Support System


Series Description 2006 2007 2008 2009 2010 Change
610 Nurse 87% 87% 87% 87% 86% -1%
560 Budget Analysis 78% 78% 78% 77% 77% -2%


201* Human Resources Management (CP10) 76% 77% 76% 76% 75% -2%
501 Financial Administration and Program 62% 63% 63% 64% 63% 2%
660 Pharmacist 56% 57% 58% 61% 61% 9%


1102 Contracting 62% 62% 61% 60% 59% -6%
510 Accounting 53% 54% 54% 57% 58% 9%
180 Psychology 47% 47% 49% 51% 54% 14%
511 Auditing 46% 46% 45% 45% 44% -5%


1040 Language Specialist 38% 33% 35% 40% 40% 6%
602 Medical Officer 37% 38% 40% 38% 38% 3%


80 Security Administration 35% 36% 36% 36% 35% -2%
1520 Mathematics 29% 30% 33% 33% 35% 21%
1301 General Physical Science 28% 27% 28% 29% 32% 14%


346 Logistics Management 33% 33% 33% 32% 31% -6%
130 Foreign Affairs 20% 19% 22% 23% 31% 54%


1515 Operations Research Analyst 27% 28% 29% 29% 30% 8%
1550 Computer Scientist 31% 30% 31% 29% 29% -8%
1801 Gen. Inspect., Invest., & Compliance 30% 29% 29% 30% 28% -6%
2210 Information Technology Specialist 35% 33% 32% 30% 28% -18%


132 Intelligence 19% 20% 20% 19% 20% 4%
131 International Relations 11% 11% 12% 21% 19% 65%


1910 Quality Assurance 18% 18% 18% 18% 18% -5%
810 Civil Engineering 15% 15% 16% 17% 17% 15%
854 Computer Engineering 17% 17% 17% 16% 17% -2%


18 Safety and Occupational Health Mgmt 20% 19% 18% 17% 16% -16%
801 General Engineering 12% 13% 14% 14% 15% 19%
855 Electronics Engineering 10% 10% 10% 10% 10% 2%


83 Police 8% 9% 9% 9% 9% 5%
81 Fire Protection and Prevention 3% 3% 3% 3% 3% 16%
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Veterans Preference in the Workforce
Sorted by 2010 values
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Description: The percent of Employees 
with Veterans Preference in the 
workforce for the last 5 years by 
occupational series.


Trends: The representation of Veterans with 
preference in the Army has been growing due to the 
increased hiring of GWOT veterans.


Population: U. S. Direct Hire, Appropriated Fund, Active Employees


Source: Workforce Analysis Support System


Series Description 2006 2007 2008 2009 2010 Changes
83 Police 68% 70% 73% 75% 76% 12%
18 Safety and Occupational Health Mgmt 63% 64% 66% 68% 70% 11%
80 Security Administration 62% 63% 65% 65% 66% 7%


132 Intelligence 60% 61% 63% 64% 66% 10%
1801 Gen. Inspect., Invest., & Compliance 56% 58% 61% 63% 66% 18%
1910 Quality Assurance 49% 49% 51% 54% 54% 10%


346 Logistics Management 46% 47% 50% 51% 53% 15%
2210 Information Technology Specialist 46% 47% 50% 52% 53% 16%


81 Fire Protection and Prevention 41% 42% 43% 45% 48% 16%
1040 Language Specialist 35% 41% 41% 40% 38% 6%


131 International Relations 34% 42% 41% 40% 32% -6%
130 Foreign Affairs 20% 19% 22% 27% 31% 54%
501 Financial Administration and Program 26% 27% 29% 29% 28% 9%
560 Budget Analysis 18% 20% 21% 23% 25% 36%


201* Human Resources Management (CP10) 18% 19% 21% 22% 24% 36%
602 Medical Officer 21% 23% 22% 23% 24% 13%


1102 Contracting 21% 22% 22% 23% 23% 11%
180 Psychology 29% 30% 26% 23% 21% -27%
511 Auditing 20% 20% 21% 23% 21% 2%
510 Accounting 25% 24% 22% 22% 20% -19%
610 Nurse 19% 20% 19% 20% 19% 1%


1515 Operations Research Analyst 21% 20% 20% 19% 19% -8%
1301 General Physical Science 15% 14% 14% 14% 14% -12%


810 Civil Engineering 13% 13% 13% 13% 13% 0%
801 General Engineering 14% 14% 13% 13% 13% -11%


1520 Mathematics 14% 13% 12% 13% 12% -19%
660 Pharmacist 15% 14% 12% 10% 11% -27%
855 Electronics Engineering 12% 11% 11% 11% 10% -11%


1550 Computer Scientist 10% 10% 9% 9% 9% -9%
854 Computer Engineering 7% 7% 7% 7% 7% 4%
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MCO GAINS
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Accessions into the MCO Workforce
Sorted by 2010 values


17Population: U. S. Direct Hire, Appropriated Fund, Active Employees


Source: Workforce Analysis Support System


Description: The number of new 
accessions to the Army (and 
Federal Government) for the last 
5 years by occupational series.


Trends: Accessions are new hires to 
government. Almost all MCOs show 
increases in accessions


Series Description 2006 2007 2008 2009 2010 Changes
2210 Information Technology Specialist 604 447 834 1196 1838 204%


610 Nurse 739 889 1272 1421 1218 65%
346 Logistics Management 380 340 494 774 1028 171%


1102 Contracting 426 370 513 915 762 79%
810 Civil Engineering 171 225 438 1027 585 242%
132 Intelligence 244 284 313 538 419 72%
602 Medical Officer 131 152 270 346 347 165%


83 Police 375 233 437 493 328 -13%
801 General Engineering 117 128 211 319 318 172%
180 Psychology 81 56 142 148 234 189%


80 Security Administration 150 121 183 237 218 45%
201* Human Resources Management (CP10) 84 69 284 163 208 148%


81 Fire Protection and Prevention 188 180 252 281 203 8%
855 Electronics Engineering 95 74 139 161 184 94%
560 Budget Analysis 122 137 159 246 172 41%


1910 Quality Assurance 107 88 123 175 164 53%
501 Financial Administration and Program 87 86 92 134 135 55%


18 Safety and Occupational Health Mgmt 91 80 87 161 128 41%
1515 Operations Research Analyst 108 81 129 135 128 19%


660 Pharmacist 73 76 92 131 119 63%
1550 Computer Scientist 82 57 126 140 112 37%


854 Computer Engineering 76 67 84 96 108 42%
1301 General Physical Science 43 38 53 100 93 116%


510 Accounting 43 47 67 108 92 114%
1801 Gen. Inspect., Invest., & Compliance 70 38 84 74 75 7%


511 Auditing 31 67 75 76 15 -52%
1520 Mathematics 6 4 9 11 13 117%


131 International Relations 2 2 3 9 11 -
1040 Language Specialist 6 1 5 4 8 -


130 Foreign Affairs 4 2 2 4 5 -


 


 


Transfers into the MCO Workforce
Sorted by 2010 values


18Population: U. S. Direct Hire, Appropriated Fund, Active Employees


Source: Workforce Analysis Support System


Description: The number of 
employees that have transfers 
from other agencies into the 
Army for the last 5 years by 
occupational series.


Trends:  Transfers Ins for most 
MCOs have been trending up but 
not as much as the Transfers Outs 


Series Description 2006 2007 2008 2009 2010 Changes
1102 Contracting 158 164 281 301 258 63%
201* Human Resources Management (CP10) 58 73 179 133 150 159%
2210 Information Technology Specialist 51 51 118 128 141 176%


81 Fire Protection and Prevention 79 69 84 93 81 3%
560 Budget Analysis 67 42 72 64 75 12%
801 General Engineering 30 28 51 56 58 93%
510 Accounting 40 36 50 59 41 3%
810 Civil Engineering 27 38 70 67 38 41%
501 Financial Administration and Program 24 27 43 31 28 17%
346 Logistics Management 10 9 28 29 27 170%
610 Nurse 7 17 21 26 27 286%


83 Police 35 17 28 58 24 -31%
18 Safety and Occupational Health Mgmt 18 21 21 15 23 28%


1910 Quality Assurance 9 13 20 16 17 89%
855 Electronics Engineering 15 10 21 21 16 7%


1515 Operations Research Analyst 11 9 15 18 14 27%
80 Security Administration 5 10 16 15 12 140%


854 Computer Engineering 2 1 9 13 10 -
180 Psychology 0 6 2 10 6 -
602 Medical Officer 0 3 6 5 6 -


1301 General Physical Science 7 3 7 10 5 -
1801 Gen. Inspect., Invest., & Compliance 5 4 3 5 5 -


511 Auditing 4 3 9 10 4 -
1550 Computer Scientist 5 6 7 8 4 -


660 Pharmacist 5 0 0 4 1 -
130 Foreign Affairs 0 0 0 1 0 -
131 International Relations 1 0 1 0 0 -
132 Intelligence 0 1 0 1 0 -


1040 Language Specialist 0 0 0 1 0 -
1520 Mathematics 0 0 2 1 0 -
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MCO LOSSES


 


 


Retirements (Early & Optional - CSRS and FERS)  MCO Workforce
Sorted by 2010 values


20Population: U. S. Direct Hire, Appropriated Fund, Active Employees


Source: Workforce Analysis Support System


Description: The number of 
retirements in the workforce for 
the last 5 years by occupational 
series.


Trends: Compared to 2006 with the 
exception of a few, the majority of 
the MCOs in 2010 are experiencing 
about the same numbers in 
retirements. Compared to 2009 
however, retirements in 2010 are a 
bit higher in almost every MCO. 


Series Description 2006 2007 2008 2009 2010 Changes
2210 Information Technology Specialist 302 352 364 237 288 -5%


346 Logistics Management 278 220 237 233 234 -16%
1102 Contracting 158 181 173 171 194 23%


560 Budget Analysis 165 152 145 119 153 -7%
810 Civil Engineering 165 170 177 116 104 -37%
801 General Engineering 176 127 151 94 102 -42%


81 Fire Protection and Prevention 107 129 104 69 81 -24%
201* Human Resources Management (CP10) 81 93 76 87 80 -1%


610 Nurse 61 56 51 58 65 7%
1910 Quality Assurance 64 64 80 51 64 0%


80 Security Administration 45 51 62 46 60 33%
510 Accounting 66 55 67 53 54 -18%
501 Financial Administration and Program 28 38 42 34 41 46%


18 Safety and Occupational Health Mgmt 24 42 35 33 37 54%
855 Electronics Engineering 93 60 89 44 37 -60%


1515 Operations Research Analyst 42 45 57 45 35 -17%
132 Intelligence 25 45 41 39 34 36%


83 Police 31 25 27 23 27 -13%
1301 General Physical Science 33 39 18 19 25 -24%


660 Pharmacist 14 10 14 4 18 29%
602 Medical Officer 16 17 18 24 17 6%
180 Psychology 15 18 19 10 14 -7%
511 Auditing 15 14 10 14 12 -20%


1801 Gen. Inspect., Invest., & Compliance 8 11 13 5 12 50%
854 Computer Engineering 12 5 12 10 9 -


1520 Mathematics 9 9 4 7 5 -
131 International Relations 2 0 0 2 2 -


1040 Language Specialist 2 2 0 1 2 -
1550 Computer Scientist 6 8 13 7 1 -


130 Foreign Affairs 0 0 0 0 0 -
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Transfers Out of the MCO Workforce
Sorted by 2010 values


21Population: U. S. Direct Hire, Appropriated Fund, Active Employees


Source: Workforce Analysis Support System


Description: The number of 
transfer out of the Army and into 
other government Agencies for 
the last 5 years by occupational 
series.


Trends:  Transfer Outs in most 
MCOs have been trending up more 
so than Transfers Ins 


Series Description 2006 2007 2008 2009 2010 Changes
1102 Contracting 193 188 269 395 300 55%
2210 Information Technology Specialist 173 161 154 178 176 2%


83 Police 88 93 92 74 154 75%
81 Fire Protection and Prevention 67 45 50 51 97 45%


201* Human Resources Management (CP10) 78 91 118 83 93 19%
560 Budget Analysis 88 61 80 86 76 -14%
132 Intelligence 57 60 143 233 56 -2%


80 Security Administration 51 40 62 67 49 -4%
801 General Engineering 83 113 74 53 46 -45%


1910 Quality Assurance 16 11 23 19 41 156%
346 Logistics Management 44 38 42 57 39 -11%
501 Financial Administration and Program 18 20 23 33 39 117%
855 Electronics Engineering 20 30 26 28 39 95%


1515 Operations Research Analyst 27 21 18 38 33 22%
610 Nurse 34 43 62 41 32 -6%
510 Accounting 22 20 38 39 30 36%


18 Safety and Occupational Health Mgmt 22 22 13 17 21 -5%
810 Civil Engineering 32 50 49 34 17 -47%


1801 Gen. Inspect., Invest., & Compliance 6 8 9 6 17 183%
602 Medical Officer 9 6 6 11 16 78%
854 Computer Engineering 13 18 8 12 15 15%
180 Psychology 5 11 13 10 12 140%


1301 General Physical Science 7 9 7 9 12 71%
1550 Computer Scientist 5 11 8 12 12 140%


511 Auditing 16 24 21 22 8 -50%
660 Pharmacist 5 15 8 1 7 -


1520 Mathematics 0 0 1 1 2 -
130 Foreign Affairs 0 0 2 0 1 -
131 International Relations 0 1 1 1 1 -


1040 Language Specialist 4 0 2 1 1 -


 


 


Resignations in the Workforce
Sorted by 2010 values


22Population: U. S. Direct Hire, Appropriated Fund, Active Employees


Source: Workforce Analysis Support System


Description: The number of 
resignations in the workforce for 
the last 5 years by occupational 
series.


Trends: Resignations in 2010 
compared to 2006 and 2009 are 
higher


Series Description 2006 2007 2008 2009 2010 Changes
610 Nurse 338 299 335 337 403 19%


2210 Information Technology Specialist 141 140 154 105 150 6%
83 Police 276 245 204 128 129 -53%


132 Intelligence 37 43 61 41 91 146%
1102 Contracting 75 70 69 52 77 3%


602 Medical Officer 32 47 65 65 76 138%
810 Civil Engineering 83 72 75 54 68 -18%
346 Logistics Management 49 60 58 69 65 33%


81 Fire Protection and Prevention 62 55 60 50 55 -11%
560 Budget Analysis 41 29 35 32 35 -15%
801 General Engineering 32 32 32 20 35 9%


201* Human Resources Management (CP10) 28 18 34 42 32 14%
660 Pharmacist 31 34 37 34 31 0%


80 Security Administration 24 27 22 26 29 21%
1550 Computer Scientist 19 20 26 15 29 53%


18 Safety and Occupational Health Mgmt 21 15 20 11 22 5%
180 Psychology 14 18 21 23 20 43%
854 Computer Engineering 16 17 23 5 19 19%


1515 Operations Research Analyst 16 19 19 17 19 19%
1910 Quality Assurance 14 19 9 13 18 29%


855 Electronics Engineering 44 26 35 17 16 -64%
511 Auditing 17 13 15 10 13 -24%


1801 Gen. Inspect., Invest., & Compliance 5 7 9 16 13 160%
1301 General Physical Science 10 17 11 9 12 20%


510 Accounting 10 11 15 12 11 10%
501 Financial Administration and Program 14 17 13 16 9 -


1040 Language Specialist 2 1 0 1 2 -
1520 Mathematics 2 0 0 1 2 -


130 Foreign Affairs 2 1 1 0 1 -
131 International Relations 0 2 0 1 0 -
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MCO TURNOVER
Turnover Examination Methodology:  The Army examines 5 types 
of turnover statistics to diagnose turnover problems by comparing 
them to each other. The methodology also includes examining these 
statistics by controlling for hiring activity levels which is a major 
contributor to the artificial inflation of  typical turnover statistics.  
Uncontrolled examination often invalidates year to year statistical 
comparisons  of typical turnover


Results of MCO turnover examination: Our analysis shows that a 
good majority of our MCOs are recession proof on turnover.  End 
strength increases in response to missions are achieved as a result of 
significant investment in replacements which is likely to increase given 
the demand for these occupations.  


 


Typical Turnover in the Workforce
Sorted by 2010 values


24


Turnover Rate = Total Losses / Strength


This statistic is the sum of losses to Army over a given 
time period divided by the beginning strength of that time 
period and is expressed as a percent.


Note: Statistic calculated on permanent employees only.
This is a statistic that is significantly influenced by hiring 
levels and falsely show that there isn’t much of a 
changes since 2006


Series Description 2007 2008 2009 2010 Changes
1040 Language Specialist 9% 2% 7% 12% 31%


83 Police 13% 12% 10% 11% -13%
660 Pharmacist 13% 13% 7% 10% -24%


1102 Contracting 10% 11% 12% 10% 1%
610 Nurse 12% 11% 9% 9% -23%
130 Foreign Affairs 7% 7% 6% 9% 27%
602 Medical Officer 11% 11% 12% 9% -19%


81 Fire Protection and Prevention 10% 8% 7% 8% -20%
1910 Quality Assurance 8% 8% 5% 8% 8%


132 Intelligence 9% 14% 17% 8% -12%
201* Human Resources Management (CP10) 10% 12% 9% 8% -25%


560 Budget Analysis 8% 7% 7% 8% -3%
180 Psychology 9% 10% 7% 7% -13%
510 Accounting 7% 9% 8% 7% 6%


18 Safety and Occupational Health Mgmt 9% 9% 7% 7% -16%
1520 Mathematics 7% 4% 7% 7% -2%
2210 Information Technology Specialist 9% 9% 7% 7% -21%


501 Financial Administration and Program 9% 7% 7% 7% -21%
80 Security Administration 9% 9% 8% 7% -23%


1801 Gen. Inspect., Invest., & Compliance 6% 7% 6% 6% -8%
511 Auditing 11% 7% 7% 6% -49%


1515 Operations Research Analyst 6% 6% 6% 6% -9%
131 International Relations 9% 0% 11% 5% -41%
346 Logistics Management 6% 6% 6% 5% -20%


1301 General Physical Science 7% 4% 3% 5% -32%
1550 Computer Scientist 5% 7% 4% 4% -24%


801 General Engineering 7% 7% 4% 4% -43%
855 Electronics Engineering 5% 5% 4% 3% -27%
854 Computer Engineering 4% 4% 3% 3% -13%
810 Civil Engineering 6% 7% 4% 3% -48%


Population: U. S. Direct Hire, Appropriated Fund, Active, Permanent Employees


Source: CIVFORS Turnover Forecast #40242  
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Adjusted Turnover in the Workforce
Sorted by 2010 values


25


Adjusted turnover Rate = (Total Losses - Total Gains) / 
Strength


This statistic is the difference between total losses to Army 
and total gains to Army during a given time period divided 
by the beginning strength of the time period and is 
expressed as a percent.  Adjusted Turnover controls for  
losses that follow heavy hiring periods that result in 
greater than typical loss rates.  It provides another 
measure  used in diagnosing  turnover problems   


Positive numbers indicate total losses exceed total gains 
and negative numbers  indicate total gains exceed total 
losses resulting  in net gains to the MCO workforce.  The 
data shows  that with  the exception of a few MCOs  there 
were more net gains than losses which is a positive 
indicator of sustainment that may come at a cost. 


Note: Statistic calculated on permanent employees only.


Population: U. S. Direct Hire, Appropriated Fund, Active, Permanent Employees


Source: CIVFORS Turnover Forecast #40242


Series Description 2007 2008 2009 2010
130 Foreign Affairs -7% 0% -24% 5%
511 Auditing -1% -5% -6% 5%
560 Budget Analysis 4% 2% 0% 2%


83 Police 6% -2% -10% 0%
131 International Relations 3% -3% 3% 0%


1040 Language Specialist 7% -4% 2% 0%
1910 Quality Assurance 2% 0% -4% 0%


510 Accounting 3% 1% -3% -1%
81 Fire Protection and Prevention 2% -3% -5% -1%
80 Security Administration 3% -1% -4% -2%


1520 Mathematics 4% -6% -2% -2%
1515 Operations Research Analyst 1% -3% -4% -3%


855 Electronics Engineering 2% 1% -2% -3%
1301 General Physical Science 3% -1% -8% -4%


801 General Engineering 4% 1% -4% -4%
201* Human Resources Management (CP10) 4% -8% -2% -4%


501 Financial Administration and Program -1% -4% -5% -4%
18 Safety and Occupational Health Mgmt 0% -1% -7% -4%


132 Intelligence -5% -2% -2% -4%
810 Civil Engineering 2% -2% -15% -5%


1102 Contracting 0% -4% -9% -6%
854 Computer Engineering -2% -3% -6% -6%


1801 Gen. Inspect., Invest., & Compliance -4% -6% -7% -6%
1550 Computer Scientist -2% -9% -13% -7%


346 Logistics Management 1% -2% -5% -8%
660 Pharmacist -2% -5% -18% -9%


2210 Information Technology Specialist 4% -1% -8% -11%
610 Nurse -13% -20% -21% -11%
602 Medical Officer -9% -20% -24% -20%
180 Psychology 2% -7% -17% -23%
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Resignation Rate = Resignation Losses / Total Losses


This statistic is the percent of total losses that are 
resignations and is recommended because occupations 
with greater resignation rates are more likely to have a 
turnover problem.


The data show that  for a majority of the MCOs 
resignations  rates are  about the same in 2010 as in 2006 
or higher which indicates that MCOs are recession proof . 


Note: Statistic calculated on permanent employees only.


Series Description 2007 2008 2009 2010 Changes
1550 Computer Scientist 50% 45% 40% 70% 40%


610 Nurse 62% 65% 62% 66% 6%
602 Medical Officer 56% 62% 50% 61% 10%
130 Foreign Affairs 100% 0% 0% 50% -50%
660 Pharmacist 49% 57% 69% 49% 0%
854 Computer Engineering 38% 45% 19% 40% 5%
180 Psychology 23% 25% 33% 36% 61%


83 Police 57% 55% 44% 32% -43%
132 Intelligence 15% 17% 9% 28% 85%
511 Auditing 20% 32% 26% 26% 32%
810 Civil Engineering 21% 18% 17% 23% 10%


1520 Mathematics 0% 0% 0% 22% -
1040 Language Specialist 25% 0% 0% 20% -20%
1301 General Physical Science 22% 29% 19% 19% -14%
1515 Operations Research Analyst 19% 15% 16% 19% 0%


81 Fire Protection and Prevention 16% 23% 21% 18% 10%
2210 Information Technology Specialist 14% 18% 14% 17% 21%


80 Security Administration 15% 8% 14% 17% 14%
18 Safety and Occupational Health Mgmt 14% 15% 11% 15% 5%


346 Logistics Management 13% 12% 11% 15% 16%
1801 Gen. Inspect., Invest., & Compliance 23% 4% 39% 14% -37%


855 Electronics Engineering 18% 21% 15% 13% -28%
1910 Quality Assurance 14% 6% 6% 11% -20%


801 General Engineering 6% 9% 9% 11% 88%
201* Human Resources Management (CP10) 6% 10% 13% 10% 52%
1102 Contracting 11% 10% 6% 9% -18%


560 Budget Analysis 8% 10% 10% 8% 2%
510 Accounting 9% 9% 4% 8% -8%
501 Financial Administration and Program 18% 13% 15% 6% -70%
131 International Relations 67% - 0% 0% -100%


Population: U. S. Direct Hire, Appropriated Fund, Active, Permanent Employees


Source: CIVFORS Turnover Forecast #40242  
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27Population: U. S. Direct Hire, Appropriated Fund, Active Employees


Source: Workforce Analysis Support System


Description: The number of 
resignations in the workforce for 
the last 5 years by occupational 
series.


Interpretation: For the majority of 
the MCOs the actual number of 
resignations have increased 
compared to 2006 and 2009.


Series Description 2006 2007 2008 2009 2010 Changes
610 Nurse 338 299 335 337 403 19%


2210 Information Technology Specialist 141 140 154 105 150 6%
83 Police 276 245 204 128 129 -53%


132 Intelligence 37 43 61 41 91 146%
1102 Contracting 75 70 69 52 77 3%


602 Medical Officer 32 47 65 65 76 138%
810 Civil Engineering 83 72 75 54 68 -18%
346 Logistics Management 49 60 58 69 65 33%


81 Fire Protection and Prevention 62 55 60 50 55 -11%
560 Budget Analysis 41 29 35 32 35 -15%
801 General Engineering 32 32 32 20 35 9%


201* Human Resources Management (CP10) 28 18 34 42 32 14%
660 Pharmacist 31 34 37 34 31 0%


80 Security Administration 24 27 22 26 29 21%
1550 Computer Scientist 19 20 26 15 29 53%


18 Safety and Occupational Health Mgmt 21 15 20 11 22 5%
180 Psychology 14 18 21 23 20 43%
854 Computer Engineering 16 17 23 5 19 19%


1515 Operations Research Analyst 16 19 19 17 19 19%
1910 Quality Assurance 14 19 9 13 18 29%


855 Electronics Engineering 44 26 35 17 16 -64%
511 Auditing 17 13 15 10 13 -24%


1801 Gen. Inspect., Invest., & Compliance 5 7 9 16 13 160%
1301 General Physical Science 10 17 11 9 12 20%


510 Accounting 10 11 15 12 11 10%
501 Financial Administration and Program 14 17 13 16 9 -


1040 Language Specialist 2 1 0 1 2 -
1520 Mathematics 2 0 0 1 2 -


130 Foreign Affairs 2 1 1 0 1 -
131 International Relations 0 2 0 1 0 -
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Replacement Rate = Total Gains / Total Losses 


This statistic evaluates whether you are able to maintain 
employees onboard and is expressed as a percent.


Replacement  rates are significantly higher compared to 
2006. Part of it is due to greater losses  following 
heavier hiring periods.  A  less positive indicator of  
turnover is that replacements behind  large resignations 
for some MCO cause greater turbulence.    


Note: Statistic calculated on permanent employees only.


Series Description 2007 2008 2009 2010 Changes
180 Psychology 73% 169% 355% 413% 469%
602 Medical Officer 181% 278% 297% 322% 78%


1550 Computer Scientist 136% 238% 409% 275% 103%
854 Computer Engineering 147% 182% 342% 267% 82%
810 Civil Engineering 71% 125% 481% 267% 279%


2210 Information Technology Specialist 51% 110% 217% 251% 393%
346 Logistics Management 82% 125% 178% 250% 206%
610 Nurse 208% 277% 319% 221% 6%


1801 Gen. Inspect., Invest., & Compliance 164% 185% 230% 200% 22%
801 General Engineering 47% 81% 185% 193% 314%
855 Electronics Engineering 53% 86% 153% 185% 252%
660 Pharmacist 113% 136% 343% 184% 63%


1301 General Physical Science 52% 134% 326% 175% 239%
18 Safety and Occupational Health Mgmt 105% 110% 214% 158% 50%


132 Intelligence 162% 116% 112% 157% -3%
501 Financial Administration and Program 113% 157% 174% 157% 39%


1102 Contracting 99% 134% 174% 156% 57%
1515 Operations Research Analyst 90% 144% 159% 151% 69%
201* Human Resources Management (CP10) 59% 165% 121% 146% 149%


80 Security Administration 69% 107% 151% 134% 93%
1520 Mathematics 44% 275% 133% 133% 200%


81 Fire Protection and Prevention 78% 131% 177% 108% 39%
510 Accounting 62% 89% 138% 108% 75%


1910 Quality Assurance 78% 100% 178% 105% 34%
131 International Relations 67% - 75% 100% 50%


1040 Language Specialist 25% 300% 67% 100% 300%
83 Police 55% 116% 204% 96% 76%


560 Budget Analysis 51% 70% 100% 72% 41%
130 Foreign Affairs 200% 100% 500% 50% -75%
511 Auditing 108% 166% 179% 21% -81%


Population: U. S. Direct Hire, Appropriated Fund, Active, Permanent Employees


Source: CIVFORS Turnover Forecast #40242  
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APPENDIX A4:  TRANSFORMING TOTAL FORCE 
MANAGEMENT (TFM) OF MILITARY AND 


DOD CIVILIAN MANPOWER AND CONTRACT 
SERVICES 


 


Given increasing fiscal demands, in order to prevent an unacceptable decline in future 


readiness, OUSD (P&R) is providing assertive leadership to the Department in the area of Total 


Force Management (TFM).   


OUSD (P&R) is re‐establishing the Defense Human Resources Board (DHRB) to serve as the 


transparent systemic decision‐making body to discuss and resolve TFM issues across the 


Department. 


 The membership spans the Department – the Military Departments, Services, OUSD(AT&L), 


OUSD(C), CAPE, JS, OUSD(P), COCOMs ( as appropriate), etc.  


 It is one of the forums in the Department which may take issues directly to the Deputy Secretary 


Of Defense’s Deputies Management Advisory Group (DMAG).  


 


OUSD (P&R) has established a TFM Council to formulate TFM issues and to provide analysis to 


senior leaders.  In the near term the TFM Council is focusing on three vectors: 


1. Ensuring top‐level Departmental guidance appropriately addresses TFM equities. This guidance 


would include, but not be limited to, the Defense Planning Guidance, the Quadrennial Defense 


Review, etc.  


2. TFM info/data analysis – Evaluate and improve DoD data and information systems to enhance 


defense‐wide TFM analysis and decision making.  


3. Propose and conduct analysis of compelling TFM issues for consideration by the DHRB; delineate 


alternatives/make recommendations.  


 


The TFM Council will promote practices that support the Department making accurate 


assessments of the optimal workforce mix to support readiness and fiscal goals.  This will 


include analyzing factors that contribute to workforce mix directions‐making, and formulating 


policy issues for consideration by the DHRB.  
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Section III – DON FY10 Strategic Human Capital Report 


1. DON Civilian Strength Overview 


The following is the DON Agency Population of Appropriated Fund U.S. Citizen and Foreign National       
Direct Employees as of 09/30/2010.      


 


Approximately 75% of the Department of the Navy enterprise workforce supports the Navy mission of 


the Chief of Naval Operations; ten percent are employed by the Marine Corps; and approximately  5% 


within the Navy Secretariat (including naval research) organizations. 


 


  


DON Agency Population (Appropriated Fund U.S. Citizen and Foreign National Direct Employees) Grand Total


Naval Sea Systems Command 25,754         


Naval Air Systems Command 24,458         


United States Marine Corps 20,542         


Fleet Forces Command 20,479         


Pacific Fleet 18,030         


Naval Facilities Engineering Command 16,599         


Commander Naval Installations Command 15,549         


Bureau of Medicine and Surgery 13,983         


Space and Naval Warfare Systems Command 8,552           


Naval Supply Systems Command 6,587           


Military Sealift Command 6,489           


Chief of Naval Operations 5,257           


Department of the Navy Assistant for Administration 5,150           


Naval Education and Training Command 4,888           


Office of Naval Research 3,083           


Office of Naval Intelligence 1,849           


Bureau of Naval Personnel 1,644           


Naval Special Warfare Command 1,116           


Strategic Systems Programs 1,026           


Naval Systems Management Activity 573               


Navy Reserve Force 472               


Total 202,080      
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2. DON MCO Human Capital Overview 


The following figure displays workforce demographics, education and planning considerations for 
the Department of the Navy’s top ten OSD Mission Critical Occupations (MCOs) by strength.  The 
population represented below includes only appropriated fund U.S. Citizens as of 9/30/2010. 


 


 


 


  


As of 9/30/2010  DON Top 10 DoD MCOs by Strength  


 All U.S. 
DON 


Civilians 
 


0855  
El Eng 


2210 
IT 


0501 FM 
Admin 


0346 
Logistics 


1102 
Contract 


Spec 


0081 
Fire Prev 


0083  
Police 


1550  
Comp 


Scientist 


0610 
Nurse 


0201 
Human 


Resources 
 


Demographics            


Workforce Size (US only) 199,851 8,617 8,524 5,244 4,904 4,676 3,440 3,180 2,907 1,968 1911 


% Male 70% 89.1% 68.3% 27.9% 67.2% 39.5% 97.1% 92.3% 73.8% 11% 23% 


% Female 30% 10.9% 31.7% 72.1% 32.7% 60.5% 2.9% 7.7% 26.2% 89% 77% 


% Disability 5.71% 3.5% 7.79% 3.5% 7.31% 7.76% 3.3% 6.1% 5.05% 3.86% 8.21% 


% Targeted Disability .72% .42% .94% .70% .70% .61% 1.86% .17% .75% .15% .64% 


% Veteran 37% 7% 40% 17% 48% 17% 40% 72% 11% 24% 18% 


% Entry  8% 10% 24% 7% 14% 94% 98% 7% 17% 19% 


% Mid   85% 84% 67% 86% 77% 6% 2% 76% 83% 71% 


% Senior  7% 7% 9% 7% 9% -% -% 16% -% 10% 


Education            


<Bachelor 57.8% * 55% 54.1% 49% 16% 95.8% 90.6% 1.5% * 49% 


Bachelor 28.4% 72% 31% 34.6% 36% 58.1% 3.4% 8.4% 71.5% 100%1 35% 


Master 11.2% 24.5% 11% 10.6% 14% 24.4% .4% 1% 24.7% ** 15% 


Doctorate 2.1% 2.5% .5% * .5% * * * 2.1% ** * 


Planning Considerations            


Age 20-29 11.5% 13.1% 5.2% 9.2% 7.1% 18.7% 16% 17.4% 17.2% 4.8% 13.7% 


30-39 15.5% 17% 16.7% 14.2% 9.8% 18.7% 34.9% 25.% 24.8% 18.8% 12.9% 


40-49 28.8% 34.3% 32.2% 31.4% 32.3% 26.4% 33.3% 31.8% 28.8% 28.4% 27.4% 


50-59 33.5% 28.5% 37.0% 36% 40.2% 28.9% 15% 19.4% 4.9% 35.3% 34.6% 


60+ 10.4% 7.2% 8.9% 9.1% 10.7% 7.4% .9% 6.3% 24.3% 12.8% 11.4% 


Length of Service  (LOS)– 0-5 40% 20.8% 38% 29.7% 40.7% 40.1% 29.2% 57.8% 30.9% 59.7% 27.0% 


Length of Service – 6-10 15.6% 15.7% 12.9% 10.1% 15.1% 12.7% 22.7% 20.6% 26.1% 14.7% 9.0% 


Length of Service – 11-20 13.7% 17.3% 13% 13.3% 11.1% 11.4% 26.9% 13.1% 19.2% 15.2% 15.3% 


Length of Service – 21+ 33.7% 46.2% 36.2% 46.9% 32% 35.8% 21.2% 8.6% 23.8% 10.4% 48.7% 


Retirement Eligibility - Current 14.5% 11% 14% 14.1% 7% 12% 3.3% 6.8% 22.4% 9% 15.1% 


Retirement Eligibility in 1-5 years 16.9% 16.2% 22.1% 16.6% 22.5% 15.3% 7.8% 7.9% 17.2% 18.8% 22.6% 


Average Age of New Hire  2009  33.5 40.7 37.9 42.5 35.1 30.8 36 34.3 42.7 41.8 


Average Age of New Hire 2010 32.6 41.0 36.3 41.5 34.6 30.1 34.3 32.5 42.7 37.7 


Average Age at Retirement  2009  59.6 58.4 59.2 57.9 58.2 54.6 59.5 58.7 60.4 58.8 


Average Age at Retirement 2010 60.5 59.0 59.7 60.3 58.7 55.1 61.2 60.4 62.7 59.6 


Average LOS at Retirement  2009  32.3 29.1 29.1 26.7 29.7 27 18.4 27.4 23.1 29.8 


Average LOS at Retirement 2010 32.2 29.4 30.2 30.2 30.5 27.6 20.4 29.1 28.6 30.3 


FY09 Turnover %  3.6% 7.2% 6.1% 5.2% 11.0% 7.1% 16.0% 3.3% 9.9 10.9% 


 


                                                           
1


 For each medical occupation there is an established educational requirement (usually involving a graduate degree), state licensure, credentials and the granting of professional privileges.  The one exception is that only Advance Practice Nurses are 


eligible for professional privileges. 
*Less than 1% or 0 
**Not tracked or data not available FOUO - D
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3. DON Most Frequently Recruited Occupations  


Top 30 Most Recruited Occupations – FY 2010 


Series Occupations  (listed in order of recruitment frequency) 


0343 Management and Program Analysis 


*2210 Information Technology Management 


0802 Engineering Technician 


*1102 Contracting 


0303 Miscellaneous Clerk/Assistant 


*0501 Financial Administration 


0830 Mechanical Engineering 


*0855 Electronic Engineering 


0301 Miscellaneous Admin and Program Management 


*0083 Police 


*0346 Logistics Management 


0801 General Engineering  


*0081 Fire Protection and Prevention 


0203 Human Resources Assistant 


*0201 Human Resources Management 


0326 Office Automation Clerical 


2805 Electrician 


1101 Business and Industry 


5334 Marine Machinery Mechanic 


0856 Electronics Technician 


4204 Pipefitting 


0340 Program Management 


1601 Equipment Facilities and Services 


*1550 Computer Science 


1311 Physical Science Technician 


0850 Electrical Engineering 


*0080 Security Administration 


4701 General Maintenance & Operations 


* OSD Mission Critical Occupation 


Ten of the thirty most frequently-recruited occupations are OSD mission critical occupations.  Trends 
influencing frequency include known increases in strength (0201, 2210), turnover and other situational 
factors. 
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Section IIIA. Component Overview 


The Department of the Navy organization and mission environment presents unique challenges in 
diversity of mission, and therefore in civilian strategic human capital planning (SHCP), functional 
community management (FCM) and in alignment of missions, requirements, resources and results to 
implement, support and improve both SHCP and FCM.   


The DON is the only DOD component which encompasses two separate services, the Navy and the 
Marine Corps.  Historically independent in most processes supporting SHCP and FCM, civilian functional 
community management as envisioned by the NDAA, and as implemented by the Department of 
Defense during 2010, has provided Navy senior leaders and key stakeholders involved in both programs 
a clear framework to maintain and strengthen a strategic enterprise view of the DON civilian workforce 
which supports both services.  As noted in the strength overview on page 4, Navy commands under the 
Chief of Naval Operations employ approximately 75% of the enterprise civilian appropriated fund 
workforce, while the Marine Corps employs 10% and Secretariat activities approximately 5%. 


SHCP and FCM within our enterprise have historically developed with aspects unique to each of our 
services.  Progress by OSD and our own functional community managers and leaders during 2010 
reflects the adoption of consistent constructs, roles and expectations for our civilian communities; 
establishment of guidance and leadership roles at our enterprise (SECNAV) level for reporting, analysis 
and planning; and alignment of our already-established programs and processes for SHCP and FCM with 
OSD direction. 


As shown in Appendix A, the DON enterprise includes significant representation in all DOD- identified 
mission critical occupations, with medical, information technology (including electrical/electronic 
engineering) and installations/environment communities prominent.  In addition to ongoing initiatives 
to strengthen and better equip functional community managers and senior leaders for their roles, our FY 
11/12 efforts will focus on improving communications and integration of effort between our major line 
organizations (the Marine Corps and Navy echelon 2 major commands) and functional community 
leadership. 


The functional community manager construct provides us the essential capability to maintain an 
enterprise view of critical civilian workforce segments. Established and maintained at the agency 
(Secretariat) level, senior agency leaders for communities can also provide direction, ensure consistent 
action across the enterprise for community improvement initiatives, and can serve as expert advisors to 
DON enterprise leaders, particularly the Assistant Secretary of the Navy (Manpower and Reserve Affairs) 
(ASN (M&RA), the primary leader for both human resources and manpower, both civilian and military, 
for the enterprise.   


We intend to further strengthen community managers’ effectiveness by facilitating routine information 
exchange with major line organizations which execute recruiting and hiring, and which manage 
significant segments of respective civilian communities. 
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1. The Department of the Navy Human Capital Strategy 


 


 


 


 


 


 


 


 


 


 


 


 


 


The Department of the Navy’s vision is to develop and effectively utilize a fully integrated workforce to 


support or accomplish 21st Century naval missions with the right people with the right skills, at the right 


time and place and at the best value. 


Department of the Navy Force Management Oversight Council (DON FMOC):  The Assistant Secretary 


of the Navy (Manpower and Reserve Affairs (ASN (M&RA)) established FMOC as the decision-making 


body responsible for implementing the principles of the DON Human Capital Strategy and for 


transforming DON human resource systems, policies and practices.   FMOC is chaired by ASN (M&RA) 


and two vice chairs, the Chief of Naval Personnel representing the Chief of Naval Operations, and the 


Deputy Commandant (Manpower and Reserve Affairs), U.S. Marine Corps, representing the Marine 


Corps.  Additional members include the Assistant Secretary of the Navy (Research, Development and 


Acquisition) representing the acquisition workforce, and the Deputy Assistant Secretary of the Navy 


(Civilian Human Resources) as HR advisor. 


The Force Management Oversight Council periodically reviews and updates the Department’s priorities 


and implementation of the Department of the Navy (DON) Human Capital Strategy (HCS).  In continued 


assessment of developing needs the FMOC identified and directed action on critical issues to include 


DON Workforce Diversity, Total Force Planning and Management, Human Resources Information 


Systems, DON Wounded Warrior Hiring and Support, Workforce Care and Readiness, Civilian Hiring 


Reform, The Civilian Expeditionary Workforce and the Civilian Reserve.   


Priority human capital goals which impact the enterprise civilian workforce are summarized on the 


following page. 
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Wounded Warrior Hiring and Support 


The Department of the Navy seeks to further enable the smooth reintegration of our Wounded Warriors 


(WW) and their families into civilian life through better coordination and development of WW 


employment efforts.   


Workforce Care and Readiness 


Increase Total Force awareness within the DON of existing workforce care and readiness programs and 


services to improve military, DON civilian employees and family well-being. 


Human Resources Management Information System (HR-MIS) 


Enable the DON workforce with integrated, Total Force capabilities-based management information 


systems which provide effective management solutions with clear governance structures. These systems 


will provide reliable, flexible and robust management of human capital for the DON. 


DON Workforce Diversity 


Employ a diverse workforce in order to leverage all of the strengths that the people in our great nation 


have to offer. 


Civilian Hiring Reform  


The Department of the Navy needs to attract and retain a skilled and talented workforce to advance the 


mission and support the warfighter. With the launch of the President’s Civilian Hiring Reform initiative, 


the process to recruit and hire a top quality workforce is going to become easier and quicker, positioning 


the Department to meet the challenges in the years ahead. 


DON, in collaboration with OPM, DoD, our Financial Advisors, Functional Community Managers, and 


Chief Information Officers, in addition to hiring managers and applicants will execute a plan that 


supports DoD’s action steps included in the DoD Human Capital Management Report (HCMR) and in 


OPM’s Strategic Plan.   


Civilian Expeditionary Workforce (CEW) 


Support the CEW initiative and help shape OSD efforts to avoid adverse impact to current mission and 


workforce.   


Civilian Reserve 


Establish a part-time civilian cyber workforce which will allow the DON to leverage civilian expertise 


within private industry, academic institutions, and other Government Agencies to meet unique Fleet 


Cyber Command/Commander, 10th Fleet needs. 
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2. Strategic Human Capital Planning Platforms 


The U.S Marine Corps and the major echelon 2 commands reporting to the Chief of Naval Operations 


develop and revise organizational strategic plans consistent with their missions, business areas and 


corporate organizational environments.  These planning processes parallel and complement enterprise 


functional community strategic plans, which have emerged more recently, some prior to establishment 


of the OSD FCM process, and some as a result of that program. 


 


 


  


Command


-Strategic Planning


-Requirements analysis and 
budgeting 


-Hire, build, maintain 
workforce


Functional 
Community


-Analyze Workforce


-Influence sizing and 
strategy direction for 
communities


Workforce 
Views 


Operate 
Simultaneously
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Current State Strategic Workforce Planning Analysis Platforms: 


Workforce analysis mechanisms across organizations and communities; however all commands have at 


least some mechanisms (identifying required workforce size, maintaining least workforce size or both) in 


place. 


 


As presented in the remainder of this report,  DON functional communities are differently affected  by 


these sizing mechanisms : 


Medical and information technology communities have been extensively studied, and generally present 


a stronger resourcing profile across the SHCP planning timeline; 


Security and law enforcement communities have undergone initial workforce and resource analysis.  


Both communities show increased attention to requirements and statutory direction to staff various 


elements of their missions; however, both are also projected to be heavily affected by budget 


reductions (i.e., least cost effects); 


Financial and human resources communities’ demographics are well-understood, but the impact of 


expected efficiencies and budget reductions (least cost effects) remains to be seen as this report is 


prepared.  


•


• Budget to “least size”


• Efficiencies


• Customer demand for work


• Adequate process


• Assessment barriers


• Is the customer buying the right things?


• Use requirements to compare and set 
up “right size”


• Manpower analysis


• Identify needed resources


• Mechanism for “right size”


• Requirements/demand analysis


• Current workforce analysis


• Weaknesses in workforce


• Strategies to improve


Strategic 
Plans


Requirements 
Analysis


O&M Budget
Working 
Capital 
Funding
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3. Missions and Key Focus Areas – DON High Priority Objectives 


 


Supplementing the FMOC Strategic Plan, recently-adopted Secretary of the Navy high-priority objectives 


for 2011/12 are shown in the table above. 


 DON Business Transformation Plan 


The Department of the Navy’s (DON) Business Transformation Plan (BTP) for Fiscal Year (FY) 


2011 defines the DON’s strategy and approach for business transformation. The DON Chief 


Management Officer’s (CMO) philosophy is to utilize to the greatest extent possible existing 


processes, organizations, and capabilities to achieve transformative strategic business 


objectives. Business transformation will optimize support to the warfighter while providing 


exceptional stewardship of the nation’s resources. 


  


Department of the Navy High Priority Objectives


1.  Taking Care of Our People 2.  Energy


• Support Wounded Warriors


• Maintain Warf ighter Readiness


• Prevent Sexual Assault, Workplace Violence  


and Suicides


• Improve Safety


• Safeguard Personally Identif iable Information 


• Maintain Quality of  Life


• Strategic Management of  Human  Capital 


• Improve Resiliency of  the Force  


• Execute Joint Guam/Pacif ic Realignment


• Increase Alternative Energy DON-wide


• Include Energy Evaluation Factors in Contract 


Awards


• Sail the Great Green Fleet


• Reduce Non-Tactical Petroleum Use


• Increase Alterative Energy Ashore


3. Acquisition Excellence 4.  Unmanned Systems


• Improve Program Execution 


• Maintain  a Healthy Industrial Base


• Rebuild Acquisition Workforce


• Embrace Unmanned Systems in the DON Culture


• Develop Unmanned Systems In the Air


• Deploy and Establish Unmanned Systems On and 


Under the Sea


• Field Unmanned Systems on the Ground


5.  Enterprise Transformation


• Increase Ef f iciencies of  Departmental 


Functions


• Improve Financial Management 


• Maximize Cyber Security


• Execute Transition to Next Generation Enterprise 


Network
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3.a. Functional Community and Cross-Cutting Capability Initiatives 


FY 10 saw substantial progress in many civilian communities toward organizing, establishing governance 


and communications processes and completing essential data gathering and analysis of their 


workforces.  Particularly for more recently-established communities, this year demonstrated the need to 


establish consistent expectations for the FCM role, to develop and link support tools and resources with 


FCMs (e.g., workforce data sources, HR advisory services) and to assess and provide feedback to senior 


community leaders on what progress is needed, how that progress will be measured, and when it 


occurs. 


A cross section of functional communities and cross-cutting capability initiatives are highlighted below.   


Medical Community 
 


The support for the Wounded Warrior centers at least initially on preventative and just-in-time 


healthcare delivery.  The DON Healthcare community has three missions relating to the warrior: (1) 


medical and dental readiness of our warriors; (2) treatment of our wounded warriors -- both in the 


operational setting and after return; and (3) the covenant of care for family members or other 


dependents of warriors.  Extraordinary efforts are being made in neuro-science and behavioral health to 


address the concerns of those with Post Traumatic Stress Disorder and Traumatic Brain Injury.  


Expanded care for drug, alcohol and family counseling is also being provided.  This has led to increased 


hiring of licensed clinical social workers (some with specialties in substance abuse and family 


counseling), clinical psychologists, psychiatrists and Advance Practice Mental and Behavioral Health 


Nurses.  DoD tracks carefully the increase in mental and behavioral health providers (military, Federal 


civilian and contractors) on a quarterly basis.  


 


 Web site -- http://www.med.navy.mil/bumed/WarriorResources/Pages/default.aspx  


 


In the strategic management of human capital, Navy Medicine, representing the medical community, 


has and continues to take a leading role in the following DoD Health Affairs initiatives: 


 


 DOD Medical Healthcare System Human Capital Steering Committee -- Navy Medicine 


was involved since the beginning of efforts in writing the Human Capital Strategic Plan in 


2007 and has been an active member of the Committee since its inception 


 


 DoD Healthcare Recruitment Working Group -- this tri-service group has been working 


together to improve healthcare recruitment and retention since 2003.  It has developed 


a healthcare recruitment site at http://www.cpms.osd.mil/RAD/RAD_index.aspx, which 


provides information on hiring authorities, special salary rates and other hiring and 


compensations flexibilities and how they can best be used in attracting and retaining 


healthcare talent. 
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 DoD Physicians and Dentist Pay Plan – this new program is being implemented on 27 


February 2011 to provide a modernized compensation system for physicians and 


dentists. 


 


 DoD Healthcare Occupations Sustainment Project -- designed to improve the range of 


appointing authorities, qualifications and compensation flexibilities for 30 additional 


healthcare occupations, including nurse, social workers, clinical psychologists and 


pharmacists.  This will be implemented during calendar year 2011. 


 


 Navy Medicine Centralized Recruitment Team -- actively recruits talent for 8 healthcare 


occupations, including physicians, social workers, clinical psychologists and pharmacists.  


Located at Human Resources Service Center (HRSC) Northeast, the team conducts 


centralized external recruiting for all professional medical occupations.  Based on 


projections of hiring needs, the team uses a wide range of recruitment techniques to 


find talent in specialty areas.  Use of the team has led to an increase in the hiring of 


social workers and clinical psychologists in Navy Medicine by 25% in calendar year 2010, 


and has provided ongoing strategic and tactical advantages in meeting the critical 


external hiring capability for Navy Medicine. 


 


 DoD Health Professions Civilian Compensation Steering Committee -- this group, 


originally proposed and designed by Navy Medicine, provide compensation oversight for 


physicians and dentists, but is expected to be expanded to cover additional healthcare 


occupations in 2011.   


 


 James A. Lovell Federal Healthcare Center, North Chicago, IL -- first of its kind jointly 


operated VA-Navy medical center.  In 2010  480+ Navy civilians transferred to positions 


at the new Healthcare Center with no loss of positions.   Navy medical leadership and 


civilian human resources and manpower support staffs completed an extensive 


transition plan and strategies for transitioning to joint VA- Navy management of a single 


hospital facility as directed by BRAC.  Web site -- 


http://www.northchicago.va.gov/about/fhcc.asp 
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Information Technology Community  


Responsible for critical mission elements defined in DON’s Priority Objectives ,the DON IT Community 


has defined a plan to shape the evolving IT and Cyber workforce by defining the required education and 


competencies to support the mission, goals and changing environment of the organization.  The 


following goals were defined to focus efforts and provide the framework for effective IT workforce 


human capital planning.  DON Cyber/IT Workforce Goals are: 


DON IT Community Workforce Goals 


Goal 1 – Provide workforce capabilities that fully support cyberspace operations. 


Goal 2 – Develop competency-based planning and management processes. 


Goal 3 – Support required capabilities by recruiting a qualified and experienced workforce. 


Goal 4 – Develop and manage the DON Cybersecurity/Information Assurance Workforce 


Taking Care of Our People and Enterprise Transformation 


 Strategic Management of Human Capital 


 Increase Efficiencies of Departmental Functions 


 Maximize Cyber Security 


DON Cyber/IT Workforce Strategic Plan FY 2010 - FY 2013 


 


 


 


 


 


The DON Cyber/Information Technology (IT) Workforce Strategic Plan established the DON’s 


priorities for ensuring workforce excellence. It identifies the goals and objectives that will allow 


the DON to recruit, manage, develop, sustain and retain a workforce engaged in network 


operations, information assurance, information management information warfare, and 


computer network defense, as well as a workforce involved in the design, development, and 


implementation of IT National Security and business systems and programs.  The complete DON 


CYBER/IT Workforce Strategic Plan is available at 


http://www.doncio.navy.mil/Products.aspx?ID=1839 
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Acquisition Community 


The DON Acquisition community has set high standards and has embarked on a strategy to improve the 


Acquisition Workforce in all disciplines.  


 
The DoN Acquisition Workforce (AWF) Strategic Plan is built upon a six-pillar foundation that recognizes 


the need to (1) rebalance the current workforce (contractor and government), (2) make AWF a part of 


the DoN's annual planning, programming, and budgeting system, (3) strengthen DoN's science & 


engineering domain expertise, (4) improve program management, contracting, and business 


competencies, (5) deliberately manage leadership acquisition billets, and (6) sustain the AWF.  


 
The DON Acquisition Workforce Strategic Plan can be accessed at:  


https://acquisition.navy.mil/rda/content/download/7255/33380/version/1/file/AWF_Strategic_Plan.pdf  


 


Law Enforcement and Security Communities 


In FY 10, the Security and Law Enforcement Executive Advisory Committee (EAC) initiated a DON Law 


Enforcement (LE) Conference to identify issues and develop a plan of action to develop solutions.  These 


actions will set the strategy and model for a DON Law Enforcement Team with standardized policy, 


training, equipment and staffing.  Many of those issues would consolidate similar efforts such as 


training.  Working Groups have formed to develop solutions.  These solutions would increase efficiencies 


of LE operations.  One example would be to have one training academy vice five. 


Similar actions are also being developed in FY-11 for Security.  The main thrust will be to do a program 


review to determine the level of professional development that is needed for security professionals.  


EAC is again initiating actions to ensure our security professionals are trained and certified.  This will 


result in a more efficient operation. 


The Security and LE Communities have identified critical competencies which are needed in Anti-


Terrorism, Cyber, Intelligence, Law Enforcement and Investigation to support mission objectives. 
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Human Resources Community  


DON HR community leadership continues to make progress in strengthening the community.  


 In FY10 the new external HR web portal was launched – http://www.donhr.navy.mil.  This portal 
increased the presence and awareness of significant HR initiatives and policies.  The annual DON HR 
Conference continues to be a successful tool and forum to provide the HR community with the most up-
to-date HR information on programs and initiatives.  


In FY10 the DON launched several training courses to strengthen critical HR skills and advisory 
capabilities.  In February 2011 the DON Civilian Workforce Development Training Program was 
launched.  This program, open to all DON civilian and military workforce members who work in and 
support the Human Resources community will help strengthen the HR community by providing 
opportunities that support continual learning, career advancement and professional certifications to HR 
community members.  
 
Leading Hiring Reform  


 Among key initiatives to engage and educate the HR Community, workforce and potential applicants, 
the DON executed an extensive Web presence via designated sites; online training, communication fact 
sheets and online tools; distributed master slide decks and templates to Commands/Organizations. 
www.public.navy.mil/donhr/Employment/hiringreform/) 


To ensure accountability and transparency, the DON reports hiring performance metrics and issues 
scorecards on the DON-identified key expectations for End-to-End timeliness goals for FY2010 Civilian 
Hiring.   The HR community leads efforts in improving the timeliness goals.  The first quarter of FY 11 
shows DON performance for merit promotion below the DoD goal of 80 days and external performance 
three days shy of the goal of 101 days.  Additional information regarding DON’s goals, performance and 
strategies related to hiring reform are discussed in Section IIIC –Component Strategies. 


 
Civilian HR Customer Engagement Survey 


In 2007, the DON Office of Civilian Human Resources began administering an annual customer survey to 
obtain clear feedback from their customers on HR service quality and satisfaction.  With the goal of 
measuring satisfaction from managers and supervisors, identifying improvement priorities and tracking 
progress in those priorities, this tool has proven effective in identifying focus areas for HR workforce 
development. 


Satisfaction ratings have proven highest for service areas in employee relations and benefits.  Consistent 
with government-wide initiatives to improve hiring, Department supervisors are least satisfied with, and 
place the greatest importance on recruitment services provided by HR organizations.  However, with 
continued attention to survey results and emphasis on process improvements since initiation of the 
survey process, DON has shown improvement in satisfaction levels for the recruitment process.   
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Financial Management Community  


The Financial Management Community indirectly supports many of the SECNAV priorities by ensuring 


appropriate fiscal policies and funding levels are available to help achieve mission goals.  The FM 


community is directly aligned with SECNAV goals to strategically manage human capital and improve 


financial management.   


Strategic Management of Human Capital 


There is a strategic focus on human capital issues associated with the DON FM community.  These 


include evaluating onboard trends by job series, training, education and certification of the FM 


workforce, and adherence to established DOD common competencies.   The FM Community has 


promulgated competencies within the DON and worked closely over the last year with OSD Comptroller 


in the establishment of DoD-wide FM competencies.  Many of the DON competencies will be used by 


DoD.  The FM community has established training metrics and monitors historical onboard trends to 


assess areas such as retention, accessions, and requirement changes. 


Improving Financial Management  


The FM workforce is engaged in a number of activities to improve financial management within the 


DON.  Some of these efforts include the expanded use of Navy Enterprise Resource Planning (ERP) 


System, standardization of processes, and the drive to auditability of our statement of budgetary 


resources.  During FY2011 Navy ERP was implemented in one additional command bringing the total to 


4 commands using the integrated system.  Efforts continue to standardize processes across the 


Enterprise and auditability efforts continue with an independent audit review of the Marine Corps 


statement of budgetary resources. 
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Information Dominance Corps – Multiple MCOs (Cross-Cutting Capabilities) 


The Information Dominance Corps (IDC) has been a leader in the Department of the Navy in embracing 
strategic workforce planning. The IDC was in fact established to align organizations to achieve 
unprecedented agility and innovation in the development and integration of its information capabilities. 
Towards the end of pre-eminence in Intelligence, Cyber Warfare and Information Management, over the 
past few months the IDC sponsored an Industry Day, held a strategic workforce symposium, and 
organized a DCIPS Summit to provide its workforce with the tools needed for success across our mission 
areas. These venues also provided a platform for input from stakeholders as well as opportunities for 
collaboration in line with our mission statement. The IDC established a Total Force Roadmap of strategic 
human capital initiatives that embrace the DON priority objectives.  


 
Within the past year the Navy has embarked on transformational organizational change.  Starting with 
the operational forces, the Navy's new U.S. Fleet Cyber Command/Commander 10th Fleet was 
established to serve as the operational authority for Navy cyber forces executing computer network and 
space operations, cyber warfare, electronic warfare, information operations (IO) and signals intelligence 
missions across the cyber, electromagnetic and space domains in support of forces afloat and ashore.  
Commander 10th Fleet positions the Navy to lead in dynamic cyber operations vital to a global maritime 
force, and partners with and supports other fleet commanders to provide guidance and direction to 
ensure coordinated, synchronized and effective cyberspace operations. A major realignment of CNO's 
staff merged responsibility for both Intelligence and Information Technology into a single Deputy Chief 
of Naval Operations (DCNO) for Information Dominance (OPNAV N2/N6). The purpose of this change 
was to fulfill CNO's strategic vision to elevate information to a main battery of our warfighting 
capabilities and firmly establish the U.S. Navy's prominence in Intelligence, Cyber Warfare, and 
Information Management.  Navy’s organizational transformation has a direct impact on the Navy IC 
mission, functions and workforce.  
 
The IDC includes civilian professionals in information-centric disciplines to include:  
Information Professionals, Information Warfare, Space Cadre, Naval Intelligence and Oceanography. 
 
The IDC management cadre within the Chief of Naval Operations N2/N6 organization is developing a 
range of initiatives to identify, track, train and effectively utilize both military and civilian members of 
the IDC.  For the civilian IDC, the great majority of civilian employees will likely be members of the 
information management community and the GS-2210 mission critical occupation (MCO).  As Navy 
civilian functional communities mature and become more differentiated, IDC management focuses on a 
mutually supportive strategy with DON functional community managers in IDC-related occupations and 
communities.  The IDC specialization will benefit from association with DOD-identified communities and 
critical occupations, as those workforce segments simultaneously identify and segment their members 
and workforce groups which comprise the IDC.  As with other cross-cutting capabilities identified within 
the DOD MCO concept, both the functional community and the specialized cadre, in this case the IDC, 
will see improvements in training, competency management and utilization. 
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3.b. Critical Skills/Competencies Needed for MCOs 
 


With focus on DON High Priority Objectives, DON Functional communities continue to shape 


recruitment and development strategies aimed at recruiting, retaining and developing the mission 


critical workforce competencies needed for mission objectives.  The chart below contains a 


representative sample of functional community competencies that FCMs report must be acquired, 


developed and maintained. 


Community 
MCO(s) and related 
occupations 


Skills/Competencies needed for Mission Objectives 


Medical Community 
0180 - Psychologist 
0185 - Social Work 
0602 - Medical Officer 
0610 - Nurse 
0660 – Pharmacist 
*0680 - Dentist 


The DON Healthcare community has three missions relating to the 


warrior: (1) medical and dental readiness of our warriors; (2) treatment 


of our wounded warriors -- both in the operational setting and after 


return; and (3) the covenant of care for family members or other 


dependents of warriors.  Extraordinary efforts are being made in neuro-


science and behavioral health to address the concerns of those with 


Post Traumatic Stress Disorder and Traumatic Brain Injury.  Expanded 


care for drug, alcohol and family counseling is also being provided.  This 


has led to increased hiring of licensed clinical social workers (some with 


specialties in substance abuse and family counseling), clinical 


psychologists, psychiatrists and Advance Practice Mental and 


Behavioral Health Nurses.  DoD tracks carefully the increase in mental 


and behavioral health providers (military, Federal civilian and 


contractors) on a quarterly basis.  Web site -- 


http://www.med.navy.mil/bumed/WarriorResources/Pages/default.asp


x 


 


IT Community 
2210 – IT Management 
1550 – Computer Science 
*0391 – Telecommunications 
*1410 -  Librarian 
*1411 – Librarian Tech 
*1412 – Technical Info Svcs 
*1420 – Archivist 
*1421 – Archivist Tech 
0855 – Electronics Engineering 
0854 – Computer Engineering 
 


To develop a highly competent Cyber/IT Total Force that is capable of 


implementing, integrating, securing, and executing sustained 


operations across the full cyberspace domain. 


 


Goal 1 – Provide workforce capabilities that fully support cyberspace 


operations. 


Goal 2 – Develop competency-based planning and management 


processes. 


Goal 3 – Support required capabilities by recruiting a qualified and 


experienced workforce. 


Goal 4 – Develop and manage the DON Cyber security/Information 


Assurance Workforce 
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Engineering (Construction) 
0810 - Civil Engineering 


With increased mandates, Department of the Navy’s Civil Engineers will 


have to understand how energy impacts the facilities lifecycle.   


Additionally, to meet future energy goals, Civil Engineers will need to 


know how to create, verify and validate evaluation models.  To meet 


the new mandates Civil Engineers will be at the forefront of energy 


initiatives.  Also, all acquisition and contracting strategies such will have 


to incorporate criteria related to energy efficiency.  To increase 


alternative energy sources, our Civil Engineers will be required to 


include alternative sources such as solar and photovoltaic technologies 


as options in our facility contracts.  In FY12, the DON plans to put out 


the “Great Green Fleet” which is a 13-ship carrier battle group that will 


be powered either by nuclear energy or a 50-50 blend of biofuels.  Plans 


to use alternative energy sources in 50% of all of the Department of 


Navy warfighting ships, planes, vehicles and shore installations are set 


for FY20. 


FM Community 
0501 – Financial Administration 
0510 – Accountant 
0511 – Auditor 
 


There is increased emphasis on competencies related to auditability 


and understanding of financial systems.  The DON primarily uses the 


0501 occupational series instead of the 0560 budget analysis series.  


The financial management professional in the DON is developed to 


have a broad-base of financial management competencies not limited 


to budget analysis. 


Security Community 
0080 – Security Administration 


Anti-Terrorism, Cyber and Intelligence 


Law Enforcement Community 
0083 - Police 


Anti-Terrorism, Law Enforcement and Investigation 


Human Resources 
0201 – Civilian Human Resources 


Labor Relations, Staffing and Compensation 
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4.  Environmental Considerations 


Environmental issues impacting all communities are discussed below. 


 


Potential Extended Pay Freeze and Budget Reductions 


 


With recent election changes and Congressional budget activity, the likelihood of a multi-year pay freeze 


for Federal employees appears high.  While recent recruiting and retention statistics show the continued 


attractiveness of  Federal employment in current economic conditions, we continue to compete 


intensively for the “best and brightest”, and negative publicity resulting from an anticipated pay freeze, 


program reductions and  associated employment uncertainties, will also affect the capability of DON 


civilian functional communities to continue to replace their members departing due to retirement and 


to other employment opportunities. 


 


Workforce Efficiencies 


 


The early and aggressive action by the Office of Secretary of Defense to identify efficiencies and cost 


reduction initiatives will translate into workforce reductions, consolidations and other significant 


workforce shifts which will affect the strength and strategic plans of all DON communities.  


 


BRAC (HR/Police/Medical) 


As noted in the community impact summaries below, FY 11 and 12 are the primary impact years for 


Base Realignment and Closure actions.  The most heavily affected DON communities are medical, 


investigative and police, and civilian human resources.  The common impacts of these geographic and 


programmatic shifts are the departure of experienced workforce and critical knowledge base. 


Transition from the Federal Career Intern Program  


The most substantial impact on all DON functional communities will be the elimination of the Federal 


Career Intern Program (FCIP).  The FCIP has been the primary intake source for most administrative 


professional occupations identified as mission critical.  While the successor Pathways program will 


continue to provide flexibilities for the intake of entry-level professionals, recruitment and staffing 


sources and authorities will present additional challenges in both recruitment and workforce planning.  


As an example, several more years of advance planning are required to adapt the student co-operative 


hiring authorities for the degreed professional intake results available without prior planning under FCIP.  


The impact of FCIP elimination cannot be specifically calculated, but will be substantial. 


Specific Environmental Issues Affecting Individual Communities 


The chart on the following pages includes additional selected issues that impact DON Functional 


Communities. 
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Community/MCO Environmental Factors/Constraints and Impact of Factors 
 


Medical 
0180 - Psychologist 
0185 - Social Work 
0602 - Medical Officer 
0610 - Nurse 
0660 – Pharmacist 
*0680 - Dentists 


Joint Task Force Medical National Region (CAPMED) Standup FY12  
Movement of billets to DoD 


Navy Medical Clinic Great Lakes to VA in FY11 Movement of Navy 
positions to the Veteran’s Administration - changes Navy Medicine 
civilian footprint 
-Potential cost savings from insourcing 
 


Information Technology 
2210 – IT Management 
1550 – Computer Science 
*0391 –Telecommunications 
*1410 -  Librarian 
*1411 – Librarian Tech 
*1412 – Tech Info Svcs 
*1420 – Archivist 
*1421 – Archivist Tech 
 


Transition from Navy-Marine Corps Intranet (NMCI) to Next Generation 
Enterprise Network (NGEN) for CONUS terrestrial networking and end-
user computing. Navy added 307 civilian positions added in FY 2010; 208 
more civilian positions to be added in FY 11. Future civilian requirements 
to be determined based upon finalization of NGEN acquisition plan. 
 
Establishment of US Cyber Command, requirement for cyber staffing at 
other Combatant Commands, and USN and USMC Cyber Command 
requirements are yet to be determined. With zero strength increases, 
and reductions expected in military end strength, civilian requirements 
may increase and offsets will be required from other areas. Cyber 
missions will require more skilled and experienced personnel. 
 
DoD/DON IT efficiencies will drive requirement for realignment for 
personnel and requirement for more highly trained personnel.  
Reduction in budgets will impact ability to resource personnel and 
training. 
 
Once complete, revised guidance on inherently governmental functions 
may require shifts in work from contract to government. 
 
A planned USN initiative to move current military shore billets to sea will 
likely require civilian backfill. 
 
There are multiple insourcing assessment initiatives underway to 
address requirements outlined in RMD802 and acquisition workforce 
requirements, particularly the insourcing of Technical Design Authority. 
These initiatives are currently in the initial planning phase. We fully 
expect that there will be additional changes (top line growth) related to 
this factor in the future. The estimated impact of RMD802 is an increase 
of approximately 5% in the acquisition workforce and approximately a 
5% increase in the non-acquisition workforce – bottom line, RMD802 
represents 5% growth overall. 
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Security 
0080 – Security 
Administration 


The security administration community will absorb budget reductions while at 
the same time seeing increases in end strength related to specific initiatives.  
These conflicting effects are summarized below. 
 
OSD approved MOAs/PB-14 changes may limit restructuring/realignment of 


positions at joint bases which impacts efficient distribution of workforce. 


NSWC Indianhead – Net gain of over 200 billets 


Norfolk Naval Shipyard – BRAC increased workload/functions with increased 


military/civilian responsibilities with the loss of military billets. 


CNIC background checks (Law Enforcement) on contractors will require 


increased security processes. 


DON Central Adjudication Facility will relocate to Ft Meade, MD in August 


2011 and attrition may increase with authorized staffing levels remaining the 


same. 


Transition of contract to civilian workforce creates a “transition” cost to 


implement, yet provide the continuous required security posture. 


Growth in Joint Strike Fighter and Naval Unmanned Vehicle Systems 


development and acquisition program work.  


Navy activities operating under industrial funding are experiencing a range of 


workload increases in security with negative impact on overhead costs and 


potential gaps in required security program coverage.  Security administration 


support of these installations from Commander Naval Installations has been 


adversely affected by CNIC budget reductions. 


USMC is undergoing an intensive Force Structure Review Group (FSRG) and 
major changes to effect efficiencies may result (and therefore, changes to the 
data reported here for USMC). 


Law Enforcement  
0083 – Police 


PL107-314 goes into effect FY13. Activities must start converting contractors 


to civilian positions in FY12. Budget constraints may push conversions to 0085 


series vice 0083. 


OSD approved MOAs/PB-14s impact, may limit realignment of positions at 


BRAC-identified joint basis, and may limit the most fiscally efficient 


distribution of the law enforcement workforce. 


The transition of contract to civilian workforces creates a “transition” cost to 


implement, while continuing to provide the continuous required security 


posture. 
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USMC is undergoing an intensive Force Structure Review Group (FSRG) and 
major changes to effect efficiencies may result (and therefore, changes to the 
data reported here for USMC). 


Financial 
Management  
0501 – Financial 
Administration 
0510 – Accountant 
0511 – Auditor 
 


The impact of final FY 12 Presidential  Budget  controls is not clear yet; it will 
take a number of months to sort out the effect of recent budget adjustments 
and how funding levels effect the labor force.  Therefore, budget may have an 
impact in attaining requirements.   
 
The detailed effect of the efficiencies to occupational series has not been 
determined.  To the extent the efficiency adjustments reduce the mission 
requirements for the financial community, there will be no impact.  To the 
extent that budget adjustments reduce manning with no corresponding 
adjustment to mission requirements, then there will be an impact.  That 
impact could be a variety of things including a workforce with less training 
which could lead to issues such as ADAs; deadlines not being met; work 
product that may not be thoroughly vetted, timeline to achieving auditability, 
etc. 
 


Human Resources 
Civilian Human 
Resources (0201) 


Federal Career Intern Program Termination.  Primary impact FY 11/12 will be 
loss/constraint of FCIP hiring authority.  FCIP has been the primary 
recruitment/intake mechanism for entry and mid-level hiring into the HR 
community for the last several years.  Intake of recent Baccalaureate and 
Masters’ degree graduates has been a primary source of replacement for 
losses to the community. 
 
HR workload and staffing.  Within the Department of the Navy, economies 
and efficiencies are still being identified consistent with OSD budget guidance.  
The cross-cutting impact of those efficiencies, once finally identified, can be 
expected to include streamlining, consolidation, realignments and likely 
reduction in the DON enterprise workforce, resulting in short-term workload 
increases for the HR community, and possible long-term reduction in 
community size.   
 
The HR workforce predictive model was adopted by DON financial 
management authorities as an objective means of determining resources 
needed in regional HR centers to support their serviced populations.  The 
model generated a requirement for approximately 200 additional work years 
in the 02XX series at the regional centers.  FY 10 and 11 funding allowed 
expansion of HRSC staffs to meet workload; increases identified for FYs 12-16 
will be offset by reductions for planned workload efficiencies in adoption of 
USAStaffing and other recruitment process improvements.  Overall, the HR 
community represented by the HRSCs has expanded consistent with these 
more-clearly-identified workload requirements. 
 
Base Realignment/Closure Affecting two Human Resources Service Centers.  
During late FY 12, two DON regional human resources centers (HRSCs), 
Northeast in Philadelphia, and Southwest in San Diego, will relocate from 
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leased space in central metropolitan areas to DOD facilities located significant 
distances (e.g., one hour or more) from existing locations.  These BRAC 
relocations are the primary large-scale environmental/community change for 
the DON HR community during FYs 11 and 12.   
 
Since BRAC relocation was announced in 2005 and during planning and 
construction of new facilities, DON HR leaders have conducted ongoing 
workforce communications and.  Both geographic relocations involve 
movement distances and disruption of commuting patterns sufficient to make 
it difficult to predict outcomes and impact.  Workforce analysis of the two 
affected organizations (approximately 200 civilian HR positions ) shows the 
following BRAC-related trends 


 Losses over the five years since BRAC announcement for at least 30% 
of the (experienced) 0201 staff 


 Substantial majority of the new hires have less than four years 
experience as measured by the time in the 0201/related series 


 
 


*Non-OSD MCO but critical to community 
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Section IIIB. Component Challenges 


1. Environmental Constraints 


 


The multiple Human Capital Workforce and labor market workforce issues that are common to DON 
functional communities and affect the DON’s ability to recruit, retain and develop the workforce are 
highlighted in Section IIIA – Component Environmental Considerations.   
 
This section highlights specific challenges identified by functional community managers for medical, 
security, law enforcement, and financial management communities. 
 


Medical Community 


With the recognized demand placed upon uniformed medical personnel to be available for deployment 
and the need to keep the Wounded Warrior covenant of care to our wounded, ill and injured funding 
levels are sufficient to meet the needs for the Federal civilian workforce.  Navy Medicine employs a wide 
range of flexibilities with active duty, reserve, Federal civilian and contractor personnel to satisfy its 
commitments.  However, it must be noted that much of the funding for mental/behavioral health 
services is time-limited and thus subject to elimination.  This report assumes the continuation of this 
funding, or at least proportional funding based upon the impact of mental/behavioral health services 
resulting from overseas contingency operations. 
 
With the current economic situation in the United States, Navy Medicine is not faced with any unusual 
recruitment and retention problems.   
 
Clinical Psychologists (0180) and Social Workers (0185) 
 
NOTE:  The Mission Critical Occupation in this report is limited to Licensed Clinical Psychologists and 
Social Workders only.  These are doctorally-prepared (psychologist),or masters-prepared (social 
workers)  licensed, independent practitioners, privileged to practice within a medical treatment facility. 
 
While there are no unusual recruitment or retention problems, there may at times, be specific locations 
where it is difficult to recruit licensed practitioners because of lack of supply or the economy which may 
price the salary level out of the Federal government compensation limitation.  In many of those cases 
contractor or reserve personnel provide a vehicle for attracting the talent needed. 
 


 Currently, the Federal classification and pay structure is sufficient to attract and retain licensed 
clinical psychologists, however it must be noted that this involves paying in the higher steps of 
the GS-13 grade level.   


 Currently, the Federal classification and pay structure is sufficient to attract and retain licensed 
clinical social workers, however it must be noted that this involves paying in the higher steps of 
the GS-11 grade level. 


 Should there be even a moderate rise in demand for these practitioners nationwide, the use of 
recruitment and retention incentives followed by special salary rates will be needed.   


 With the newly enacted Federal pay freeze, which froze all special salary rates, this could 
provide a very serious problem for retaining those at the top of their pay range. 
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 The Navy active-duty social work community was downsized dramatically during the past 
decade through military-to-civilian conversion.  The increased need for mental/behavior health 
services to military personnel has reversed that strategy.  However, the reversal has placed 
increased demands on Navy Medicine to find locations where recent social work graduates may 
obtain the needed supervised practice.  This has been partially resolved through partnerships 
with private teaching hospitals and  graduate programs.  The rate at which active duty licensed 
clinical social workers become available will determine the future workforce mix. 


. 
Physician (0602) and Nurse (0610) 
 
There may at times be specific medical specialties, located in specific locations that are either in scarce 
supply in the economy or priced out of the Federal government compensation range.  In many of those 
cases contractor or reserve personnel provide a vehicle for attracting the talent needed to supplement 
the active duty workforce. 
 
It must be noted that the statutory requirement to terminate the NSPS personnel system and the newly 
enacted Federal pay freeze are expected to compound the complexity of recruiting and retain Federal 
civilian physicians and nurses.  Physicians  and nurses have virtually unlimited career opportunities 
beyond Navy Medicine.  Even small changes to the Federal personnel system could result in an 
undesired loss of very desperately needed medical talent. 
 
In some cases, the compensation packages needed to recruit and retain nurses require adjustment 
through the use of Special Salary Rates which are relatively easy to obtain using the OPM-delegated 
authority to establish Special Salary Rates based on current pay schedules established by the 
Department of Veterans Affairs.  Recruitment, relocation and retention incentives (at times given to 
groups of nurses) have proven helpful while decisions regarding special salary rates are being made.  In 
very rare cases contractor or reserve personnel provide a vehicle for attracting scarce talent needed. 
 
With the Federal pay freeze eliminating the ability to request and adjust special salary rates, this one 
action may trigger an exodus of nurses at specific locations.  Even small changes to the Federal 
personnel system could result in an undesired loss of very desperately needed nursing talent. 
 
If the Special Salary Rates are not carefully monitored and adjusted based on the pay ranges used by the 
Department of Veterans Affairs and the local market, Navy Medicine activities can expect turnover rates 
that could easily reach the range of 33-40% annually in specific locations.   
 
Pharmacist (660) 
 
There may at times be shortages in qualified pharmacists in specific locations that are in scarce supply in 
the economy.  In most cases, the compensation packages needed to recruit and retain pharmacists 
require continuous monitoring and adjustment of Special Salary Rates which are relatively easy to obtain 
using the OPM-delegated authority to establish Special Salary Rates on current pay schedules 
established by the Department of Veterans Affairs.  In very rare cases contractor or reserve personnel 
provide a vehicle for attracting scarce talent needed. 
 
In the early years of this decade, an agreement was reached within accrediting bodies and schools of 
pharmacy that the Doctor of Pharmacy would become the national norm.  This required a transition 
period which resulted in a limitation in the number of pharmacy students who graduated.  That 
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transition period is now completed.  Changes in healthcare legislation and coverage, along with the 
profitability of pharmacy services and sales, have significantly expanded the demand for pharmacists 
nationwide.  This dramatically escalated the compensation requirement of pharmacists and resulted in 
2005-06 a large number of Federal civilian pharmacy positions remaining unfilled.  Also Navy Medicine 
activities faced the additional problem of staff pharmacist leaving Federal service to move to the private 
sector with significant salary increases.    
 
With the assistance of the Wage and Salary experts at the DoD Civilian Personnel Management Service, 
Special Salary Rates using the OPM-delegated authority to establish  based on current pay schedules 
established by the Department of Veterans Affairs has made Federal Pay scales competitive with the 
local private sector compensation packages. 
 
If the Special Salary Rates are not continuously monitored and adjusted based on the pay ranges used by 
the Department of Veterans Affairs and the local market, Navy Medicine activities can expect turnover 
rates that could easily reach the range of 50-60% annually.  In addition, recruitment of high quality 
Federal civilian pharmacists will no longer be possible and higher costs will result from the hiring of 
contractor pharmacists.  
 
With the recent enactment of a Federal pay freeze, including a moratorium on Special Salary Rate 
adjustments, this could have a disastrous impact on Navy Medicine’s ability to attract and retain 
pharmacists.  Even with a moderate increase in pharmacist compensation ($8K-$10K), offered by either 
the VA or private pharmacies, could result in a mass exodus of talent.  The newly enacted pay freeze 
would further compound the problem with any new applicant fearing that Federal pay may remain 
frozen for more than two years or possibly even reduced.  
 


Security Community 


The Security Administration community within the DON enterprise is substantially decentralized, with 
positions under the control of each/all major commands and of local installations with the widest 
diversity of missions, security issues and funding environments.  Initial close review of 080 series issues 
and challenges identifies five primary areas of concern: 
 


 Reduction in 0080 positions below minimum required levels results in significant indirect 
impacts on efficiency, safety and force protection.  Examples include delays in processing and 
obtaining security clearances for new civilian employees; lack of funding for assist visits and 
reductions in training in anti-terrorism. 
 


 Major commands adversely affected by delays in security clearances identify minimum or 
reduced staffing levels in DONCAF as a false economy.  Cost savings in DONCAF staffing are 
perceived as more than offset by delays in employee availability when security clearances are 
delayed. 
 


 The Security community is observed to have among the largest variation in duties assigned 
among commands and installations.  This widely varying pattern of assignments complicates 
development of competencies, workforce planning, workforce analysis and strategic planning. 
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 Some commands use more sophisticated risk management strategies and analyses to offset 
shortfalls in 0080 series staffing.  Risk increases due to these shortfalls are intangible, while 
savings from staff reductions are clear and immediate. 


 


Law Enforcement Community 


The police occupation is affected generally by economic conditions, with some reductions in historically 
high turnover rates (15-20% annually reduced to 10-15% annually).  However, some labor markets 
continue to see difficulty attracting highly qualified applicants due to higher pay rates of state and local 
police forces.  Additional effects reported include: 
 


 DON vacancy rates reported are 5% or less. 


 Where staffing shortages occur due to funding reductions or employment market conditions, 
overtime compensation further reduces flexibility in staffing positions due to impact on labor 
budgets; 


 Increased certification requirements place a strain on training budgets and may limit assignment 
flexibility of staff on board. 


 
The DON functional community manager (Director, NCIS) continues to identify and communicate 
requirements and issues via the advisory council of major commands discussed in the 080 section 
above. 
 
Recurring recruitment and retention concerns from the police community are being more effectively 
addressed through identification of the Human Resources Service Center East as lead for DON-wide 
management of recruitment initiatives for police.  Sources, recruitment processes and best practices for 
recruiting of this occupation are shared across all service centers, with resulting improvements and 
efficiencies available DON-wide. 
 


Financial Management Community 


Budget - The impact of final FY 12 Presidents’ Budget controls is not clear yet; it will take a number of 
months to sort out the effect of recent budget adjustments and how funding levels affect the labor 
force.  Therefore, budget may have an impact in attaining requirements.   
 
Efficiencies - The detailed effect of the efficiencies to occupational series has not been determined. 
Detailed discussion of potential impacts is in the preceding section.  
 
Hiring/Compensation - There is a high demand for accountants, auditors and those with an accounting 
background in both the private and public sector.  Currently the private sector can offer a more 
attractive compensation package. 
 
The ability to attract and retain mid to senior level employees with accounting and financial auditing skill 
sets is a challenge.  The competition from the private sector for the same talent is high. 
 
Hiring Authorities – The pending establishment of the new Pathways program (Federal Career Intern 
Program replacement) could have an impact and/or delay DON FM intern hiring processes. 
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2. Demographics Considerations 


For each functional community, workforce demographics and attributes which differ substantially from 


DON-wide norms are highlighted in yellow or red.   The resulting color highlights common areas of 


particular concern to MCOs.  Analysis is provided below. 


 
Review of the highlights shown indicates: 


 Several MCOs show increasing average age at retirement, suggesting that while risk of loss due 
to retirement remains high, current economic conditions are influencing employees’ decisions 
to stay longer before retiring.  This trend may provide some  additional time and flexibility in 
strategic planning for workforce segments affected by high percentages of retirement-eligible 
employees; 
 


 Five of ten MCOs show some degree of “bathtub” staffing, with demographics skewed toward 
workers with over 20 years of civilian service, and several of the five show higher-than-DON-
wide levels of staff with 0-5 years of service. 


 


 The imbalance of entry level hires is most pronounced in nursing and in contract specialist 
occupations.   


As of 9/30/2010  DON Top 10 DoD MCOs by Strength  


 All U.S. 
DON 


Civilians 
 


0855  
El Eng 


2210 
IT 


0501 FM 
Admin 


0346 
Logistics 


1102 
Contract 


Spec 


0081 
Fire Prev 


0083  
Police 


1550  
Comp 


Scientist 


0610 
Nurse 


0201 
Human 


Resources 
 


Demographics            


Workforce Size (US only) 199,851 8,617 8,524 5,244 4,904 4,676 3,440 3,180 2,907 1,968 1911 


% Male 70% 89.1% 68.3% 27.9% 67.2% 39.5% 97.1% 92.3% 73.8% 11% 23% 


% Female 30% 10.9% 31.7% 72.1% 32.7% 60.5% 2.9% 7.7% 26.2% 89% 77% 


% Disability 5.71% 3.5% 7.79% 3.5% 7.31% 7.76% 3.3% 6.1% 5.05% 3.86% 8.21% 


% Targeted Disability .72% .42% .94% .70% .70% .61% 1.86% .17% .75% .15% .64% 


% Veteran 37% 7% 40% 17% 45% 17% 40% 72% 11% 24% 18% 


% Entry  8% 10% 24% 7% 14% 94% 98% 7% 17% 19% 


% Mid   85% 84% 67% 86% 77% 6% 2% 76% 83% 71% 


% Senior  7% 7% 9% 7% 9% -% -% 16% -% 10% 


Education            


<Bachelor 57.8% * 55% 54.1% 49% 16% 95.8% 90.6% 1.5% * 49% 


Bachelor 28.4% 72% 31% 34.6% 36% 58.1% 3.4% 8.4% 71.5% 100%i 35% 


Master 11.2% 24.5% 11% 10.6% 14% 24.4% .4% 1% 24.7% ** 15% 


Doctorate 2.1% 2.5% .5% * .5% * * * 2.1% ** * 


Planning Considerations            


Age 20-29 11.5% 13.1% 5.2% 9.2% 7.1% 18.7% 16% 17.4% 17.2% 4.8% 13.7% 


30-39 15.5% 17% 16.7% 14.2% 9.8% 18.7% 34.9% 25.% 24.8% 18.8% 12.9% 


40-49 28.8% 34.3% 32.2% 31.4% 32.3% 26.4% 33.3% 31.8% 28.8% 28.4% 27.4% 


50-59 33.5% 28.5% 37.0% 36% 40.2% 28.9% 15% 19.4% 4.9% 35.3% 34.6% 


60+ 10.4% 7.2% 8.9% 9.1% 10.7% 7.4% .9% 6.3% 24.3% 12.8% 11.4% 


Length of Service  (LOS)– 0-5 40% 20.8% 38% 29.7% 40.7% 40.1% 29.2% 57.8% 30.9% 59.7% 27.0% 


Length of Service – 6-10 15.6% 15.7% 12.9% 10.1% 15.1% 12.7% 22.7% 20.6% 26.1% 14.7% 9.0% 


Length of Service – 11-20 13.7% 17.3% 13% 13.3% 11.1% 11.4% 26.9% 13.1% 19.2% 15.2% 15.3% 


Length of Service – 21+ 33.7% 46.2% 36.2% 46.9% 32% 35.8% 21.2% 8.6% 23.8% 10.4% 48.7% 


Retirement Eligibility - Current 14.5% 11% 14% 14.1% 7% 12% 3.3% 6.8% 22.4% 9% 15.1% 


Retirement Eligibility in 1-5 years 16.9% 16.2% 22.1% 16.6% 22.5% 15.3% 7.8% 7.9% 17.2% 18.8% 22.6% 


Average Age of New Hire  2009  33.5 40.7 37.9 42.5 35.1 30.8 36 34.3 42.7 41.8 


Average Age of New Hire 2010 32.6 41.0 36.3 41.5 34.6 30.1 34.3 32.5 42.7 37.7 


Average Age at Retirement  2009  59.6 58.4 59.2 57.9 58.2 54.6 59.5 58.7 60.4 58.8 


Average Age at Retirement 2010 60.5 59.0 59.7 60.3 58.7 55.1 61.2 60.4 62.7 59.6 


Average LOS at Retirement  2009  32.3 29.1 29.1 26.7 29.7 27 18.4 27.4 23.1 29.8 


Average LOS at Retirement 2010 32.2 29.4 30.2 30.2 30.5 27.6 20.4 29.1 28.6 30.3 


FY09 Turnover %  3.6% 7.2% 6.1% 5.2% 11.0% 7.1% 16.0% 3.3% 9.9 10.9% 


 


                                                           
For each medical occupation there is an established educational requirement (usually involving a graduate degree), state licensure, credentials and the granting of professional privileges.  The one exception is that only Advance Practice Nurses are 
eligible for professional privileges. 
*Less than 1% or 0 
**Not tracked or data not available 
 


FOUO - D
RAFT







34 | P a g e  
 


 
Communities affected by these and other trends utilize common strategies to offset demographics 


which are risks to stability and mission accomplishment.  These strategies include special hiring 


authorities (e.g, for cybersecurity); entry- and mid-career hiring initiatives and student and Schedule A-


based hiring authorities. 


 


This chart indicates the common risk to mission critical occupations from large segments of each 


occupation which are eligible to retire.  Most heavily affected MCOs are identified in red on the chart, 


and include information technology, financial management occupations, medical occupations, quality 


assurance, human resources, logistics and safety and occupational health specialists. 
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3. Workforce Mix 


 


The DON continuously monitors and analyzes its civilian, contractor and military workforce mix through 


various workforce analysis platforms that are detailed on page 11 of this report – Strategic Human 


Capital Analysis Platforms.  Insourcing initiatives continue to drive conversion of contracted services that 


can be performed by civilians to civilian positions.  DON’s insourcing approach is detailed on page 42 


under Section IIIC – Component Strategies. 


 


Below is a cross-section of DON functional community workforce mix distribution.  The various methods 


utilized to determine the workforce mix vary and are detailed below. 


Medical Community  


BUMED actively manages licensed clinical psychology, licensed clinical social work, nursing, pharmacy 


specialties as well as the medical corps for both active duty and reserves.  Based on quality. cost and 


access to healthcare/workload standards, the Federal civilian and contractor workforce is then added.    


In March 2010, Navy Medicine held its first civilian recruitment workshop which brought together DoD 


and DON experts involved in hiring both Federal civilians and contractor personnel.  From this 


conference came a much improved understanding of the tools and flexibilities available to “keep our 


health provider positions filled at all times.”  Successful efforts to increase the number of nurses 


employed within Navy Medicine were highlighted as well as discussion of developmental efforts that 


have been introduced.  Significant time was also spent on familiarizing participants with the provisions 


of Title 38, the part of the Federal code that governs the Department of Veterans Affairs. 


 


Efforts are well underway, in partnership with The Johns Hopkins Applied Physics Lab, to develop a total 


force forecasting model.  The model is in “test mode” for uniform billets/positions and the testing 


should be complete by early CY 2011.  Once it has been used to forecast and model the active and 


reserve component, the model will be expanded to cover Federal civilians and then possibly contractor 


support. 


 


It is also critical to understand that percentages within the total force will fluctuate based on workload 


and access to care/workload standards.  Cost and access to healthcare standards are also being carefully 


monitored to re-capture costs paid to the private sector through the use of the TRICARE network. 


 


Factors that have played a significant role in forecasting the total force needs have been overseas 


deployments, reserve force individual augmentees, military-to-civilian conversion and its reverse and to 


improvements in the civilian recruiting and compensation flexibilities. 
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Licensed Clinical Psychologist (0180) 
 
Psychologist (0180) Civilian % of 


Total Force 
Military % of 
Total Force 


Contracted Support 
% of Total Force 


Total Force 


FY09 Baseline 33% 41% 26% =100% 


FY12 26% 51%  23% =100% 


FY14 27% 51% 22% =100% 


FY16 Desired End-
State 


28% 50% 22% =100% 


 


Licensed Clinical Social Worker (0185) 
 
Social Worker 
(0185) 


Civilian % of 
Total Force 


Military % of 
Total Force 


Contracted Support 
% of Total Force 


Total Force 


FY09 Baseline 44% 41% 15%**  =100% 


FY12 38% 50%*  12%** =100% 


FY14 39% 51%* 11%** =100% 


FY16 Desired End-
State 


39% 49%* 12%** =100% 


 


 * Assumes steady state for military personnel within the USMC  
**No figures for contracted support provided for the Navy Installations Command and assume steady 
state for contracted services. 
 


Physician (0602) 
 
Physician (0602) Civilian % of 


Total Force 
Military % of 
Total Force 


Contracted Support 
% of Total Force 


Total Force 


FY09 Baseline 6% 83% 11% =100% 


FY12 5% 83% 12% =100% 


FY14 4% 87% 9% =100% 


FY16 Desired End-
State 


4% 87% 9% =100% 


 
Additional factors in forecasting the total force needs for physicians include the evolution of patient 
needs, medical specialties and treatment regiments.  In addition, through some creative work in the 
area of contracting for healthcare providers, a wide array of new contracting options is now available. 
 
Nurse (0610) 
 
Nurse (0610) Civilian % of 


Total Force 
Military % of 
Total Force 


Contracted Support 
% of Total Force 


Total Force 


FY09 Baseline 31% 55% 14% =100% 


FY12 28% 57% 15% =100% 


FY14 30% 56% 14% =100% 


FY16 Desired End-
State 


30% 56% 14% =100% 
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Pharmacist (0660) 
 


Pharmacist (0660) Civilian % of 
Total Force 


Military % of 
Total Force 


Contracted Support 
% of Total Force 


Total Force 


FY09 Baseline 48% 31% 21% =100% 


FY12 44% 35% 21% =100% 


FY14 44% 35% 21% =100% 


FY16 Desired End-
State 


44% 35% 21% =100% 


 


Financial Management Community  


Financial management is an inherently governmental function.  Therefore, contractor support is used for 
very specific efforts.   


Financial Administration/Budget Analysis (0501/0560) 
 
Financial 
Administration/Budget 
Analysis (0501/0501) 


Civilian % of 
Total Force 


Military % of 
Total Force 


Contracted Support 
% of Total Force 


Total Force 


FY09 Baseline 98% 1% 1% =100% 


FY12 98% 1% 1% =100% 


FY14 98% 1% 1% =100% 


FY16 Desired End-
State 


98% 1% 1% =100% 


 


Auditor (0511) 


Auditor (0511)* Civilian % of 
Total Force 


Military % of 
Total Force 


Contracted Support 
% of Total Force 


Total Force 


FY09 Baseline 99% 0% 1% =100% 


FY12 99% 0% 1% =100% 


FY14 99% 0% 1% =100% 


FY16 Desired End-
State 


99% 0% 1% =100% 


 


0511 contractor support would predominantly be used to assist in auditability taskings. 


Accountant (0510) 


Accountant (0510) Civilian % of 
Total Force 


Military % of 
Total Force 


Contracted Support 
% of Total Force 


Total Force 


FY09 Baseline 98% .5% 1.5% =100% 


FY12 98% .5% 1.5% =100% 


FY14 98% .5% 1.5% =100% 


FY16 Desired End-
State 


98% .5% 1.5% =100% 
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Security Community  


Security Admin 
(0080) 


Civilian % of 
Total Force 


Military % of 
Total Force 


Contracted Support 
% of Total Force 


Total Force 


FY09 Baseline 63% 29% 8% =100% 


FY12 94% 1% 5% =100% 


FY14 86% 9% 5% =100% 


FY16 Desired End-
State 


86% 9% 5% =100% 


FY09 baseline: 0080 percentage from NMPBS includes military and contractor percentages from Sep 09 
CNIC Monthly Force Protection report.  FY12-FY14 percentages taken from Mission Profile Validation-
Protection model.   Projected CSS to Civ conversions over period FY12-16. 


Law Enforcement Community 


0083 - Police Civilian % of 
Total Force 


Military % of 
Total Force 


Contracted Support 
% of Total Force 


Total Force 


FY09 Baseline  
MC 
Navy 


9% 
24% 


86% 
55% 


5% 
21% 


=100% 


FY12 30% 57% 13% =100% 


FY14 30% 57% 13% =100% 


FY16 Desired End-
State 


30% 57% 13% =100% 


FY09 baseline: 0083 percentage from NMPBS includes military and contractor percentages from Sep 09 
CNIC Monthly Force Protection report.  FY12-FY14 percentages taken from Mission Profile Validation-
Protection model.  Contractor percentages include foreign nationals. 
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Section IIIC. Component Strategies 


The DON has a wide variety of programs, initiatives and efforts in place to support the recruitment, 


retention and development challenges facing mission critical occupations.  Below is a summary of DON-


wide efforts followed by Community and MCO specific strategies 


Hiring Reform 


The Department of the Navy needs to attract and retain a skilled and talented workforce to advance the 
mission and support the warfighter. To do so, improvements must be made to the hiring processes and 
the related technology. Consistent with the President’s directive on hiring reform, the Department of 
the Navy launched a major effort to make the application process simpler and easier to understand, to 
include maintaining contact with applicants at critical points in the hiring process. The Department 
further aims to reduce the time to fill vacancies and improve the collaboration of senior leaders, hiring 
managers and HR professionals with the aim of achieving an optimum assessment of the needs, gaps 
and talent. 


Improving the Hiring Process 


Central to the Department of the Navy’s hiring reform efforts is improvements to the technology 
supporting the hiring processes. The DON began the transition in February from the cumbersome CHART 
(Civilian Hiring and Recruitment Tool) and DoD’s Resumix systems to the more streamlined USAJOBS and 
USA Staffing systems.  The transition should be completed across all Commands/Organization within the 
year.  
 
USA Staffing provides hiring managers the tools at their desktop to make key hiring plans and decisions, 
enabling the DON to better identify the knowledge and competencies of candidates, and provide more 
information, thereby, reducing the time to fill vacancies with the right people/candidates for positions. 
 
Likewise, USAJOBS, known as the one-stop shop for federal jobs, provides current employees and job 
seekers with more robust tools when searching and applying for positions. Consistent with the core 
goals of the DON’s response to hiring reform, the DON has initiated plans to deploy USA Staffing 
Onboarding Manager as DON's electronic Entrance On Duty (EOD) tool.  The testing will be conducted in 
March 2011 followed by small pilot at selected activities. 
 
Among key initiatives to engage and educate the workforce and potential applicants, the DON executed 
an extensive Web presence via designated sites; online training, communication fact sheets and online 
tools; distributed master slide decks and templates to Commands/Organizations. 
www.public.navy.mil/donhr/Employment/hiringreform/) 
 
To ensure accountability and transparency, the DON reports hiring performance metrics and issues 
scorecards on the DON-identified key expectations for End-to-End timeliness goals for FY2010 Civilian 
Hiring. The good news story is that the first quarter of FY 11 shows DON performance for merit 
promotion below the DoD goal of 80 days and external performance three days shy of the goal of 101 
days.  
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Reduce Time to Fill Vacancies – Target and Timeline Goals 


 Enhance processes and tools over time to help improve timeliness and quality 


 Reflect the expected performance in key areas 


 Promote accountability and greater involvement in the hiring process 


 Identify stakeholder areas of responsibility 


 Increase each fiscal year to reach the established OPM goals 


 


DON Scorecard FY11 


 


DON Scorecard FY10 


 


External – Delegated Examining (DE) Goals – FY11


Activity/Agency/Component=DON Owner
G


Goal
Y R


OPM
FY12


Metric I – Average Time to Issue Certificate HR 30 >30-35 >35 16


Metric II – Average Announcement Time Manager 10 >10-15 >15 10


Metric III – Average Time to Certificate Return Manager 25 >25-30 >30 15


Metric IV – Average End-to-End Time Shared 101 >101-110 >110 80


Internal – Merit Promotion Process (MPP) Goals – FY11


Activity/Agency/Component=DON Owner
G


Goal
Y R


OPM
FY12


Metric Ia – Average Time to Issue Certificate HR 15 >15-20 >20 16


Metric Ib – Certificate Issue (OCA) HR 20 >20-25 >25 16


Metric II –Average Announcement Time Manager 10 >10-15 >15 10


Metric III – Average Time to Certificate Return Manager 25 >25-30 >30 15


Metric IV – Average End-to-End Time Shared 80 >80-90 >90 80


Internal – Merit Promotion Process (MPP) Performance


DON-wide
As of:  Q1 FY2011


Green
Zone


Q1 Q2 Q3 Q4
FY11
YTD


Metric Ia – Certificate Issue 15 12 12


Metric Ib – Certificate Issue (OCA) 20 14 14


Metric II – Average Announcement Time 10 11 11


Metric III – Certificate Return 25 29 29


End-to-End Time 80 71 71


External – Delegated Examining (DE) Performance


DON-wide
As of:  Q1 FY2011


Green
Zone


Q1 Q2 Q3 Q4
FY11
YTD


Metric I – Certificate Issue 30 27 27


Metric II – Average Announcement Time 10 10 10


Metric III – Certificate Return 25 27 27


End-to-End Time 101 104 104


Internal – Merit Promotion Process (MPP) Performance


DON-wide
As of:  Q4 FY2010


DON
Baseline


Green
Zone


Q1 Q2 Q3 Q4
FY10
YTD


Metric Ia – Certificate Issue 13 15 11 13 14 13 13


Metric Ib – Certificate Issue (OCA) 16 20 15 16 14 11 15


Metric II – Average Announcement Time 11 10 12 11 12 11 11


Metric III – Certificate Return 29 25 27 30 26 27 28


End-to-End Time 80 80 78 80 78 74 77


External – Delegated Examining (DE) Performance


DON-wide
As of:  Q4 FY2010


DON
Baseline


Green
Zone


Q1 Q2 Q3 Q4
FY10
YTD


Metric I – Certificate Issue 29 30 30 30 32 30 30


Metric II – Average Announcement Time 9 10 9 8 7 10 9


Metric III – Certificate Return 24 25 24 24 22 25 24


End-to-End Time (Based on FY2010 Goals) 112 110 113 111 107 88 100
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Marine Corps Strategic Workforce Planning Initiative 


As a primary component of the Department of the Navy, the Marine Corps is implementing a proactive 
and intensive strategic planning process for its civilian workforce. The approach adopts both 
command/line organization and functional community management aspects of strategic planning to 
rapidly develop plans and strategies for new and changed missions driven by current known force 
changes and anticipated efficiencies in the outyears of the FYDP process.  Incorporating more deliberate 
control of manpower and requirements processes and integrating its ongoing civilian community 
management initiatives, the process will include the key elements of strategic planning, and align those 
elements to provide improvements in the organization’s ability to make choices and assess mission 
impacts  on the civilian workforce during the years when the military force will be reducing in size.   


DON’s Overarching Approach to Insourcing: 


 The DON overarching approach for insourcing focuses on shaping the workforce to:   
 Strengthen technical capability/create pipelines;  
 Improve contract technical requirements and program oversight;  
 Respond to current and future work requirements; and 
 Balance entry/journey/senior workforce  


 Types of positions being in-sourced are predominately in the areas of: 
 Acquisition support/Logistics support 
 Program management 
 Engineering 
 Security 
 Information technology 
 Maintenance 


 
Insourcing Decision Making Process: 
 


 DON’s goal is to ensure the appropriate mix of military, civilians, and contractor support to perform 
its mission; rebuild internal capabilities to enhance control of DON’s mission and operations; and 
reduce workforce costs where appropriate. 
 


 Leadership take following actions to determine/validate manpower for insourcing actions: 
 Verify mission requirements, required level of performance and workload 
 Eliminate functions that are no longer required, low priority, or of marginal value 
 Organize activities to promote efficient, effective, and economical operation and optimize 


personnel utilization 
 Consider the entire workforce and how the work is performed 


 Insourcing ensures that government employees perform the following: 
 Inherently governmental functions 
 Functions that need to be exempted from private sector performance to support the readiness 


or workforce management needs to the Department – e.g. to provide sufficient positions for 
overseas and sea-to-shore rotation; career progression; continuity of operations; risk mitigation; 
oversight and control to function that are closely associated with inherently governmental 
functions 


 Functions that can be performed more cost effectively by governmental personnel based on a 
cost analysis 
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Insourcing Status: 


 With guidance from the Office of the Secretary of Defense, the DON is continuing to pursue 
insourcing   


 Currently the DON expects to establish approximately 10,000 new civilian positions through FY15 as 
a result of insourcing contracted services  


 Approximately 3,500 of these positions will be in the Defense Acquisition Workforce 


 Thus far, DON has established 2400+ new positions as a result of insourcing contracted services  
 


Integrating Functional Community and Command Strategic Workforce Planning 


While the functional community manager role provides a crucial enterprise view of various mission 


critical segments of the civilian workforce, FCMs in operation are advisors, and their authority in 


execution of workforce plans is limited in scope, both by their senior staff location, and by the breadth 


and decentralization of the Navy enterprise command and management structure. Their advisory 


function provides considerable influence in identifying and setting civilian workforce priorities, but the 


actual hiring and staffing decisions are made in the line commands.  


During FY 11 and 12 reporting and planning cycles, we plan to engage civilian human resources (HR) 


leaders in the Marine Corps and in Navy echelon 2 commands to support NDAA analysis and reporting 


for functional community workforce elements within their line organizations.  We expect both 


stakeholders in the workforce planning process – FCMs and line command HR planners – to benefit from 


this partnership.    Commands will become more familiar with the community concept and its operation, 


while functional community leaders will benefit from current information on execution of workforce 


plans for their communities across the enterprise. 


Development of the Navy Civilian Analytics Reporting System (DONCARS).  Supporting multiple 


platforms of HR related business data and information, the DONCARS concept is to be the one-stop, full-


scope data source for authoritative HR data and business analytics.  This centralized data resource will 


provide consistent strategic human capital planning information to enhance critical workforce data 


analysis capability. The primary application within DONCARS for civilian workforce analysis, the HR 


strategic dashboard, provides command and community leaders and HR advisors easy access to a wide 


range of workforce demographics measures drawn from current DCPDS data, and accessible to multiple 


users via Internet browser. 


NSPS Transition Strategy/Process 
The DON has proven its commitment to transition its employees from NSPS to GS in an open, strategic 


and orderly manner by standing up a separate office to facilitate the transition and by extensive 


collaboration across the HR Community, departments and Commands.  The extensive collaboration is 


evidenced in the development of policy, operational plans, implementation schedule, compilation of 


fact sheets, et al, at all levels, across a myriad of disciplines, departments and Commands.  The 


transition personifies best practices in change management and communication while avoiding undue 


interruption to mission critical requirements and minimizing negative impact on employees. 


FOUO - D
RAFT







44 | P a g e  
 


Functional Community Strategies  


Below is a selection of specific strategies identified by functional communities to mitigate strategic 


workforce planning challenges with mission critical occupations. 


Medical Community Strategies 
 


DoD Health Affairs has established a working group to examine the feasibility of incorporating additional 


Department of Veterans Affairs appointing authorities, qualifications and compensation flexibilities 


within DoD.  Navy Medicine is participating actively in this effort.   Close coordination with the NSPS 


Transition Office, Health Affairs and CPMS is being maintained.  In addition, close coordination is being 


maintained with Congressional staffs to insure that direct hire authorities continue through 2015. 


 


Critical to the recruitment of healthcare providers is to be in contact with them during a period of career 


change.  This is especially critical for those voluntarily choosing to leave the military service -- either 


through resignation or retirement.  For those considering Federal civilian careers after retirement, two 


policies have proven critical during the past decade -- no waiting period between retirement and 


appointment and no penalty or offset for their civil service earnings.  These must be maintained to 


ensure that a Federal career is considered a viable option 


To remain competitive with the Department of Veterans Affairs and the private sector careful 


monitoring and funding of Special Salary Rates is required.   


The need for additional funding to implement a Title 38-based hybrid compensation system for health 


care occupations was addressed by BUMED in POM-13. 


NOTE: Under the newly enacted Federal pay freeze, special salary rates are frozen, and thus one of the 
main tools open to competitive compensation may now be closed to Federal hiring managers. 
 
Centralized Recruiting Capability: 


Allows for targeted recruitment by specialty and simplified referral of candidates for a majority of the 


mission critical occupations in this community.  It also allows for the targeting of recruitment funds to 


venues that produce the best results. 


Target Career Level – Entry Level 


Nurses 
In 2009 a three-year agreement with the Office of Personnel Management allowed for accelerated 


promotions for Federal civilian nursing interns.  Private sector pays newly graduated nurses in the range 


of GS-09 or GS-11.  The current Federal Qualification standards do not allow appointment at any higher 


than GS-07.   By using a developmental program with accelerated promotions + special salary rates 


(where needed), Navy Medicine can attract the talent that it needs. 
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Target Career Level – Mid Level 
 Should there be even a moderate rise in demand nation-wide, the across-the-board use of recruitment 
and retention incentives followed by special salary rates will be needed.  In those areas where extra 
incentives are needed, recruitment and retention bonuses are utilized.  Use of advanced leave accrual 
credit is considered since most are entering in mid-career. 


Nurses  


In 2009, DON collaborated with DoD Health Affairs and three-services to develop a nursing career 
framework.  This framework is part of the consideration of the DoD Health Affairs initiative to use 
certain Title 10 and Title 38 flexibilities to expand hiring authorities, qualifications and compensation for 
nurses. 
 
In 2008-2009 DON introduced the preoperative training program and the graduate nursing program for 
Federal civilian nurses. 
 
Pharmacists 
In 2006, expanded recruitment outreach programs were established to make civilian pharmacists aware 
of employment opportunities with Navy Medicine activities and educated military pharmacy community 
in how to use centralized candidate registers. 
 
 Social Workers 
In 2009 Navy Medicine began working in partnership with the University of Southern California as it 
instituted a new specialty in its Masters program for military social work.  
 
Target Career Level – Senior Level 
 
Physicians 
 Intergovernmental Personnel Act agreements are used to employ highly specialized professors at state 
medical schools. 
 
A wide range of salary and incentives are available to include Physician Comparability Allowances, 
premium pay and recruitment, relocation and retention incentives.  Use of advanced leave accrual credit 
is also utilized. 
Initial implementation of the DoD Physicians and Dentist Pay Plan took place in February 2011.  It is 
expected that this pay system will significantly improve the compensation flexibility available for GS 
physicians and will be used as an exit strategy for NSPS physicians.  DoD CPMS and DoD Health Affairs 
have jointly established an implementation team.  This will base compensation on a national salary 
schedule developed by DVA.  DoD NSPS Transition Office plans to issue guidance to place NSPS 
physicians under the DoD PDPP during 2011 – exact date and policy issuance is TBD.  Close coordination 
with the NSPS Transition Office, Health Affairs and CPMS is being maintained.   
 


Nurses 
A five-level nursing classification and compensation system is being developed at the DoD level, which 
will better align DoD nursing with the VA and private sector practice. 
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Information Technology Community Strategies 
 


The DON Cyber/Information Technology (IT) Workforce Strategic Plan established the DON’s priorities 


for ensuring workforce excellence. It identifies the goals and objectives that will allow the DON to 


recruit, manage, develop, sustain and retain a workforce engaged in network operations, information 


assurance, information management information warfare, and computer network defense, as well as a 


workforce involved in the design, development, and implementation of IT National Security and 


business systems and programs.  The complete DON CYBER/IT Workforce Strategic Plan is available at 


http://www.doncio.navy.mil/Products.aspx?ID=1839 


The DON has successfully deployed the Schedule A appointing authority to support efforts to hire cyber 


security professionals quickly.  Information technology and HR professionals collaborated across the 


Department (Fleet Forces, USMC, SPAWAR, NETWARCOM, HROs and the DON CIO) to craft a process to 


use the authority which addresses the mission-critical need in Cyber Security.  The DON has been 


authorized to fill 1,013 positions with this authority.  This effort is in direct support of the emergent 


needs identified with the newly created DON Cyber Forces Command. 


 


Security Community Strategies 
 


The DON functional community manager for the security administration series is the Director, Naval 


Criminal Investigative Service.  An advisory council, consisting of Security Directors from DON and US 


Marine Corps major organizations, has been tasked to review these organization and staffing issues.  In 


the interim, progress in strategic analysis of the Security Administration functional community will 


consist of continuing to baseline requirements, functions, issues and available staffing. 


 
Target Career Level – Entry and Mid Level 
 
In October 2010 DON held a first ever strategic planning conference for Security and Law Enforcement 


(SLE) to discuss an enterprise approach (Navy and Marine Corps civilian and military). Working groups 


have been formed to guide the SLE community collaboration efforts to define issues and identify 


solutions for a single DON LE Community to include policy and requirements. Key themes emerged: cost 


effectiveness/efficiencies, training, and standardization. Defined competencies will serve as a guide for 


this new model. 


 
DSSA is currently developing a pilot certification training curriculum that is currently focused more on 


Information and Personnel Security and limited focus on Physical Security, Anti-Terrorism and other 


0080 specialties. 


 
The Marine Corps is marketing its Mission Assurance Campaign Plan (MACP) for 0080 positions in USMC. 


Objective of the campaign is to o better achieve protection capability to execute the National Military 


Strategy. 
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DON commands have shared expertise and knowledge to create Security Administration competencies 


across the enterprise. USMC has additionally identified communities of interest within their 


organization. The results from the Orlando conference regarding Police (job series 0083) will be adapted 


as a model for efficiency and effectiveness.   As noted above, primary governance for the police and 


security administration has been established.   


 
DON SLE community developed 0080 competencies in 2007. Currently,  the SLE is developing a training 


course to instruct managers to use these as tools in managing the workforce.  Competencies are used in 


the entire life cycle from recruiting through performance management.  For the first time the critical 


and non-critical definitions are available for all human resources  staff, hiring managers, managers, and 


employees themselves.  Interested applicants can see what is required of them on the job.  Managers 


can use the knowledges, skills and abilitiesto write position descriptions and individual performance 


plans.  Career Road Maps are updated periodically to reflect changing requirements (about every 3 


years).  Career Road Maps and Competencies on Department of Navy Community public website 


at:(http://www.public.navy.mil/donhr/TrainingDevelopment/ccmgmt/Pages/SecurityandLawEnforceme


ntCommunity.aspx) 


 
Budget 
Overall funding shortfalls resulting in vacancies or the inability to meet manning requirements are being 


addressed through the PPBE process. The manning redistribution strategy should not incur substantial 


additional cost. 


 
The Security Training and Assessment Team program has identified additional requirements and 


funding:  


 


AFRICOM requested 22 new civilian 0080 billets during a data call, but has not addressed the shortfall in 


the PPBE process. Funds required include 22 billets and increase in STAAT DTS funds to accomplish 


STAAT missions.  Stuttgart requires facilities and costs are associated with either renovating or leasing 


space. 
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Human Resources Community Strategies 
 
As with other communities, experience levels of staff decline as more experienced workforce members 
retire or separate, and are replaced by less-experienced staff.  Though most noticeable in the regional 
HR centers, this trend is occurring across the DON HR community.  Loss of experience manifests itself in 
longer learning curves, reduced productivity and in additional controls and reviews required to be built 
into organization processes to check for and eliminate errors in technical (201 series) and processing 
(203 series) operations. 
 
BRAC has not adversely affected ability to fill these vacated 201 positions, but has clearly produced a 
loss of experienced staff members and an increase in the trainee contingent of these organizations.  This 
trend is being offset by continuing emphasis on the intern program; formally-structured  training and 
job-experience programs in the two affected HRSCs (and all HRSCs);  and by recurring onsite reviews  of 
HRSC operations by OCHR., DOD and OPM.  Coverage of on-site reviews includes both regulatory 
compliance and HRSC operating processes, with feedback to HRSC and OCHR leaders on findings and 
improvements required. 
 
Target Career Level – All levels 
 
Developing HR Talent 
In FY10 the DON launched several training courses to strengthen critical HR skills and advisory 
capabilities: 
 


 Barrier (Equal Opportunities) Analysis 


 Reasonable Accomodation 


 Advanced EEO Counseling 


 Telework 


 Strategic Workforce Planning  


 Strategic Recruitment 
 
In February 2011 the DON Civilian Workforce Development Training Program was launched.  This 
program, open to all DON civilian and military workforce members who work in and support the Human 
Resources (HR) community will help strengthen the HR community by providing opportunities that 
support continual learning, career advancement and professional certifications to HR community 
members.   This program is a blended learning program designed to support DON HR professionals 
interested in building competencies related to learning development and performance improvement 
specialty. Topics include: 
 
- Designing Learning  
- Delivering Training  
- Improving Human Performance  
- Measuring & Evaluating  
- Facilitating Organizational Change  
- Managing the Learning Function  
- Coaching & Career Planning and Talent Management  
- Managing Organizational Knowledge 
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Analyzing HR Workload, Resources and Productivity 


 The Office of Civilian Human Resources (OCHR) has developed a predictive workload model for 
regionalized HR functions (HRSCs); that model and assessment machinery is now being refined to 
provide predictive/analytical capability for “retail” installation-level Human Resources Offices (HROs).  
Currently and as refined, the workload planning model provides DON a powerful tool for quantifying the 
impact of expected workforce changes. 
 
The HR workforce predictive model was adopted by DON financial management authorities as an 
objective means of determining resources needed in regional HR centers to support their serviced 
populations.  The model generated a requirement for approximately 200 additional workyears in the 
200 series at the regional centers.  FY 10 and 11 funding allowed expansion of HRSC staffs to meet 
workload; increases identified for FYs 12-16 will be offset by reductions for planned workload 
efficiencies in adoption of USAStaffing and other recruitment process improvements.  Overall, the HR 
community represented by the HRSCs has expanded consistent with these more-clearly-identified 
workload requirements. 
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Appendix A – MCO Distribution  
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Installations and Environment Community  
Occupational Health and Safety (0018) 
Firefighters (0081) 
 


 
 
 


Financial Management Community 
Financial Administration (0501/0560) 
Accountant (0510) 
Auditor (0511) 
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Law Enforcement Community 
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Information Technology Community 
Information Technology Management (2210)    Computer Engineering (0854) 
Computer Science (1550)     Electronics Engineering (0855) 
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Medical Community 
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Intelligence Community 
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APPENDIX A5:  REBALANCING THE WORKFORCE AND 
INSOURCING CONTRACTED SERVICES 


 


Former Secretary of Defense (SECDEF) Robert Gates stated that the Department has become 


too reliant on contracted services to perform work more appropriately aligned to government 


employees. Insourcing is one tool the Department uses to shape the workforce and ensure that 


the work government employees perform is, in fact, performed by government employees. By 


insourcing, DoD is consistent with statutory requirements in sections 2330a and 2463 of U.S.C. 


title l0.  


DoD’s efforts support President Obama’s March 2009 memorandum on government 


contracting. In this memorandum, the President directed all Federal Agencies to reduce 


reliance on contractors; to appropriately align inherently governmental activities to 


government performance; to perform functions efficiently; and to protect the public’s interest 


while providing the best value for taxpayers. 


The Department uses insourcing as one tool to: 


 Rebalance the workforce and reduce inappropriate reliance on contracted services 


 Help shape the workforce by ensuring that work that is inherently governmental, closely 


associated with inherently governmental, or otherwise exempt from private sector  


 Ensure the work is performed by government employees (to mitigate risk, ensure 


continuity of operations, build internal capacity, meet/maintain readiness needs, etc.) 


 Ensure the Department has the necessary capabilities and skills to meet its missions 


Additionally, in a constrained fiscal environment, the Department's ability to convert 


contracted services to government performance to achieve cost efficiencies has successfully 


realigned resources with higher priority areas. This ability is consistent with the Department's 


statutory obligations under 10 U.S.C. §129a, which states the Department “shall use the least 


costly form of personnel consistent with military requirements and other needs of the 


Department.”  


DoD is committed to meeting its statutory obligations under title 10 to annually review its 


contracted services, identifying those that are more appropriately aligned to government 


performance. While some contracted services may be identified for insourcing, some services 


that have been determined to be no longer required or of low priority may be eliminated or 


reduced in scope; other required services will continue to be provided by the private sector. 
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As the Department implements the direction to hold to FY 2010 funding levels for civilian 


personnel, DoD Components must ensure compliance with statutory requirements. Ensuring 


compliance may mean insourcing work where appropriate, from the private sector to the 


government by: 


 Absorbing work into existing government positions by refining duties or requirements 


 Establishing new positions to perform contracted services by eliminating or shifting 


equivalent existing manpower resources (personnel) from lower priority activities 


 Requesting an exception to civilian funding limits, subject to approval at senior levels, 


on a case‐by‐case, limited basis 


 


Source: Office of the Under Secretary of Defense for Personnel & Readiness (OUSD [P&R]), Requirements and Strategic 
Integration 
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APPENDIX A6.1: NDAA 2010 SECTION 1108  
SELFASSESSMENT OF DOD STRATEGIC 
WORKFORCE PLANNING 


In FY 2009, the Government Accountability Office (GAO) assessed DoD’s Civilian Strategic 


Workforce Plan. The report contained a summary1 of the NDAA 2010 requirements applicable 


to overall civilian, senior leaders, and acquisition workforce. Critical skills and competencies of 


the existing and future workforces were divided into 5 items, (1) critical skills for the future 


workforce, (2) critical competencies for the future workforce, (3) critical skills for the existing 


workforce, (4) critical competencies for the existing workforce, and (5) projected trends. Of the 


20 total requirements listed in summary, 14 are for the overall workforce. The Acquisition 


workforce plan will be submitted separately. 


 


1. An assessment of the critical skills of the existing civilian workforce of the Department  
[10 U.S.C. §115b(b)(1)(C)] 


Comments: The DoD workforce plan provides historical trending that addresses and 


analyzes 24 mission critical occupations (MCOs) from Fiscal Year (FY) 2010 through FY 2018. 


The Acquisition community reports separately to the Office of the Director of National 


Intelligence (ODNI) on its MCOs, which include Contracting and Quality Assurance 


occupations, among others. The Defense Intelligence Component also reports separately to 


ODNI via the Human Capital Employment Program (HCEP), as much of its workforce 


planning data is classified. The Department has defined MCOs as critical skills that are 


common across DoD and have a Department‐wide impact essential to mission success.  


Rating: Fully Met 


2. An assessment of the critical competencies of the existing DoD civilian workforce  
[10 U.S.C. §115b(b)(1)(C)] 


Comments: The Department addressed 24 MCOs from FY 2010 through FY 2018.  


Template II solicited information on competency models, including plans for competency 


identification, validation, assessment, and gap analysis. The Department has made 


significant progress on competency modeling efforts at the Component level. Extensive 


competency work has been completed in Construction Engineering, Human Resources, 


Logistics, Intel, and Acquisition communities. Some MCOs have been engaged in long‐term 


competency modeling efforts, including: 0018, 0081, 0201, 0346, 0810, 2210, and the 0180, 


0185, 0602, and 0610 medical occupations. Results from Component competency initiatives 


are contained in the report’s functional community and Component and Defense Agency 


appendices.  


                                                       
1 Invalid source specified. 
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In FY 2010, the Department focused on enterprise competency development for select 


MCOs. DoD worked with OPM and Component/Agency SMEs to develop job tasks and 


competencies for four enterprise MCOs (0081, 0080, 0810, and 2210). OPM will validate the 


competencies by administering occupational analysis surveys to a stratified random sample 


of employees and supervisors in each MCO. DoD will then focus on the development of 


competency proficiency level definitions, illustrations, and career maps for identified 


occupations. The project will be initiated in FY 2012 and will include a competency model, 


competency taxonomy, and repository for DoD occupations. The Department also 


recognizes the need for an IT solution to manage an inventory of competencies and skills 


and to identify expertise to support emerging missions. DoD’s goal is to avoid duplication of 


efforts and to leverage existing resources, if possible. The Department is in the process of 


reviewing DoD, Component, Agency, and off‐the‐shelf automated solutions to determine 


the level of capability needed to support an ECMT. The “Analyze the Workforce” Section of 


the SHCP report details the status of the Department’s enterprise competency initiatives.  


Rating: Fully Met 


3. An assessment of critical skills that will be needed in the future by DoD’s civilian 
workforce to support national security requirements and effectively manage the 
Department during the seven‐year period following the year in which the plan is 
submitted [10 U.S.C. §115b(b)(1)(A)] 


Comments: The 24 MCOs represent the Department’s primary critical skills for the civilian 


workforce and encompass current and future skill requirements. The FY 2010 workforce 


plan provides an assessment of the critical future skills needed for the seven‐year period 


following the year in which the plan is submitted (e.g., FY 2010 through FY 2018), as stated 


by law. Additionally, the FY 2010 SHCP report submission contains a discussion of emerging 


and cross‐cutting future skills (e.g., Cybersecurity, Intel). The emerging requirements impact 


two or more MCOs and are critical to future workforce planning efforts. In FY 2011 and 


beyond, the Department plans to further expand the functional community structure and 


associated MCOs to cover a larger percentage of the DoD civilian workforce; the results will 


be reflected in the Department’s overall workforce plan.  


Rating: Fully Met 


4. An assessment of critical competencies that will be needed in the future by the DoD 
civilian workforce to support national security requirements and effectively manage the 
Department during the seven‐year period following the year in which the workforce plan 
is submitted [10 U.S.C. §115b(b)(1)(A)] 


Comments: The Department addressed 24 MCOs from FY 2010 through FY 2018. Template 


II solicited information on Component/Agency competency models, including plans for 


competency identification, validation, assessment, and gap analysis. Extensive competency 


work has been completed at the Component level. The results of the Component 


competency initiatives are contained in the individual Functional Community appendices.  
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In FY 2010, the Department focused on enterprise competency development for select 


MCOs. DoD worked with OPM and Component/Agency Subject Matter Experts (SMEs) to 


develop job tasks and competencies for four enterprise MCOs (series 081, 080, 810, and 


2210). OPM will validate the competencies by administering occupational analysis surveys 


to a stratified random sample of employees and supervisors in each MCO. The next step is 


to develop the competency‐proficiency level definitions, illustrations, and career maps for 


identified occupations. The project will be initiated in FY 2012 and will include a 


competency model, competency taxonomy, and repository for DoD occupations. Plans are 


underway to update the DoD competency policy and select an information technology (IT) 


solution for competency management in FY 2012.The IT solution will enable the 


Department to manage an inventory of competencies and skills and to identify expertise to 


support emerging missions. DoD’s goal is to avoid duplication of efforts and leverage 


existing resources if possible. The Department is presently reviewing DoD, Component, 


Agency and commercial off‐the‐shelf automated solutions to determine the capability to 


support an enterprise competency management tool.  


In FY 2012 and beyond, the Department will expand its competency coverage to define a 


“market basket” of functional competencies employees should possess, from entry through 


leadership positions. This work will also identify a common framework for determining 


proficiency levels for technical competencies and defining non‐technical competencies 


needed for successful performance. The Department plans to include additional MCOs that 


cover a greater percentage of the workforce; it will also identify and develop enterprise‐


level competencies that extend beyond the traditional career group (e.g. Cybersecurity, 


Intel, etc.) and career roadmaps. The “Analyze the Workforce” section of the SHCP report 


Introduction provides specifics on the status of the Department’s enterprise competency 


initiatives. 


Rating: Partially Met 


5. An assessment of projected trends in the existing civilian workforce based on expected 
losses due to retirement and other attrition [10 U.S.C. §115b(b)(1)(C)] 


Comments: The Department’s workforce plan contains trend data that projects expected 


losses from retirement, retirement eligibility, future losses, and other turnover data for 24 


MCOs. The Department’s workforce planning tool (e.g. WASS/CIVFORS) provides historical 


trending and projects manpower requirements, end strength, total gains, total losses, and 


retirement eligibility/resulting losses from FY 2010 through FY 2018. As part of the MCO 


maturation process, the Department modified and updated FY 2010 MCO reporting 


templates to include more comprehensive sections for workforce analysis, turnover, data 


trending, challenges, and strategies. 


Rating: Fully Met 
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6. An assessment of the appropriate mix of Military, Civilian, and Contractor personnel 
capabilities [10 U.S.C. §115b(b)(1)(B)] 


Comments: The National Defense Authorization Act 2010 (NDAA 2010) requirement to 


assess workforce mix was a challenge for many of the functional communities and 


Components because Total Force manpower data was not readily available and criteria and 


guidance had not yet been issued. Given the size of the DoD workforce (approximately 


780,000), DoD’s in‐sourcing challenges and the current environment of Efficiency Reviews 


and budget reductions, forecasting the proper workforce mix is a daunting task. Over the 


past decade, the Department has engaged in a number of initiatives designed to rebalance 


the Total Force, reduce stress on the force, and eliminate unnecessary workforce costs. 


Initiatives include public‐private competitions, military‐to‐civilian conversions, and (most 


recently) insourcing of contracted services. Lessons learned and legislative/regulatory 


changes have enabled the Department to transform the process it uses to manage the Total 


Force. A new DoD Instruction has been drafted to provide policy and guidance for Total 


Force management of manpower and contract services, including criteria for assessing 


workforce mix. The draft instruction should be implemented in the next planning cycle. 


Supplemental information on MCO, Component, and/or Defense Agency environmental 


scanning, insourcing projections, military‐to‐civilian conversions, and workforce mix 


considerations can be found in the report’s functional community appendices.  


Rating: Partially Met 


7. An assessment of gaps in the existing or projected DoD civilian workforce that should be 
addressed to ensure that the Department has continued access to required critical skills 
and competencies [10 U.S.C. §115b(b)(1)(D)]  


Comments: The workforce plan provides historical trending and analyses for 24 MCOs from 


FY 2010 through FY 2018. As part of the MCO maturation process, the Department modified 


and updated FY 2010 MCO reporting templates by expanding the workforce analysis, 


competency modeling, and strategy reporting sections. MCOs have provided historical data 


and projections on end strength, total gains, total losses, turnover, retirement eligibility, 


attrition due to retirements, and other pertinent workforce data/analyses. In the strategy 


sections, OFCMs identify the problem or skills/competency gaps to be addressed and the 


attraction, retention, succession planning, and/or development strategies that will close 


gaps.  


They also identify required legislation, authorities, and funding (if appropriate) that will be 


needed to implement strategies and close gaps. For additional information on DoD, MCO, 


and/or Component competency development and gap analysis achievements, see the 


Analyze the Workforce and Implement Strategy Sections of the SHCP report and the 


functional community appendices. 


Rating: Partially Met 
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8. An assessment (using results‐oriented performance measures) that measures DoD’s 
progress of in implementing the strategic workforce plan under this section during the 
previous year [10 U.S.C. §115b(b)(3)] 


Comments: In FY 2010, four baseline results‐oriented performance measures were 


established by the CHCSP 2010–2011 Refresh. In FY 2011, one additional measure was 


established to support the OUSD (P&R) Strategic Plan, which will be assessed during the 


next reporting cycle. In FY 2011, DoD will officially assess the Department’s progress in 


implementing its strategic workforce plan against FY 2010 baseline performance measures. 


In preparation for the FY 2011 assessment, the Department gathered data relative to the 


aforementioned performance measures and reviewed progress. The results of the 


preliminary assessment can be found in the Monitor Progress Section of the FY 2010 SHCP 


Report. The NDAA requirement was fully met, as results‐oriented performance measures 


were established, institutionalized in the Civilian Strategic Human Capital Planning (CSHCP) 


2010–2011 Refresh, and communicated to stakeholders in FY 2010.   


Rating: Fully Met 


9. A plan of action for developing and reshaping DoD’s civilian workforce to address the gaps 
in critical skills and competencies, including specific recruiting and retention goals, 
especially in areas identified as critical skills and competencies; a plan for DoD program 
objectives to be achieved through such goals and required funding for achieving such 
goals [10 U.S.C. §115b(b)(2)(A)] 


Comments: The workforce plan provides historical trending and analyses for 24 MCOs from 


FY 2010 through FY 2018. As part of the MCO maturation process, the Department modified 


and updated the FY 2010 MCO reporting templates by expanding the workforce analysis, 


competency modeling, and strategy reporting sections. MCOs provide historical data and 


projections on end strengths, total gains (e.g., recruiting goals), total losses (e.g., retention 


goals), turnover, retirement eligibility, attrition due to retirements, and other pertinent 


workforce data/analyses. In the strategy sections, OFCMs identify the skills/competency 


gaps that need to be addressed and the attraction, retention, succession planning, and/or 


development strategies that will close gaps. They also identify required legislation, 


authorities, and funding (if appropriate) that will be needed to implement strategies and 


close gaps. For additional information on DoD, MCO, and/or Component competency 


development and gap analysis achievements, see the Analyze the Workforce and 


Implement Strategy Sections of the SHCP report and the functional community appendices. 


Rating: Partially Met 
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10. A plan of action for developing and reshaping DoD’s civilian workforce to address the gaps 
in critical skills and competencies, including specific strategies for developing, training, 
deploying, compensating, and motivating. The plan addresses achieving DoD program 
objectives through such strategies and required funding for implementing such strategies 
[10 U.S.C. §115b(b)(2)(B)] 


Comments: As part of the MCO maturation process, the Department modified and updated 


the FY 2010 MCO reporting templates by expanding the strategy reporting section, 


including the funding needed for strategy implementation. MCOs have identified strategies 


to attract, retain, train, deploy, develop, compensate, and motivate entry‐level, mid‐level, 


and/or senior‐level employees. In the strategy sections of the appendices, MCOs identify 


the problem or skills/competency gap to be addressed; the applicable strategies, legislation, 


or authorization needed to address them, and the funding (if applicable) to implement the 


strategies. Examples of strategies needed to attract or retain civilian personnel who possess 


required skills and competencies include:  


 BRAC relocation incentives 


 DoD Hiring Reform Initiatives  


 Recruitment, retention, and relocation incentives  


 Expedited Hiring Authorities 


 Direct Hire Authorities (including Schedule A Authority for the Cybersecurity 
workforce)  


 DoD IASP and the IASP appointment Authority for Graduates  


 SMART scholarships 


 Tuition and certification reimbursement programs 


 Component‐ and community‐specific intern programs 


 OSD fellowship programs 


Additional information on skills and competency gaps, strategies to close gaps, and the 


funding needed to implement strategies can be found in the Analyze the Workforce and 


Implement Strategy Sections of the FY 2010 SHCP report and in the functional community 


appendices.  


Rating: Partially Met 
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11. A plan of action for developing and reshaping the civilian workforce of the Department to 
address the gaps in critical skills and competencies that includes any legislative changes 
that may be necessary to achieve its recruiting and retention goals  
[10 U.S.C. §115b(b)(2)(F)] 


Comments: The Department has identified and received new legislation and authorization 


needed to meet its recruitment and retention goals and close proficiency gaps. Examples 


include: 


 Expansion of the Expedited Hiring Authorities for Medical and Defense Acquisition 
Workforce positions 


 Schedule A Direct Hire Authority for the emerging Cybersecurity workforce 


 Authorization to employ individuals completing the National Security Education 
Program (NSEP), SMART Defense Scholarship program, and DoD IASP Scholarship 
Program  


Additional information on legislative changes can be found in Appendix A10, “Current and 


Pending Human Capital Legislation,” of this report. DoD Efficiency Reviews, budget 


reductions, BRAC, the Federal pay freeze, the elimination of the FCIP, and the Office of 


Personnel Management (OPM) draft memorandum capping bonuses for 2011‐2012 are 


presenting recruitment and retention challenges. The impact of these challenges will have 


to be determined.  


Rating: Fully Met 


12. A plan of action for developing and reshaping DoD’s civilian workforce to address the  
gaps in critical skills and competencies, including any incentives necessary to attract  
or retain any civilian personnel possessing the identified skills and competencies  
[10 U.S.C. §115b(b)(2)(C)]  


Comments: As part of the MCO maturation process, the Department modified and updated 


the FY 2010 MCO reporting templates by expanding the strategy reporting section. MCOs 


have identified strategies to attract, retain, develop, compensate, and motivate entry, mid‐


level and/or senior‐level employees. In the strategy sections, the Office of the Secretary of 


Defense Functional Community Managers (OFCMs) identify the problems or gaps to be 


addressed, applicable strategies (including compensation), legislation or authorizations 


needed, and funding required (if applicable) to implement strategies.  


Examples of attraction, retention, and relocation incentives and strategies needed to attract 


or retain civilian personnel possessing required skills and competencies include:  


 Base Closure and Realignment (BRAC) relocation incentives 


 DoD Hiring Reform Initiatives  


 Recruitment, retention, and relocation incentives  


 Expedited Hiring Authorities 


 Direct Hire Authorities (including Schedule A authority for the Cybersecurity 
workforce)  
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 DoD Information Assurance Scholarship Program (IASP) and the IASP appointment 
Authority for Graduates  


 Science, Mathematics & Research for Transformation (SMART) Scholarships 


 Tuition and Certification Reimbursement Programs 


 Component‐ and Community‐specific Intern Programs 


 Office of the Secretary of Defense (OSD) fellowship programs 


Although the repeal of the National Security Personnel System (NSPS) impacted the use of 


pay banding as a compensation strategy, it is still used as an incentive in some 


organizations, including laboratories, which have demonstration project or alternative 


personnel system authorities. The elimination of the Federal Career Intern Program (FCIP) 


presents challenges for the Department in recruiting for entry‐level personnel. If the 


economy improves and large numbers of retirement‐eligible employees begin to retire, DoD 


may experience difficulties in recruiting enough entry‐level employees to fill the gaps. 


Implementation of the Pathways program to replace the FCIP will be critical to the 


Department in the near future. Additional information regarding strategies can be found in 


the Analyze the Workforce and Implement Strategy Sections of the Strategic Human Capital 


Planning (SHCP) report and in the functional community appendices.  


Rating: Fully Met 


13. Any additional matters SECDEF considers necessary to address [10 U.S.C. §115b(b)(4)] 


Comments: DoD’s plan includes additional information on environmental scans, items of 


interest, and programs that impact civilian workforce planning. Examples include:  


 Global threats 


 Ongoing efforts in Iraq and Afghanistan 


 Insourcing 


 DoD Hiring Reform 


 DoD Efficiency Reviews 


 Emerging requirements (e.g. Cybersecurity, Intel) 


 BRAC 


 Wounded Warriors 


 Cross‐cutting functions and programs, including the Civilian Expeditionary Workforce 
(CEW), Linguistics, and the National Security Professionals Program  


The Department has provided the OPM Employee Viewpoint Survey (EVS), the DoD Status 


of Forces Survey (SOFS‐c) data analysis and findings, and the MCO maturation model to 


address strategic goals, objectives, and results‐oriented performance measures. 


Rating: Fully Met 
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14. Submittals from Secretaries of the Military Services and Heads of the Defense Agencies 
regarding each of the legislative requirements submitted within established deadlines to 
ensure timely consideration [10 U.S.C. §115b(e)] 


Comments: In FY 2010, DoD continued to institutionalize strategic workforce planning 


within the Components and Defense Agencies. The Department established Component 


and Defense Agency Integrators to improve communications and expand strategic 


workforce planning/ reporting within the Military Departments and Agencies. The 


Integrators assisted Components and Agencies by providing a Component‐wide perspective 


of overall workforce planning data and analyses; perspectives included enterprise and 


Component‐unique MCOs. The Integrators facilitated horizontal integration of workforce 


planning across the Components. This supplemented the vertical integration provided by 


the OFCM construct. To assist the Integrators, Services, and Agencies with workforce plans, 


the Strategic Human Capital Planning Office (SHCPO) provided reporting templates 


(Template III), timelines, and critical milestones throughout the report planning and 


execution process. In FY 2010, the Component and Defense Agency report submissions 


were incorporated into DoD’s overall workforce plan. In FY 2011, efforts will begin to 


further institutionalize workforce planning and reporting into the Components, Major 


Commands, and subordinate organizations. In addition, the Department will expand the 


functional community construct and associated MCOs to cover a larger percentage of the 


civilian workforce, and leverage and expand Integrator roles and responsibilities, improving 


the overall workforce planning process.  


Rating: Partially Met 
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APPENDIX A7: HIRING REFORM INITIATIVE 


DoD continually monitors and assesses the effectiveness of recruitment, retention, and talent 


management strategies and systems to sustain a strong workforce. The following government‐


wide initiatives in FY 2010 align with Goal 2: To ensure workforce mission‐readiness. 


Objective 2.3: Implement Hiring Reform Strategies, including new personnel authorities, 
designed to assess and improve the quality and timeliness of the end‐to‐end hiring process. 


DoD is working with OPM to implement the Hiring Reform Initiative, which is aimed at 


improving the hiring process and acquiring high‐quality candidates into Federal service. DoD’s 


ability to perform its mission effectively depends on a talented and engaged workforce, and a 


reformed hiring process is necessary to strengthen that workforce. 


OPM initiated the first phase of this effort in July 2009 and focused on DoD Agencies’ efforts to 


improve hiring. The Department: 


 Established a senior‐level management team to guide DoD’s efforts 


 Conducted Lean Six Sigma analysis of the hiring process 


 Developed a plan to identify and eliminate barriers 


 Developed a common business practice for hiring across the Department 


 Developed and launched 25 standardized and streamlined job announcements. 


Launched by the President in his May 11, 2010 memorandum, the second phase of this effort 


focuses on hiring improvements that can be made across the Federal government. DoD is an 


active participant in these efforts for job seekers and hiring managers: 


 For job seekers: Enhancing the application experience by: 


 Eliminating essay‐type qualification responses 


 Allowing resumes and cover letters to be submitted 


 Providing plain‐language applications 


 Providing valid, reliable assessment tools 


 Tracking key stages in the application progress 


 For hiring managers: Increasing their involvement and accountability in the 


recruitment/hiring process, which reflects in candidate quality and hiring timeliness. 
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DoD FY 2010 Accomplishments 
During FY 2010, DoD is proud to report its successes: 


Hiring Statistics: FY 2010 through Quarter 3: 


 Filled more than 160,000 positions 


 40%: New to the Federal Government  


 60%: From the DoD and other Federal Agencies  


 Reduced the average time‐to‐hire from all sources to 80 days: 


 42 days: Average time‐to‐hire for internal hires (a 20% reduction)  


 119 days: Average time‐to‐hire for delegated examining competitive  


 28%: Delegated examining hires started within 80 days  


 65%: All hires hired within 80 days 


Hiring Manager’s Toolkit 


In February 2011, DoD completed the Hiring Manager’s Toolkit, which provides 24 products 


that have been developed through cross‐Component collaboration. These products are 


recognized by OPM, the Partnership for Public Service, and other Federal Agencies as a best 


practice tool for hiring managers. The Manager’s Toolkit includes pamphlets, guides, checklists, 


and tip sheets. The toolkit also spans the end‐to‐end hiring process, from workforce planning 


through onboarding, and balances DoD‐wide information with Component‐specific guidance. 


Toolkit information is distributed directly to field sites and users and is available via DoD’s 


Hiring Reform website: (http://www.cpms.osd.mil/HiringReform).  


The SHCPO has been actively engaged in supporting the Hiring Reform initiative by developing 


the tools and resources described in Table A7‐1 


Table A7‐1: SHCPO Involvement in Hiring Reform Initiative 


Hiring Tools and Resources  Description 


Hiring Manager’s Checklist  This guide, a complement to its high‐level counterpart, gives 
hiring managers a checklist of steps to complete during the hiring 
process.  


Tips for Hiring Managers  This tip sheet gives hiring managers a list of helpful suggestions 
on how to improve hiring practices, from start to finish. 


Guide to Workforce 
Planning 


This guide helps hiring managers understand their current 
workforce and future requirements and helps them create a 
workforce plan. 


Tips for Recruiting  This guide gives hiring managers suggestions and resources to 
help them in their recruiting efforts, with support from HR 
professionals. 
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Hiring Tools and Resources  Description 


Top DoD Hiring Options and 
Appointing Authorities 
Quick Guide 


This guide gives hiring managers a list of the most commonly 
used hiring options and authorities. It is categorized by internal 
hiring options, noncompetitive appointments, and external 
competitive appointments. 


Hiring Options Guide  This guide gives hiring managers various external and internal 
hiring options to attract quality candidates. 


Hiring Incentives Guide  This guide gives hiring managers a list of incentives to entice new 
or keep current employees. The incentives are categorized as 
compensation, paid travel, and other incentives. 


Hiring Options and 
Incentives Matrix 


This quick‐reference matrix shows hiring managers the 
relationship between common hiring options and hiring 
incentives. 


Onboarding Key Activities 
Matrix 


This one‐page matrix gives hiring managers tips on how to 
successfully onboard a new employee in various phases. Phases 
include before the first day, during the first day, after the first 
week, after 90 days, and after six months. 


Onboarding Guide  This guide explains to hiring managers the importance of 
onboarding. It also provides worksheets to help ensure new 
employees feel welcome and engaged. 


Onboarding Checklist  This checklist gives hiring managers a list of items to help them 
prepare for new employee arrivals, including items that are 
helpful before employees arrive or on their first day of work. The 
list also contains tips for helping employees transition into their 
new job during the first 90 days. 


 


Training and Education 


DoD HR professionals from all Components and Service Agencies participate in hiring reform 


training, which OPM offers in ten metropolitan training centers. Training programs that OPM 


offers for DoD HR professionals include:  


 Hiring Reform for Hiring Managers 


 Job Analysis 


 Category Rating and Category Rating Refresher 


 Occupational Questionnaires 


 Designing an Assessment Strategy 


 Structured Interviews 


 Streamlined JOAs 


 Using Shared Registers 
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In addition, DoD offers its HR professionals standardized, occupation‐related training at 


centralized locations in Rosslyn, VA and Southbridge, MA. Managers and supervisors receive 


standardized training required by regulation, including hiring‐related training. DoD has 


developed a course for new DoD supervisors and managers, as well as a refresher course for 


seasoned supervisors. The two‐week, instructor‐led course covers all ten steps in DoD’s end‐to‐


end hiring process and will be piloted in May 2011. The refresher course will be launched later 


in 2011. 


Plans to Improve Hiring Strategies 


USAJOBS 3.0 


As required by OPM and to satisfy the President’s objectives by November 1, 2010, DoD 


developed an action plan outlining its activities. In this plan, DoD standardizes competencies for 


designated DoD MCOs in selection assessments for FY 2011; this standardization supports the 


objective to implement new assessment methods. OPM has held agency and vendor outreach 


to discuss the USAJOBS 3.0 cutover and is currently in the early planning phases of this project. 


The launch of USAJOBS 3.0 will provide major benefits, including: 


 Improvement in job search functionality and results relevancy 


 Open architecture that encourages increased interoperability with human resources (HR) IT 


products 


 A common repository for resumes and applicant documentation 


 Improved functionality in the areas of assessments, recruitment, reporting, and career 


exploration 


Hiring Workflow Automation Project Team 


The DoD Civilian Personnel Management Service (CPMS) formed a project team of Component 


SMEs to create a hiring workflow automation tool to satisfy the following objectives: 


 Simplify and standardize the data associated with and required for hiring actions 


 Develop user‐friendly web application to collect initial Request for Personnel Action (RPA) 


data  


 Establish information feeds into the appropriate hiring tool (e.g. USA Staffing, Defense 


Civilian Personnel Data System [CPDS]) 


 Provide automated workflows and workload balancing information 


 Create requisite interfaces to pass data from system to system 


The team will conduct an offsite test at CPMS in San Antonio, Texas on May 17-19, 2012 to 
meet the above objectives. Based on the standard data elements yielded from the event, 


requirements documentation will occur immediately following the test, with estimated tool 


completion in FY 2012. 
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Hiring Metrics Dashboards 


Hiring metrics dashboards were revised in Q2 FY 2011. The new dashboards will enhance DoD’s 


ability to provide recommended improvements in hiring practices and systems. Features of the 


new dashboards include: 


 Status updates for hiring targets (internal, external, delegated examining) 


 Segmented timeline analysis, including recommendations to reduce variance to targets 


 Component dashboards and analysis of best practices 


 Timeline and satisfaction trends by Component 


 High‐demand positions 


Other Hiring Strategies 


The hiring timelines indicate difficulties in hiring from outside the Federal government and from 


hiring competitively. Improving these timelines depends on hiring managers and HR 


departments, who collectively “own” 64% of the hiring process. 


Improving the processes used for direct and expedited hiring authorities is also required. These 


timelines should ideally be lower than the average time‐to‐hire for “all hires.” These lengthy 


timelines may be the result of using the hiring authorities incorrectly and using lengthy 


entrance‐on‐duty processes. Preparing applicants beforehand for an expedited timeline should 


help to lessen these issues. 


Direct and expedited hiring authorities are not being used in large quantities (1,207 and 1,281, 


respectively, out of a total hire volume of 48,837 for the quarter). Continual use of these 


authorities may increase hiring efficiency. Additionally, consolidating position types may reduce 


the need for specialized, and often, lengthy hiring. Growing the commonly filled positions (CFP) 


volume through standardization should decrease the large number of non‐CFP hires. 


Workforce Planning 


To communicate the importance of recruiting and retaining highly‐qualified candidates across 


the Department in support of our mission, the workforce planning process has been integrated 


as a key aspect to improve hiring strategies. Command and activities personnel are encouraged 


to analyze current workforce statistics, forecast attrition rates, and identify gaps in skills and 


recruitment needs to more accurately match human capital to the mission. While a workforce 


planning team will focus three to seven years out, hiring managers must develop Staffing Plans 


that forecast one to two years out. Specific responsibilities involved in the workforce planning 


process are included in the Hiring Manager’s Guide to Workforce Planning. The key steps from 


this guide are highlighted in Figure A7‐1. 
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Figure A7‐1: The Workforce Planning Process 


 


The importance of assessing “competency gaps” between the current workforce (supply) and 


the future workforce (demand) is essential in identifying the differences between what is 


currently available and what will be available in the future. Identifying these gaps will create a 


foundation for staffing plans, including current demographics and projected workforce skills, 


staffing, program, and workload needs for recruitment and staff development. 
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INSTRUCTION 
 
 


NUMBER 1400.25, Volume 250 
November 18, 2008 


 
USD(P&R) 


 
SUBJECT: DoD Civilian Personnel Management System:  Volume 250, Civilian Strategic  
 Human Capital Planning (SHCP) 
 
References: (a) DoD Directive 5124.02, “Under Secretary of Defense for Personnel and 


 Readiness (USD (P&R)),” June 23, 2008 
 (b) Under Secretary of Defense for Personnel and Readiness Memorandum, 


 “Competency Management and Workforce Planning Information,”  
 November 6, 2007 (hereby canceled) 


 (c) Section 1122 of Public Law 109-163, “National Defense Authorization Act” 
 for Fiscal Year 2006, January 6, 2006 


 (d) Under Secretary of Defense for Personnel and Readiness Memorandum, 
 “Human Capital Strategy Governance,” June 6, 2006  


 (e) Section 300.103 of title 5, Code of Federal Regulations 
 (f) Federal Register 38290, “Uniform Guidelines on Employee Selection 


 Procedures,” August 25, 1978 
 
 
1.  PURPOSE 
 
 a.  This Instruction establishes and implements policy, establishes uniform DoD-wide 
procedures, provides guidelines and model programs, delegates authority, and assigns 
responsibilities regarding civilian personnel management within the Department of Defense 
under the authority of Reference (a). 
 
 b.  This Volume: 
 
  (1)  Incorporates and cancels Reference (b). 
 
  (2)  Establishes policy and assigns responsibilities for civilian strategic human capital 
planning, as part of total force planning, to meet current and future civilian employee 
requirements consistent with the guidance in References (a), (c), (d), and (e). 
 
 
2.  APPLICABILITY.  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 Office 
of the Inspector General of the Department of Defense, the Defense Agencies, the DoD Field 
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Activities, and all other organizational entities within the Department of Defense (hereafter 
referred to collectively as the “DoD Components”). 
 
 
3.  DEFINITIONS.  See the Glossary. 
 
 
4.  POLICY.  It is DoD policy that: 
 
 a.  A structured competency-based approach will be instituted throughout the Department of 
Defense in support of SHCP that applies job analysis methodologies compliant with the Uniform 
Guidelines on Employee Selection Procedures (UGESP) (Reference (f)), and meets the 
requirements and objectives of References (c), (d), and (e).  This approach will be used to 
identify current and future civilian workforce requirements, including those of an expeditionary 
nature, as part of total force planning.  It will also be used to establish a plan to ensure the 
readiness of the civilian workforce to meet those requirements.  Control of resources, 
management, and execution will remain with the DoD Components in the implementation of this 
policy. 
 
 b.  SHCP will be holistic and systematically implemented to manage the life-cycle of 
employees from accession through separation.  It is also designed to support civilian manpower 
requirements analyses, incident to the Department’s total force planning.  The holistic end state 
will be achieved in phases. 
 
 c.  SHCP will initially cover all U. S. citizen-appropriated fund positions, to include positions 
in the Senior Executive Service and Senior Level and Senior Scientific and Professional 
positions. 
 
 d.  SHCP will be implemented systematically.  Implementation will involve the redirection of 
existing job analysis work and resources to the extent practicable and the identification and use 
of additional resources as necessary. 
 
 e.  SHCP, at a minimum, will include: 
 
  (1)  Identifying current and projected civilian manpower requirements, including 
expeditionary requirements, needed to meet the Department’s mission, and the strategies needed 
to build the civilian workforce to meet those requirements.  Such requirements should be 
accomplished within the context of total force planning. 
 
  (2)  Identifying competencies and competency proficiency level requirements, for both 
positions and employees, needed to meet current and future mission needs, and communicating 
those requirements to appropriate stakeholders, e.g., Human Resources (HR), Manpower and 
Comptroller. 
 
  (3)  Comparing the current competency proficiency level requirements to the proficiency 
levels in the inventory to determine current competency gaps and gap closure methodologies. 


Appendix A8: DoDI 1400.25, Volume 250 2







DoDI 1400.25-V250, November 18, 2008 


 


  (4)  Comparing the future competency proficiency level requirements (3 years and out) to 
current proficiency levels in the inventory of employees in order to identify future competency 
gaps and gap closure methods. 
 
  (5)  Identifying career paths that provide a competency-based road map for employees to 
aid in their career planning and development. 
 
  (6)  Developing competency reference sources that can be used by supervisors to close 
employee gaps and track impacts on employee progression and performance. 
 
  (7)  Developing competency-based selection factors that allow selecting officials to 
evaluate candidates for position vacancies on the basis of their possession of competencies and 
the proficiency levels required by the vacant positions. 
 
  (8)  Developing and implementing strategies that will ensure a sufficient civilian 
expeditionary workforce that meets all required deployment criteria is available to meet current 
and projected expeditionary mission needs. 
 
  (9)  Advising the manpower authority and requiring official of projected “effective dates” 
for gap closure so requiring officials can seek an interim alternative source of support, or take 
other appropriate action.   
 
 
5.  RESPONSIBILITIES.  See Enclosure. 
 
 
6.  RELEASABILITY.  UNLIMITED.  This Volume is approved for public release.  Copies may 
be obtained through the Internet from the DoD Issuances Web Site at 
http://www.dtic.mil/whs/directives. 
 
 
7.  ACCOUNTABILITY.  Adherence to the requirements of this Volume will be monitored 
through DoD Human Capital Assessment and Accountability Framework reviews. 
 
 
8.  EFFECTIVE DATE.  This Volume is effective immediately. 
 
 
 
 
 
 
 
Enclosure 
 Responsibilities 
 Glossary 
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ENCLOSURE 
 


RESPONSIBILITIES 
 
 
1.  UNDER SECRETARY OF DEFENSE FOR PERSONNEL AND READINESS 
(USD(P&R)).  The USD(P&R) shall have overall responsibility for the DoD strategic human 
capital plan and competency-based workforce planning. 
 
 
2.  DEPUTY UNDER SECRETARY OF DEFENSE FOR CIVILIAN PERSONNEL POLICY 
(DUSD(CPP)) AND DEFENSE HUMAN CAPITAL STRATEGY PROGRAM EXECUTIVE 
OFFICER (DHCS PEO).  The DUSD(CPP) and the DHCS PEO, for the duration of that office, 
both under the authority, direction, and control of the USD(P&R), working with the DoD 
Components, will co-lead the effort to develop and establish a cohesive DoD-wide direction for 
human capital, including competency-based SHCP to ensure the readiness of the civilian 
workforce to meet mission requirements.  SHCP implementation guidance will be developed 
jointly with the DoD Components, the functional communities, the DUSD(CPP), and the DHCS 
PEO.  Through a dedicated Program Office (PO), they shall provide guidance to Functional 
Community Managers (FCMs) in the execution of this Volume, and shall:  
 
 a.  Lead and integrate DoD Component strategic human capital planning, including 
workforce capability and readiness efforts, within the framework of total force planning. 
 
 b.  Monitor the strategic environment, workforce trends, competency assessments, and gap 
analyses to ensure that recruitment, retention, and development initiatives address DoD current 
and future mission requirements, including those of an expeditionary nature.  
 
 c.  Develop DoD policy, guidance, and strategies for competency-based SHCP and 
forecasting. 
 
 d.  Provide policy oversight for issues relating to competency-based SHCP and forecasting. 
 
 e.  Establish common taxonomies for competencies by occupation and across occupations as 
necessary to meet DoD-wide SHCP needs and to facilitate life-cycle management of the DoD 
civilian workforce by the Components. 
 
 f.  Establish a benchmarked, five-point rating scale to be uniformly applied throughout the 
Department of Defense to measure person and position competency proficiency level 
requirements. 
 
 g.  Oversee the compilation of civilian workforce and capability requirements, including 
those that may require expeditionary deployments. 
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 h.  Ensure that the Department of Defense remains informed of external agency initiatives 
(Governmental and non-Governmental), partnering with them on human capital efforts as 
appropriate and applicable. 
 
 i.  Develop the parameters for a competency job requirements repository for use in locating 
expertise, assessing current and future DoD civilian manpower requirements, and maintaining a 
readiness index that gauges DoD talent and expeditionary capacities. 
 
 j.  Establish timelines for full implementation of this Volume. 
 
 k.  Develop DoD guidance governing the selection and training of FCMs. 
 
 l.  Ensure that FCMs are trained and have the capability to perform the responsibilities 
outlined in section 5 of this enclosure. 
 
 m.  Ensure the HR community is trained and has the capability to provide advice to the 
FCMs in carrying out the responsibilities of this Volume. 
 
 n.  Issue guidance for meeting the annual reporting requirements in Reference (c) and any 
other SHCP-related reporting requirements. 
 
 
3.  MEMBERS OF THE DEFENSE HUMAN RESOURCES BOARD (DHRB).  Under the 
Chairmanship of the USD(P&R), the members of the DHRB shall serve as the senior advisory 
group for competency-based human capital planning, advising on conceptual, strategic, 
implementation, assessment, and accountability issues. 
 
 
4.  UNDER SECRETARIES OF DEFENSE, ASSISTANT SECRETARIES OF DEFENSE 
REPORTING DIRECTLY TO THE SECRETARY, AND THE INSPECTOR GENERAL OF 
THE DEPARTMENT OF DEFENSE.   These entities will appoint OSD Functional Community 
Managers (OFCMs) for their respective career fields.   
 
 
5.  OFCMS.  OFCMs will work with Component FCMs (CFCMs) to monitor and track the 
implementation of this Volume in their respective communities, DoD-wide, against mission 
requirements.  In executing these responsibilities, the OFCMs shall monitor the integration of 
competency-based SHCP into the full spectrum of life-cycle management of employees within 
the functional communities, and in so doing, shall confer with the PO, OSD or command 
leadership, manpower authorities, CFCMs, and HR consultants.  The areas that OFCMs will 
monitor include: 
 
 a.  Analyzing current and projected mission requirements (both expeditionary and non-
expeditionary), environmental influences, attrition and retirement trends, and workload forecasts 
to identify current and future community manpower requirements. 
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 b.  Conducting inventory analysis of the numbers in the community against projected 
manpower needs to identify workforce gaps. 
 
 c.  Assessing the competencies of the community members against those needed for mission 
performance to identify competency gaps. 
 
 d.  Developing and implementing strategies to address the identified workforce and 
competency gaps, including career development roadmaps. 
 
 e.  Assessing the effectiveness of the strategies in reducing gaps. 
 
 f.  Assessing functional training and other strategies to ensure closure of identified 
competency gaps. 
 
 g.  Monitoring the application of competency-based workforce requirements to the 
management and readiness of the community expeditionary workforce capability, commensurate 
with community expeditionary requirements. 
 
 h.  Reviewing and providing input to annual reporting requirements in Reference (c) and any 
other reporting requirements established by DUSD(CPP). 
 
 
6.  HEADS OF THE DoD COMPONENTS.  The Heads of the DoD Components shall:   
 
 a.  Develop, manage, execute, and assess the Component’s strategic human capital plan, 
including decisions on and control over manpower allocations and resources.  
 
 b.  Appoint CFCMs to support Component career field management and to assist the OFCMs 
on enterprise-wide community management issues.  CFCMs will work with the OFCMs in 
ensuring their respective communities have the skills needed to support both the DoD and 
Component mission by exercising the responsibilities in section 5 of this enclosure.   
 
 c.  Ensure their CFCMs are trained and have the capabilities needed to perform their assigned 
responsibilities. 
 
 d.  Develop, implement, and operate job analysis programs, which meet the requirements and 
objectives of References (c), (d), and (e), and comply with the UGESP, Reference (f).  The 
specific job analysis methodology used by the DoD Component is at their discretion, provided its 
use will not conflict with overall competency-based SHCP policy and guidance issued by the 
DUSD(CPP). 
 
 e.  Integrate competency-based SHCP into the full spectrum of life-cycle management of 
employees within the Component, as defined in section 4 of this enclosure. 
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 f.  Ensure a cadre of trained HR consultants is available to advise the FCMs on recruitment, 
compensation, retention, and development strategies needed to address identified human capital 
competency gaps.  
 
 
7.  HR PROFESSIONALS.  A trained cadre of HR professionals shall provide advice and 
guidance to the FCMs on strategies that will facilitate achieving human capital goals.  
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GLOSSARY 
 


PART I.  ABBREVIATIONS AND ACRONYMS 
 
CFCM Component Functional Community Manager 
  
DHRB Defense Human Resources Board 
DHCS PEO 
 


Defense Human Capital Strategy Program Executive 
Officer 


DUSD(CPP) Deputy Under Secretary of Defense for Civilian 
Personnel Policy 


  
FCM Functional Community Manager 
  
HR Human Resources 
  
OFCM OSD Functional Community Manager 
  
PO Program Office 
  
SHCP Strategic Human Capital Planning 
  
UGESP 
 


Uniform Guidelines on Employee Selection Procedures 
 


USD(P&R) Under Secretary of Defense for Personnel and Readiness 
 


PART II.  DEFINITIONS 
 
Unless otherwise noted, these terms and their definitions are for the purposes of this Volume. 
 
civilian expeditionary workforce.  A subset of the DoD civilian force, who, because of their 
unique skill sets, are needed to meet complex DoD missions, such as stability, security, transition 
and reconstruction operations, humanitarian assistance efforts, crisis interventions, or 
contingency operations.  The civilian expeditionary workforce can be deployed anywhere around 
the world to address these operations.  They may occupy pre-designated positions based on 
documented requirements, or possess special capabilities, not necessarily related to their 
positions of record, which may be needed to address these operations.  Such personnel are ready, 
trained, and cleared for immediate or subsequent deployment to meet global national defense 
missions.   
 
competency.  A competency is an (observable) measurable pattern of knowledge, abilities, skills, 
and other characteristics that individuals need in order to successfully perform their work.   
 
competency-based management.  A systematic approach to evaluating and effectively aligning 
employee competencies with mission and job requirements throughout the human capital life 
cycle. 


Appendix A8: DoDI 1400.25, Volume 250 8







DoDI 1400.25-V250, November 18, 2008 


Y 


 
OFCM.  Senior functional leader at the OSD level, responsible for working with the DoD 
Components to monitor and track the implementation of this Volume by working with the PO, 
OSD and command leadership, manpower representatives, CFCMs, and HR professionals. 
 
CFCM.  Senior functional leader, responsible for supporting the execution of this Volume in 
their respective DoD Component career field by working with OSD and command leadership, 
manpower representatives, OFCMs, and HR consultants.  
 
human capital.  An inventory of skills, experience, knowledge, and capabilities that drives 
productive labor within an organization’s workforce.   
 
job analysis.  The process of identifying and defining, at an appropriate level of detail, what the 
basic duties and responsibilities of a job require in terms of both job tasks and employee 
competencies needed to perform those duties and responsibilities.  The competencies derived 
from the job analysis must be relevant or demonstrate a linkage to the tasks or duties of the job.  
There are various well-developed, systematic approaches to job analysis.   
 
taxonomy.  The classification, categorization, or grouping of similar items or things, in this case 
competencies.  
 
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 use of employee selection procedures in the public and private sectors consistent with 
applicable legal standards and recognized validation standards.  Reference (e) requires that the 
employee selection procedures of Federal agencies must meet UGESP standards defined in 
Federal Register 38290 (Reference (f)). 
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APPENDIX A9:  GLOSSARY OF TERMS 


BRAC  Base Realignment and Closure. Refers to the process authorized by the Defense Base 


Closure and Realignment Act that the Department has used to reorganize its installation 


infrastructure to more efficiently support its force structure, increase operational readiness, 


and facilitate new ways of doing business. 


CEW  Civilian Expeditionary Workforce. A subset of the DoD civilian force, who, because of their 


unique skill sets, are needed to meet complex DoD missions, such as stability, security, 


transition and reconstruction operations, humanitarian assistance efforts, crisis 


interventions, or contingency operations. The CEW can be deployed anywhere around the 


world to address these operations. 


CFCM  Component Functional Community Manager. Senior functional leader who is responsible for 


supporting the execution of DoDI 1400.25 Volume 250 in the respective DoD Component 


career field by working with OSD and command leadership, manpower and budget 


representatives, OFCMs, and HR consultants. 


CHCSP  Civilian Human Capital Strategic Plan. Constitutes the Department’s comprehensive plan to 


ensure a strong civilian workforce is able to meet current and future mission requirements. 


The CHCSP guides and informs the civilian human resources policies, programs, and 


initiatives for the Combatant Commands, Military Departments, Combat Support Agencies, 


and Field Support Activities.  


CIVFORS  Civilian Forecasting System. A personnel forecasting system developed for the Department 


of the Army. CIVFORS uses advanced decision support and computer modeling techniques to 


project strengths, gains, losses, and migrations at user‐specified levels of detail for the 


civilian workforce. 


  Competency. An observable, measurable pattern of knowledge, abilities, skills, and other 


characteristics that individuals need to successfully perform their work.  


  Competency‐Based Management. A systematic approach to evaluating and effectively 


aligning employee competencies with mission and job requirements throughout the human 


capital lifecycle.  


  Competency Taxonomy. The classification, categorization, or grouping of similar items or 


things, in this case, employee competencies.  


DASD 


(CPP) 
Deputy Assistant Secretary of Defense for Civilian Personnel Policy. DoD’s human resource 


policy office. CPP formulates plans, policies, and programs to manage the civilian work force 


effectively and humanely. CPP supports the Military DoD Agencies with policy leadership and 


with personnel through the Civilian Personnel Management Service (CPMS). CPP also 


manages the non‐appropriated fund personnel system and provides guidance for the foreign 


national employment program within DoD. 
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DAU  Defense Acquisition University. Provides mandatory, assignment‐specific, and continuing 


education courses for military and civilian personnel. The university also fosters professional 


development through mission assistance, rapid‐deployment training on emerging acquisition 


initiatives, online knowledge‐sharing tools, and continuous learning modules.  


DCPDS  Defense Civilian Personnel Data System. The DoD enterprise automated HR information and 


transaction processing system for DoD civilian employees. This system contains classification, 


staffing, training, employee benefits, action tracking for Equal Employment Opportunity 


complaints, and data retrieval information on DoD civilian employees. 


DHA  Direct Hire Authority. A hiring flexibility that allows Components to appoint candidates 


directly to occupations where a severe shortage of candidates or critical hiring need exists 


and is approved by the Office of Personnel Management (OPM). 


DoDI  Department of Defense Instruction. A DoD issuance that establishes or implements policies 


and procedures and assigns responsibilities within a functional area.  


  Efficiency Review. A comprehensive assessment of an organization’s efficiency and 


productivity to reduce costs and streamline decision‐making.  


ECM  Enterprise Competency Management. The process of identifying, assessing, and managing 


competencies across the Department’s civilian workforce to meet current and future mission 


readiness needs.  


ECQs  Executive Core Qualifications. The five qualifications considered necessary for effective 


performance in any SES position and are the basis of a Qualifications Review Board 


certification for career appointment to the SES. The ECQs are Leading Change, Leading 


People, Results Driven, Business Acumen, and Building Coalitions. 


EHA  Expedited Hiring Authority. The delegated hiring authority to appoint highly qualified 


individuals to occupations where a severe shortage of candidates or critical hiring need exists 


and is approved by the OPM. 


EVS  Federal Employee Viewpoint Survey. An annual survey released by OPM and designed to 


measure employee perceptions that drive employee satisfaction, commitment, and 


engagement, which ultimately contribute to the mission of agencies.  


FTE  Full‐Time Equivalent. A manpower measure used by the DoD to represent a year’s worth of 


employee effort that equals 1,776 productive work hours, excluding holidays and leave. 


FY  Fiscal Year. The accounting period of the Federal government. It begins on October 1 and 


ends on September 30 of the next calendar year. 


FYDP  Future Years Defense Program. Summarizes resources associated, by fiscal year, with DoD 


programs, as approved by the Secretary or the Deputy Secretary of Defense. 
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HC  Human Capital. An inventory of skills, experience, knowledge, and capabilities that drives 


productive labor within an organization’s workforce. 


  Hiring Reform. The Department’s collective effort to remove the complexities and 


inefficiencies of existing hiring processes, as mandated by the President of the United States. 


HR  Human Resources. The personnel within the workforce, including military officers and 


enlisted personnel (including members of the Reserve Components) and civilian employees 


working intelligence, counterintelligence, and security issues. 


MCO  Mission‐Critical Occupation. Occupations that are key to current and future mission 


requirements, as well as those that present a challenge regarding recruitment and retention 


rates and for which succession planning is needed.  


NDAA  National Defense Authorization Act. Act that authorizes appropriations each year for 


military activities of the DoD, for military construction, and for defense activities of the 


Department of Energy (DoE).  


NMS  National Military Strategy. A document approved by the Chairman of the Joint Chiefs of Staff 


for distributing and applying military power to attain national security strategy and national 


defense strategy objectives. 


NSP  National Security Professional. An individual possessing a broad understanding of national 


security objectives beyond individual agency’s missions, as well as the knowledge, skills, and 


experience necessary to lead and execute coordinated, effective national security 


operations.  


NSPD  National Security Professional Development. A government‐wide initiative established in 


May 2007 by Executive Order 13434 to develop a cadre of highly capable NSPs.  


NSS  National Security Strategy. A strategy released periodically by the Executive Office of the 


President that addresses current and future threats to national security. 


OFCM  Office of the Secretary of Defense Functional Community Manager. Senior functional leader 


at the OSD level who advises on the development and implementation of overarching human 


capital policy for a group of DoD civilian employees with the same basic uniform 


requirements.  


OMB  Office of Management and Budget. The largest component of the Executive Office of the 


President, responsible for implementing and regulating Presidential policy across the Federal 


government. OMB focuses on developing and executing the budget, managing performance, 


and coordinating all Federal regulations, legislation, and Executive Orders and Presidential 


memoranda.  


OPM  Office of Personnel Management. Assists employers, public and private alike, in recruiting, 


hiring, and retaining a high‐performing workforce while advising Congress and Federal 


agencies on strategic human resources management.  
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OSD  Office of the Secretary of Defense. The principal staff element of the Secretary of Defense in 


exercising policy development, planning, resource management, fiscal, and program 


evaluation responsibilities.  


PPBE  Planning, Programming, Budgeting, and Execution. The process by which DoD allocates its 


resources while operating within the Department’s fiscal budget and adhering to the 


Secretary of Defense’s policies, strategies, and goals.  


QDR  Quadrennial Defense Review. A legislatively‐mandated review of DoD strategy and 


priorities. The QDR sets a long‐term course for DoD as it assesses the threats and challenges 


that the nation faces and re‐balances DoD's strategies, capabilities, and forces to address 


today’s conflicts and tomorrow’s threats. 


SES  Senior Executive Service. Managerial, supervisory, and policy positions classified above 


General Schedule (GS) grade 15 or equivalent positions in the Executive Branch of the 


Federal Government. 


SHCPO  Strategic Human Capital Planning Office. Action office for USD (P&R) that facilitates the 


DoD’s enterprise strategic human capital planning effort. This office focuses on workforce 


analysis forecasting and competency assessment.  


SME  Subject Matter Expert. An individual who has direct, up‐to‐date experience of a job and is 


familiar with all of its tasks. 


TMI  Talent Management Index. Seven questions designed to assess the extent that employees 


believe their organization has the talent necessary to achieve organizational goals.  


USD 


(AT&L) 
Under Secretary of Defense for Acquisition, Technology, and Logistics. The principal staff 


assistant and advisor to the Secretary of Defense for all matters relating to the DoD 


Acquisition System, including: research and development (R&D); modeling and simulation 


(M&S); systems engineering; advanced technology; developmental test and evaluation; 


production; systems integration; logistics; installation management; military construction; 


procurement; environment, safety, and occupational health management; utilities and 


energy management; business management modernization; document services; and nuclear, 


chemical, and biological defense programs. 


USD 


(P&R) 
Under Secretary of Defense for Personnel and Readiness. The principal staff assistant and 


advisor to the Secretary and Deputy Secretary of Defense for Total Force Management as it 


relates to readiness, National Guard and Reserve component affairs, health affairs, training, 


and personnel requirements and management, including equal opportunity, morale, welfare, 


recreation, and quality‐of‐life matters. 
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APPENDIX B10:  LANGUAGE/LINGUISTICS FUNCTIONAL 
COMMUNITY 


OSD FCM Overview  OSD FUNCTIONAL COMMUNITY MANAGER:  


Ms. Nancy Weaver  
Director, Defense Language Office (DLO) 


 


Language Specialist Series,  
GS1040  


The Language Specialist Functional Community 


includes primary duties for communicating 


with people around the globe. DoD Language 


Specialists administer, supervise, or perform 


work in rendering from a foreign language 


(spoken or written) with the goal of accurately 


provide translations and/or interpretations. 


This MCO represents essential tasks that must 


be completed to meet DoD mission success. It 


is vital that we communicate with friends, 


understand adversaries, and comprehend the 


local population in their terms. 


A Language Specialist performs a distinct role 


as translator or interpreter in support of 


national security missions. The specialist may 


also take on another role as driver, personal 


assistant, or operational analyst, in which the 


bilingual capability is a core competency. 


Requirements for Language Specialists cover 


ten foreign languages and American Sign 


Language. 


 


Language Specialists are found at operational and training 
organizations around the world where communicating with 
partners or adversaries is critical to building and sustaining 
relationships vital to U.S. interests. 


 


LANGUAGE 


SPECIALIST 


(1040)


FY10 Demographics**


FY 2010 Workforce Strength 133


FY 2018 Workforce Manpower  Target 128


Dept of Army ‐ Strength 48


Dept of Navy ‐  Strength 32


Dept of Air Force ‐  Strength 33


Fourth Estate ‐  Strength 18


% Male 58%


% Female 42%


% Targeted Disability 0%


% Non‐Targeted Disability 7%


% Prior Military 39%


Basic Salary (33% percentile) $60,343


Basic Salary (66% percentile) $71,674


Basic Salary (97% percentile) $93,179


Basic Salary (99% percentile) $104,711
Education


< Bachelors 50%


Bachelors 28%


Masters 20%


Doctorate 2%
Planning Considerations


Age, 35 or below 17%


Age, 36‐55 50%


Age, 56+ 32%


Years of Service, 0‐5 39%


Years of Service, 6‐15 30%


Years of Service, 16‐25 19%


Years of Service, 25+ 12%
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Larger Language Community 


Criticality: There are many jobs in Federal service where language is part of a required skill set 


for hiring. The employee must sustain a professional‐level competency to remain in the position 


and be successful in meeting national security objectives. 


At the end of FY 2010, there were 33,277 civilians with some foreign language proficiency (see 


Table A for a historic trend). German, French, and Spanish make up 51% of those with foreign 


language proficiency. Twenty percent of DoD’s civilian workforce professes some proficiency in 


a foreign language included on DoD’s 2010 Strategic Language List. 


DoD is focusing on meeting the following vision: The Department will have the required 


combination of language skills, regional expertise, and cultural capabilities to meet its current 


and projected needs. 


This vision is announced in the DoD Strategic Plan for Language Skills, Regional Expertise, and 


Cultural (LREC) capabilities. This Plan sets the strategic direction for Fiscal Years 2011-2016 by 
outlining an actionable strategy that will result in institutionalized and enhanced LREC 


capabilities for the Department. From this vision come three main goals:   


 Create and sustain a systematic approach to provide a clear demand signal for LREC 
requirements in support of DoD mission 


 Build and maintain a Total Force with a mix of LREC capabilities to meet existing and 
emerging needs in support of national security objectives 


 Establish partnerships to build LREC capabilities in support of joint operations and 
security objectives 


In implementing this vision, the Department is concerned about two issues with the civilian 


force: The Department needs higher proficiency levels for language professionals, and it is 


important to get the right mix of capabilities. In practice, DoD historically hires civilians with 


higher‐level language competency. Finding the right language skill sets becomes the challenge.  


To overcome this challenge, the Department focuses on three programs: 


 Through the Boren Scholars and Fellows Programs of the National Security Education 
Program (NSEP), DoD has made 636 hires.  These programs produce outstanding 
language professionals, with 77% of the graduates reaching a level three or greater in 
the speaking modality.   


 NSEP’s Language Flagship Program supports 23 national and 11 overseas centers to 
create a pool of college graduates of all majors with certified level three proficiency in 
critical languages. This program requires a partnership between DoD, U.S. and 
international universities, and U.S. businesses to run a successful program. 


 Hiring Veterans:  57% of DoD’s current foreign language‐capable civilian workforce were 
hired with some military Veterans’ preference. 


To sustain language skills, civilians are encouraged and sometimes required to take refresher 


training depending on their Command. Tools such as the Global Language Online Support 


System through the Defense Language Institute Foreign Language Center and Joint Language 
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University work well for those with initiative. Others may have their Commands hold or pay for 


refresher training through a local college or university.  For current contingencies where the 


Department is short on language skills, DoD provides language and culture training to enhance 


the individual’s primary skill set and his or her efforts overseas. These programs include: CEW, 


AFPAK Hands (Afghanistan Pakistan Hands), and the Ministry of Defense Advisors Program. 


To get the right mix of capabilities, it is important to identify the correct requirement. In 


meeting its first strategic goal, DoD must follow through on the capabilities‐based assessment 


developed in coordination with the Joint Staff to capture the demand signal through the 


requirements determination process. Part of this process assesses the need for military (Active 


or Reserve), civilian, contractor, or host‐nation support. This year, the Combatant Commands 


(CCMDs) are providing steady‐state and surge LREC requirements to the Joint Staff. In 2012, the 


Services will respond by assessing gaps and risk, and budget and program for validated 


requirements. To ensure a flexible, rapid response in a dynamic, complex global environment, 


DoD cannot rely on billet/position requirements; it is essential to look at the larger global 


security picture. Therefore, foreign language skills are viewed as cross‐cutting skills that extend 


beyond the 1040 series and Intelligence and Special Forces communities. 


Increasing partnerships of CCMDs are important in gaining an appreciation for each other as 


well as enhancing LREC capabilities. Immersion through annual exercises, Reserve duty, and 


National Guard partnership programs assist in developing language skills. 


Overall, the language and culture community is committed to achieving the LREC vision and has 


articulated the means by which this desired end can be accomplished. 


Figure B10‐1:  DoD Language Capabilities 
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Workforce Requirements Analysis  
Language, GS1040 


Figure B10‐2: GS‐1040 Language Requirements 


 


 


Factors Influencing Growth, Decrease or SteadyState 


Factors impacting endstrength targets  


Although Contingency Operations Requirements and CEW may see an impact, we expect the 


steady‐state workload to be stable. There are no significant changes expected; however, the 


OSD Efficiency Review and a hiring pause may impact efforts to fill attrition‐related vacancies. It 


is possible that, in the future, new human‐language technologies could result in a decreased 


number of required civilians, but that likelihood is not expected until the 2025 timeframe. 


Given the relatively small population of civilian linguists within DoD, we expect no significant 


impact to end‐strength goals. The Services primarily employ their enlisted workforce, with 


some contractor support, to meet their linguist requirements. 


If the labor market and DoD policy are unconstrained, there will be no issue in meeting targeted 


end‐strength levels. 


Reasons for differences between FY 2009 and FY 2010 endstrength projections 


Increased numbers of civilians were mainly mission‐driven. Specifically, the Navy’s growth was 


to provide additional capabilities, primarily in Chinese Mandarin translation and Persian‐Farsi.  


Other increases were due to filling vacancies. 


2005 2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018


Fourth Estate 18 17 18 17 19 18 17 15 16 14 13 14 14 14


Navy 20 17 21 22 24 32 29 32 29 30 26 28 28 28


Army 85 48 46 45 45 49 49 47 45 43 43 43 43 43


Air Force 27 26 24 26 25 30 30 29 35 41 45 44 44 44


Target 128 128 128 128 128 128 128 128 128
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Current and future skills/competencies requirements 


Currently there is no ongoing competency development. 


The Fourth Estate and the Air Force have conducted some identification and defining of 


competencies, tasks, and proficiency levels: 


 Interpretation: listening and speaking skills at level four or above in English and the 
target foreign language 


 Written translation: writing and reading comprehension at level four or above in English 
and the target foreign language 


 Public speaking 


 Speed of response (fluency) and breadth of language knowledge 


 Ability to capture cultural nuances 


 Note‐taking skills 


The Air Force is planning to extend its military language competency model, the Language 


Enabled Airman Program (LEAP), to the civilian population. LEAP is a career‐long program 


designed to select, develop, and sustain a cadre of language‐enabled Air Force personnel who 


are ready to meet mission requirements. Currently, 460 Air Force cadets and officers are 


participating in this program. The LEAP selection boards are expected to continue on a biannual 


basis and include enlisted and civilian personnel. 


 


Current Competencies Required  Future Competencies Required 


 Multilingual 


 Expert communicator 


 Cross‐cultural competence 


 Regional expertise 


 Multilingual 


 Expert communicator 


 Cross‐cultural competence 


 Regional expertise 


 Technological savvy 
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Projected Gains Requirements/Net Change 
Currently, projections show that overall DoD requirements for civilian 1040s will remain 


constant, although requirements within the individual Services and Fourth Estate will fluctuate.  


As the requirements‐determination process matures, the CCMDs may identify additional 


requirements.   


Figure B10‐3: GS‐1040 Series Gains, Losses, & Net Change 


 


Data generated by OPM/EHRI CIVFORS Application: Gains includes all personnel gains to the MCO as an aggregate of all 
Component gains including new‐hires, transfers, and inactive status to active status.  Losses include all personnel losses to the 
MCO as an aggregate of all Component losses, including retirements, transfers, and active status to inactive status.1   


 


                                                       
1 This chart depicts the gains and retention (losses not‐to‐exceed) goals based on the MCO targets provided and 
historical attrition patterns. For example, this MCO projects ≈6 gain actions in FY 2011 based on an assumption of 
FY 2011 projected needs and an assumption of ≈8 losses from historical data.   


2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018


Gains 11 17 13 17 21 6 6 8 9 4 8 8 8


Losses ‐53 ‐16 ‐12 ‐15 ‐5 ‐8 ‐9 ‐8 ‐6 ‐5 ‐7 ‐7 ‐7


Net Change ‐42 1 1 2 16 ‐2 ‐3 0 3 ‐1 1 1 1
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MCO Analysis and Challenges 


Constraining Factors/Risks 


1. Workforce skills and size depends on mission requirements, with emphasis on the specific 


language required to be spoken. Much of this requirement depends on where the strategic 


languages of the future will be located. DoD budget constraints raise concerns that we will 


not continue to have sufficient manpower authorizations to meet the actual requirement. 


2. Based on projected targets, DoD has minimal issues with the labor market, hiring process, 


compensation, and development of the labor market to meet hiring needs and sustain the 


workforce.   


 Training & Development: For upward mobility of skilled and experienced language 
specialists, the Department needs to identify senior‐level 1040 positions not related to 
management or supervision. These positions should recognize superior performance skills 
and competencies required to support executive‐level officials and decision makers. 


3. The current workforce has 37.6% retirement‐eligible personnel within the next five years.  


There is little concern regarding this fact since the required languages are in the top ten 


studied languages at college and universities, per a 2010 study by the Modern Language 


Association. Technologically‐savvy employees will be critical additions to the workforce. 


Proficiency in multiple languages and culture will require knowledge of how to use 


handheld electronic devices to aid in translation and assist in acquiring and sustaining high 


levels of language proficiency. 


Figure B10‐4: GS‐1040 Series Turnover (Historical/Predicted) 


 


Data generated by OPM/EHRI CIVFORS Application: Turnover percent is calculated by summing all losses from MCO and 
Component divided by the average strength of the beginning and end of the FY. 


2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018


Air Force 15.1% 24.0% 4.0% 7.8% 3.6% 3.3% 3.4% 3.1% 0.0% 0.0% 0.0% 0.0% 0.0%


Army 66.2% 17.0% 15.4% 15.6% 8.5% 6.1% 8.3% 8.7% 9.1% 11.6% 9.3% 9.3% 9.3%


Navy 21.6% 5.3% 14.0% 13.0% 0.0% 9.8% 13.1% 9.8% 6.8% 0.0% 3.7% 3.6% 3.6%


Fourth Estate 5.7% 5.7% 5.7% 16.7% 0.0% 5.7% 0.0% 0.0% 0.0% 0.0% 14.8% 14.3% 14.3%


Total 41.1% 14.7% 11.0% 13.5% 4.1% 6.3% 7.3% 6.5% 4.7% 3.9% 5.5% 5.4% 5.4%
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Figure B10‐5: Years to Retirement Eligibility/Forecast Retirements (All 1040) 


 


Data generated by OPM/EHRI CIVFORS Application: Note that “Forecasted Retirements” are forecasted against projected future 
strength forecasts while other categories of Retirement Eligibility reflect the workforce as of 30 Sep 2010. 


 


Strategy # 1  Narrative 


Constraint Addressed  N/A 


Target Audience  N/A 


Implementation Timeline  N/A 


Strategy Details & Impact  N/A 


Legislative Changes  N/A 


Funding Required  N/A  


Metrics to Assess Progress  N/A 


 


Workforce Mix 
The Language Specialist workforce (1040 series) mix is 100% civilian. On a larger scale, the 


overall language community workforce mix (based on the language‐capable inventory and not 


the job requirement) is approximately 83% military, 12% civilian, and 5% contract. The 


Department expects the workforce mix to change as requirements for our overseas 


contingencies (namely Iraq and Afghanistan) change.    


Forecasted 
Retirements (0‐5 


years)
Current‐5 6‐10 11‐15 16‐20 >20


Fourth Estate 1 12 2 4 0 4


Navy 5 6 1 10 3 9


Army 5 19 11 7 5 6


Air Force 0 13 4 6 2 9


Cumulative 37.6% 51.1% 71.4% 78.9% 100.0%


Percentage 8.8% 37.6% 13.5% 20.3% 7.5% 21.1%
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APPENDIX B11:  MEDICAL FUNCTIONAL COMMUNITY 


OSD FCM Overview 
OSD FUNCTIONAL COMMUNITY MANAGER: 


Ms. Leigh Ann Watts 
Acting Chief Human Capital Officer, OASD 


 


 


MCO Sections: 
 Medical Officer (0602): page 5 
 Pharmacist (0660): page 30 
 Nurse (0610): page 45 
 Clinical Psychology (0180): page 67 
 Social Work (0185): page 85 


 


 
Data generated by OPM/EHRI CIVFORS Application and DCPDS: 


 For 0180: Army population reduced to ~75 percent of total 0180 Army 
workforce (Medical 0180 personnel only) 


 Air Force population reduced to ~12 percent of total 180 Air Force workforce 
(Medical 0180 personnel only) 


 Navy population reduced to ~45 percent of the total 0180 Department of Navy 
(DoN) population (Medical 0180 personnel only)


CLINICAL 


PSYCHOLOGY 


(0180)


SOCIAL 


WORK 


(0185)


MEDICAL 


OFFICER 


(0602)


NURSE 


(0610)


PHARMACIST 


(0660)


FY10 Demographics**


FY 2010 Workforce Strength 865 1,575 1,858 8,842 871


FY 2018 Workforce Manpower  Target 1,166 1,938 2,138 9,681 983


Dept of Army ‐ Strength 675 1,108 1,374 6,027 627


Dept of Navy ‐  Strength 114 264 310 1,881 193


Dept of Air Force ‐  Strength 17 195 102 813 36


Fourth Estate ‐  Strength 59 8 72 121 15


% Male 48% 25% 63% 13% 40%


% Female 52% 75% 37% 87% 60%


% Targeted Disability 0% 1% 0% 0% 0%


% Non‐Targeted Disability 6% 7% 6% 5% 3%


% Prior Military 27% 22% 49% 33% 22%


Basic Salary (33% percentile) $71,674 $58,289 $118,364 $54,927 $65,371


Basic Salary (66% percentile) $90,764 $65,371 $156,576 $63,695 $86,008


Basic Salary (97% percentile) $129,517 $83,997 $199,700 $85,282 $108,313


Basic Salary (99% percentile) $163,275 $91,781 $210,000 $97,439 $110,139
Education


< Bachelors 5% 7% 8% 42% 8%


Bachelors 12% 5% 17% 42% 53%


Masters 29% 85% 6% 15% 6%


Doctorate 54% 3% 69% 0% 33%
Planning Considerations


Age, 35 or below 19% 11% 6% 16% 22%


Age, 36‐55 48% 54% 53% 60% 51%


Age, 56+ 33% 35% 41% 24% 27%


Years of Service, 0‐5 56% 62% 71% 63% 57%


Years of Service, 6‐15 22% 19% 20% 23% 26%


Years of Service, 16‐25 14% 15% 6% 11% 14%


Years of Service, 25+ 9% 3% 3% 3% 3%
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The Military Health System (MHS) 
DoD’s MHS is a $52 billion enterprise consisting of over 160,000 healthcare personnel. These 


healthcare personnel provide healthcare to 9.6 million beneficiaries across a range of care 


venues, from the forward edge of the battlefield to traditional hospitals and clinics at fixed 


locations. The MHS strategic vision and value model is the Quadruple Aim, which consists of the 


four components that define its business: Readiness, Experience of Care, Population Health, 


and Per Capita Costs. In 2010, the DoD created a performance management framework based 


on the Quadruple Aim that is designed to put strategy into action. 


Figure B11‐1: MHS Strategic Vision and Value Model 


 


As a major component of the MHS, TRICARE is the healthcare program serving active duty 


Service Members, National Guard and Reserve members, retirees, their families, survivors, and 


certain former spouses worldwide. TRICARE brings together the healthcare resources of the 


uniformed services and supplements them with networks of civilian healthcare professionals, 


institutions, pharmacies, and suppliers. This program provides access to high‐quality healthcare 


services while maintaining the capability to support military operations. 


To meet the needs of operation Commanders, the Department must be able to deploy 


anywhere and anytime with flexibility, interoperability, and agility. Using MHS efforts, DoD will 


ensure future medical support will be fully aligned with joint force health protection and will 


enable rapid response to the needs in a changing national security environment. Current 


military strategies mandate that the medical force structure be joint, agile, and interoperable to 


ensure optimal responsiveness in diverse operations.  
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MHS responds rapidly and effectively to disasters, public health emergencies, and mass 


casualty events involving military personnel, DoD employees, and DoD beneficiaries. When 


requested, DoD provides support to civil authorities and the general public. In addition to this 


disaster response is DoD’s medical readiness mission. The MHS identifies, develops, and 


sustains critical military capability and readiness in support of resource management and the 


operational planning process. Medical readiness ensures Service Members are free of health‐


related conditions that limit ability to actively fulfill an assigned mission. 


MHS is committed to the health and well‐being of Service Members, Veterans, and their 


families. Service Members MHS works to improve health and fitness through prevention and 


evidence‐based disease treatment—keys to operational force effectiveness and improvement 


in the quality of life for beneficiaries. The overall goal of MHS is to eliminate disease and 


achieve good health.  


As a patient‐centered organization, MHS employs the best practices in healthcare delivery, 


partnering with patients to make them team members focused on improving their health. MHS 


builds partnerships with its beneficiaries in an integrated health delivery system that 


encompasses military treatment facilities, private sector care, and other federal health 


facilities, including the Department of Veterans Affairs (VA). Globally accessible health and 


business information enables effective patient‐centered, evidence‐based processes. 


MHS strives daily to simultaneously accomplish five interconnected goals:  


 A fit, healthy, and protected force  


 Reduced death, injuries, and diseases during military operations  


 Utmost satisfaction of beneficiaries  


 Creation of healthy communities  


 Effective management of healthcare costs  


To meet these goals, MHS uses its two‐fold "Total Customer Solution" strategy, addressing the 


needs of Commanders, Service Members, and beneficiaries.  


These groups are not mutually exclusive. Commanders and Service Members partner with DoD 


to achieve individual medical readiness and enhanced performance. They expect and deserve 


responsive, capable, coordinated medical services anywhere, anytime. No other health system 


in the world can provide what MHS delivers. In a rapidly changing national security 


environment, MHS excels at developing and deploying innovative products and services that 


meet mission requirements.  


MHS beneficiaries desire health services that are convenient and tailored to individual 


health/medical needs. By seamlessly providing superb, evidence‐based care across a health 


system of military providers and strategic partners, MHS provides beneficiaries with a strong 


partnership resulting in behavioral changes that promote health and conserve resources. The 


key success factor is MHS’s ability to do the simple things well every time. Stated simply, if MHS 


beneficiaries are delighted each time they “touch” the system, they will be more likely to help 


MHS in managing their health over the long term.  
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Severely injured Service Members often require prolonged treatment, time to heal, and 


rehabilitative care before a decision can be made about their medical ability to remain on 


active duty. MHS is meeting this challenge by improving the coordination of healthcare for 


Service Members and Veterans. MHS is dedicated to ensuring that Service Members are 


provided outstanding clinical care and streamlined administrative processes to return them to 


duty status or transition them from MHS care to the VA healthcare system in an effective and 


timely manner.  


To ensure a seamless transition of health services from one agency to another, MHS and the VA 


are implementing these critical elements: 


 Full understanding of medical care capabilities within both agencies by all medical 


providers involved 


 Clear communications of the transition plan between providers in each Agency and with 


the patient and patient's family 


 Timely transfer of all pertinent medical records before or at the time of transfer of the 


patient 


 Ongoing communication after the transfer of the patient between the medical providers 


in each Agency and with the patient and patient's family  


MHS continues to improve the transition of healthcare between the agencies by working in 


partnership with the VA to establish specialty centers of excellence such as vision, brain injury, 


trauma, and amputations. Centers dedicated to wounded warrior care include: 


 Walter Reed National Military Center Amputee Care Center and Gait Laboratory  


 Walter Reed National Military Medical Center’s Traumatic Stress and Brain Injury 


Program  


 Center for the Intrepid state‐of‐the‐art rehabilitation facility and Brooke Army Medical 


Center Burn Center at Ft. Sam Houston  


 Naval Medical Center San Diego Comprehensive Combat Casualty Care Center  


 The multi‐site DoD/VA Defense and Veterans Brain Injury Center for patient care, 


education, and clinical research  


MHS has made tremendous progress in rehabilitative care of the injured combatants. The 


medical personnel of the Combined Services are doing outstanding work to develop and 


implement the MHS rehabilitative programs necessary to return the severely injured Service 


Members to duty or to a productive civilian life. 


The 160,000 MHS medical personnel are committed to caring for all of MHS beneficiaries with a 


special focus on Wounded Warriors. As a result of many factors including extended combat, 


suicide rates and mental health diagnoses are the highest in history. To address these issues 


and solidify the commitment to high‐quality care, MHS has identified five MCOs: Physician, 


Nurse, Pharmacist, Licensed Clinical Social Worker, and Clinical Psychologist. Each of these 


occupations will be discussed in this report, with special emphasis on the MHS Human Capital 


Office’s initiatives to address recruitment, retention, and workforce planning. 
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Workforce Requirements Analysis 
Medical Officer, GS0602 


Figure B11‐2:GS‐0602 Medical Officer Requirements 


 


Data generated by OPM/EHRI CIVFORS Application: Population includes all appropriated funds. 


 


*DoD competency models are for those working in a joint, multi‐service environment. This 


model supplements the nationally‐accepted education, supervised (practice) internship, 


licensing, credentialing, and privileging models that are common within healthcare occupations. 


For each MCO, there is an established educational requirement (usually involving a graduate 


degree), state licensure, credentials, and the granting of professional privileges. Professional 


associations and national boards set the competencies associated with each occupation. 


Competencies are used to determine core and supplemental professional privileges for each 


occupation and specialty within that occupation. (*Applies to all medical MCOs.) 


2005 2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018


Fourth Estate 0 1 12 64 65 72 248 270 270 270 270 270 270 270


Navy 168 215 236 219 270 310 287 233 236 239 241 247 247 247


Army 771 798 811 986 1,201 1,374 1,522 1,522 1,522 1,522 1,522 1,522 1,522 1,522
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0


500


1,000


1,500


2,000


2,500


P
e
rs
o
n
n
e
l C
o
u
n
t


Fiscal Year







Fiscal Year 2010‐2018    DoD Strategic Workforce Plan 


6  Appendix B11: Medical Functional Community   


Current vs. Future Competencies 


Current Competencies Required  Future Competencies Required 


Accredited educational programs, licensure, 
and credentials are used for workforce 
planning, hiring, and compensation. The 
privileging process is used for granting 
permission and responsibility to 
independently provide specified medical 
care within the scope of the practitioner’s 
licensure, certification, or medical specialty. 
Federal Civilian Physicians are hired to 
provide a specific range of professional 
services within their specialty. To fulfill 
expectations for their levels of responsibility, 
they must have successfully completed 
appropriate residencies, board certification, 
and post‐doctoral fellowships required for 
their practices. These standards are set 
nationally and carefully monitored by 
national boards and the Joint Commission, 
which accredits healthcare organizations. 
Each medical treatment facility (MTF) is 
responsible for credentialing each physician 
falling under its supervision to ensure the 
physician is competent in the area(s) for 
which he/she is requesting credentials. 


Same as current competencies 
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Projected Gains Requirements/Net Change 


Figure B11‐3: GS‐0602 Series Gains, Losses, & Net Change 


 


Data generated by OPM/EHRI CIVFORS Application: Gains include all personnel gains to the MCO as an aggregate of all 
Component gains including new hires, transfers, and inactive status to active status. Losses include all personnel losses to the 
MCO as an aggregate of all Component losses including retirements, transfers, and active status to inactive status. 


 


MCO Analysis and Challenges 
Which factors impact your end‐strength targets? 


The Department has historically been unable to compete with the private sector for 


specialized medical providers. In the private sector medical specialties may command as 


much as $500,000 annually but limits on Federal pay and the cumbersome recruitment 


process often impact the Government’s ability to compete. Special Salary Rates (SSRs) 


provides some relief, although in areas where VA medical facilities are co‐located with DoD 


facilities; VA SSRs exceed those of DoD.  


With the current economic situation in the United States and the availability of qualified 


contract support, the Military Services are not faced with any unusual recruitment and 


retention problems within its Federal civilian physician workforce. There may at times be 


specific medical specialties, located in areas that are either scarce or priced out of the 


compensation range of the Federal government. In many of these cases, contractor or 


reserve personnel provide a vehicle for attracting the talent needed to supplement the 


active duty workforce. This solution is viewed as a short‐term situation that will change as 


2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018


Gains 243 267 451 497 485 610 325 328 338 342 351 351 351


Losses ‐166 ‐204 ‐229 ‐205 ‐268 ‐307 ‐350 ‐335 ‐336 ‐337 ‐339 ‐339 ‐339
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‐400


‐200


0


200


400


600


800


P
e
rs
o
n
n
e
l C
o
u
n
ts


Fiscal Year







Fiscal Year 2010‐2018    DoD Strategic Workforce Plan 


8  Appendix B11: Medical Functional Community   


the economy improves, older physicians retire, and compensation and competition for 


available resources increases.  


In all Military Services, active duty physicians are subject to deployment. When these 


physicians are deployed, contracted providers fill the gaps in services. With the recognized 


demand placed on uniformed medical personnel to be available for deployment—and the 


need to keep the Wounded Warrior Covenant of Care for the wounded, ill, and injured 


Service Members and their families—funding levels are sufficient to meet the needs of the 


Federal civilian workforce. DoD employs a wide range of flexibilities with reserve, Federal 


civilian, and contractor personnel to supplement the active duty personnel who are 


engaged in satisfying this commitment. For this reason, the Navy did not include any 


unconstrained workforce requirement.  


DoD employs various direct hire authorities to recruit physicians. Although the hiring 


process, through the point that job offers are made, is shortened by these authorities, the 


onboarding process is inefficient and lengthier than that used in the private sector. 


Physicians require credentialing, licensure, security clearances, and/or Public Trust 


investigations. These requirements can drastically lengthen the time before a physician is 


on duty. 


Please provide specific details on the degree of impact these factors might have, and how 


these factors affect your goals. 


Labor market: Within the Military Services, shortfalls in the physician market, especially 


primary care fields, makes hiring these providers extremely competitive.  


Compensation: Government physician pay is less than private sector pay and directly 


affects the ability to hire providers, especially subspecialists, across the Department. Delays 


in the hiring process prolong vacancies and often result in prospective employees who lose 


interest and choose to practice elsewhere. The average fill time currently exceeds the OPM 


goal of 80 days. In the Army, vacancies decrease MTF productivity, and thus burden the 


remaining active duty military staff, which adversely impacts job satisfaction and, 


ultimately, retention. Although verifying certification and conducting background 


investigations are necessary steps to ensure healthcare quality, these steps add another 


layer of delays to physician hiring.  


Retention: Fourteen percent of civilian physicians are currently eligible for retirement; in 


the Army and the Department of the Navy, there are 19% and 16% of retirement‐eligible 


employees, respectively. The present state of the economy has slowed retirements across 


the U.S. However, this will change as the economy strengthens. At that point, competition 


for available physicians will accelerate. Not being able to provide comparable compensation 


to DoD physicians is another factor in retention. DoD is implementing the PDPP that will 


allow for more competitive salary packages in the future. The intent is to align with other 


public sector Agencies and compete with the market. The 2009 turnover rate for physicians 


in DoD was 11.59% percent. This rate exceeded that of the Departments of Health and 


Human Services, Veterans Affairs, Transportation, and State. 
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Please elaborate on how these factors will impact specific mission objectives. 


It must be noted that the statutory requirement to terminate National Security Personnel 


System (NSPS) and the newly enacted Federal pay freeze are expected to compound the 


complexity of recruiting and retaining Federal civilian physicians. Federal physicians have 


virtually unlimited career opportunities beyond the Federal government medical 


community. Even small changes to the Federal personnel system could result in an 


undesired loss of very desperately needed medical talent. 


Civilian physicians are needed to balance the DoD workforce. Hiring shortfalls and 


persistent vacancies impair access and healthcare delivery and threaten the 


implementation of patient‐centered healthcare, as robust staffing models are essential to 


its success. As mentioned previously, unfilled positions ultimately overburden existing staff 


and affect job satisfaction and retention.  


Are you currently using a competency model for talent management/HR practices, e.g., 


hiring, employee development, workforce planning, etc? 


Physicians have a built‐in competency/proficiency level validation with the numerous pre‐


hiring requirements, Credentialing/Privileging, Joint Commission, Board Certification, 


Licensure, Residency completion, National Practitioner Data Bank, etc.  


Did you/your Component develop/modify the competency model or are you leveraging the 


efforts of others? 


N/A—see above. 


What is the scope of the competency model? 


Navy: National standards for licensure and board certification plus local privileging. 


Do the competencies reflect both current and future mission requirements? Yes/No 


Navy: Yes. 


If yes, please provide examples of competencies that are critical for future mission demands: 


Navy: Core privileges for physician providers are covered in Appendix E of BUMEDINST 


6320.66D, subj: Credentials Review and Privileging Program. 


What stages of the talent management process are the competencies used to support? 


Accredited educational programs, licensure plus credentials are used for workforce 


planning, hiring, and compensation. The privileging process is used for granting permission 


and responsibility to independently provide specified medical care within the scope of the 


practitioner’s licensure, certification, or medical specialty. 


Federal civilian physicians are hired to provide a specific range of professional service within 


their specialty and to assist in the Graduate Medical Education of junior military members. 


To fulfill expectations for that level of responsibility, they must have successfully completed 


all the appropriate residencies, board certification, and post‐doctoral fellowships required 







Fiscal Year 2010‐2018    DoD Strategic Workforce Plan 


10  Appendix B11: Medical Functional Community   


for practice. These standards are set nationally and carefully monitored by national boards 


and the Joint Commission, which accredits healthcare organizations. 


Please provide specific examples of how the use of competencies has supported and/or 


improved strategic planning and/or operations. 


Navy: Competencies are used as the basis for board certification and for the parenthetical 


titles used in classification. Compensation levels are then tied to specific tables and tiers 


based on specialty and scope of practice. 


Please provide any specific details on the critical gaps between current workforce 


competencies and current/future competency needs. 


Not applicable for the Federal civilian workforce. 


If No: 


Are you currently engaged in efforts to develop and/or implement a competency model? 


No. See responses below on credentialing and privileging of physicians.   


If so, please use the space below to provide 1) any additional detail on the project by phase 
to include methodology and technology used, and 2) the projected start date and end date 
for each phase: 


  Key Steps 


Phase  Not Yet Started 


Conducting 
Analysis and 
Research  Completed 


Identifying and defining 
competencies, tasks, 
proficiency levels, etc. 


N/A     


Validating competencies, 
tasks, etc. 


N/A     


Conducting workforce 
assessment 


N/A     


Conducting gap analysis   N/A     


Initiating implementation 
by incorporating into HR 
practices 


N/A     


Please provide any additional details regarding your competency model development.   


  N/A 


Are you partnering with other communities? If so, please describe. 


  No 
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Career Level Targeted: Entry Level 


When will the strategy be developed and implemented? 


The education, licensure, and boarding of physicians are established at the national level. 
Educational programs leading to doctoral level programs in allopathic or osteopathic 
medicine are established and regulated at the national level. Graduate medical education is 
required before a physician is eligible for independent practice. In addition, to practice 
within a specialty requires the physician to be accepted in and to have successfully 
completed an accredited medical residency program. On completion of the residency 
program, the physician is granted board eligibility and may attain board certification. 
Physicians with additional training may be granted further subspecialty certifications. 


The vast majority of physicians hired in Navy Medicine are board‐certified in the specialty 
for which they are hired and possess several years of independent practice in that specialty. 
Thus, they are considered fully qualified.  


In 2009, the Navy Bureau of Medicine and Surgery (BUMED) proposed that DoD establish a 
GY‐1 pay band that would allow for the hiring and training of medical residents. The 
proposal received the endorsement of the Navy, the three services and DoD Health Affairs 
(HA). Because of the potential termination of NSPS by Congress, DoD chose not to introduce 
the new pay band. Without the new pay band and the flexibilities for annual salary provided 
by the GY Pay Schedule, Navy Medicine activities could not pursue hiring medical residents 
because the Title 5 overtime provisions would cause a serious disparity in salaries with 
other medical organizations. As a result of this decision, Federal civilian physicians are hired 
as licensed independent providers and are expected to perform at the fully qualified level 
(see above). 


What type of strategy? e.g., hiring, training, etc. 


Compensation: Physician and Dental Pay Plan (PDPP) developed  


Hiring: Expedited and Direct Hiring Authorities through annual Defense Appropriations Acts, 
NDAAs and from OPM 


Summary of problem or gap to be addressed 


Recruitment, retention, and compensation 


Detailed narrative on strategy 


Continued use of 3R incentives, Physician Comparability Allowances, and other incentives 
will be used to attract candidates. Army Medical Command (MEDCOM) has a specific 
recruitment and retention cell dedicated to recruitment efforts (job fairs, national 
professional conventions, etc.). 


PDPP addresses discrepancies in compensation of GS and NSPS employees and provides a 
mechanism for regional assignment of appropriate salaries. PDPP will also allow a more 
competitive approach to compensation with both the public and private sectors. 
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Career Level Targeted: Entry Level 


Are you addressing this in the PPBE process? If so, please provide details by phase. If not, 
please identify what funding would be necessary to accomplish the strategy. 


Air Force: The primary funding for providers is accounted for in the Civilian Pay 
requirements in the budget cycle. Additional funds to bridge the GS and NSPS pay gap were 
submitted as a UFR (unfunded requirement) and funded by the Air Force Medical Service 
(AFMS). 


Legislative/ policy changes needed? 


   
 


Career Level Targeted: Mid Level 


When will the strategy be developed and implemented? 


Since Army, Navy, and Air Force civilian physicians are hired as licensed independent 
providers, they are expected to perform at the fully‐qualified level. Therefore, there is no 
mid‐level strategy for physicians. 


What type of strategy? e.g., hiring, training, etc. 


Army: Hiring 


Summary of problem or gap to be addressed 


Army: Continued use of 3R incentives; Physician Comparability and other incentives will be 
used to attract candidates. MEDCOM has a specific recruitment and retention cell dedicated 
to recruitment efforts (job fairs, national professional conventions, etc.) Continued efforts 
will be made for Physician/PDPP to address greater pay flexibilities. 


Detailed narrative on strategy 


   


Are you addressing this in the PPBE process?  


   


Legislative/ policy changes needed? 
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Career Level Targeted: Senior Level 


When will the strategy be developed and implemented? 


Navy: 2005: Centralized recruiting capability established 


2005 to 2007: Development of the YG NSPS Pay Schedule that reflects the $400K annual pay 
limitation available to the VA 


2010: Use of Intergovernmental Personnel Act agreements to employ highly specialized 
professors at state medical schools to work on as‐needed basis in their specialties 


2011: Introduction of DoD PDPP, which established $400K annual pay limitation for GS 
physicians and will be used as conversion system for NSPS physicians 


What type of strategy? e.g., hiring, training, etc. 


Navy: Recruiting and attracting: Centralized recruitment allows for targeted recruitment by 
specialty and simplified referral of candidate. 


(All) 


Hiring authorities: DHA is available for physicians. 


Compensation: Wide range of salary and incentives available, including Physician 
Comparability Allowances, premium pay plus recruitment, relocation, and retention 
incentives. PDPP is designed to provide compensation incentives. Use of advanced leave 
accrual credit is allowed since most are entering in mid‐career. 


Summary of problem or gap to be addressed 


Army: Continued use of 3R incentives, Physician Comparability Allowances, and other 
incentives will be used to attract candidates. MEDCOM has a specific recruitment and 
retention cell dedicated to recruitment efforts (job fairs, national professional conventions, 
etc.) Continued efforts for PDPP to address greater pay flexibilities. 


Navy: Title 5 annual pay limitation is 50% of that available to physicians employed by VA. 
NSPS YG NSPS Pay Schedule allowed for comparability in compensation with VA. Almost 
40% of the physicians in Navy Medicine, however, remain covered by the antiquated GS 
classification and pay system.  


DoD has approved the implementation of DoD PDPP scheduled for introduction in February 
2011. It is expected that this pay system will significantly improve the compensation 
flexibility available for GS physicians and will be used as an exit strategy for NSPS physicians. 


Detailed narrative on strategy 


DoD PDPP is approved for implementation on April 10, 2011. DoD CPMS and DoD Health 
Affairs have jointly established an implementation team. This will allow compensation that 
will align with other Federal agencies within the public sector and competition with salaries 
in the private sector. 


Are you addressing this in the PPBE process?  


Navy: Is being addressed at DoD Health Affairs level using tri‐service input. 
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Career Level Targeted: Senior Level 


Legislative/ policy changes needed? 


DoD NSPS Transition Office plans to issue guidance to place NSPS physicians under DoD 
PDPP during 2011; exact date and policy issuance is TBD. Close coordination between the 
Military Services, CPMS, the NSPS Transition Office, and the Department of Health Affairs is 
being maintained. In addition, close coordination is being maintained with Congressional 
staff to ensure that EHA for physicians continues through 2015. 


Critical to the recruitment of healthcare providers is the need to be in contact with them 
during a period of career change. Contact is especially critical for those voluntarily choosing 
to leave the Military Service—either through resignation or retirement. For those 
considering Federal civilian careers after retirement, two policies have proven critical during 
the past decade—no waiting period between retirement and appointment and no penalty 
or offset for their civil service earnings. These policies must be maintained to ensure a 
Federal career is considered a viable option. 


 


Army 0602 
Civilian % of 
Total Force 


Military % of 
Total Force 


Contracted Support % 
of Total Force 


Total Force 


FY 2009 


Baseline 
19%  67%  14%  =100% 


FY 2012  27%  59%  14%  =100% 


FY 2014  29%  57%  13%  =100% 


FY 2016 Desired 
End State 


31%  56%  13%  =100% 


FY 2017 Desired 
End State 


32%  55%  13%  =100% 


FY 2018 Desired 
End State 


  Unknown    =100% 


Please provide an overview of the methods used to determine workforce mix: 


Contractor data for FY 2009: Provided by Health Care Acquisition Activity/Army Contracting 
Business Intelligence System (HCAA/ACBIS) contracts written by HCAA. Not all inclusive, as not 
all contracts are accounted for by HCAA. Steady state FY 2012+ years 


Military data for FY 2009: Army Personnel Proponent Directorate (APPD), MEDCOM Inventory 
FY 2009; out years FY 2012‐FY 2018 based on MEDCOM authorizations. 


Civilian data for FY 2009: DCPDS Headquarters Army Civilian Personnel System (HQACPERS), 
MEDCOM end of month September 2009. FY 2012 plus years – CIVFORS projections. 
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Navy 0602 
Civilian % of 
Total Force 


Military % of 
Total Force 


Contracted Support 
% of Total Force 


Total Force 


FY 2009 


Baseline 
6%  83%  11%  =100% 


FY 2012  5%  83%  12%  =100% 


FY 2014  4%  87%  9%  =100% 


FY 2016‐2018 
Desired End State 


4%  87%  9%  =100% 


Please provide an overview of the methods used to determine workforce mix:   


Navy BUMED actively manages the Medical Corps, both active duty and reserves. Based on 
quality, cost, and access to healthcare standards, the Federal civilian and contractor workforce 
is then added. Factors that have played a significant role in forecasting the Total Force needs 
for physicians have been overseas deployments, Reserve Force individual augmentees, military‐
to‐civilian conversion and its reversal, evolution of patient needs, medical specialties and 
treatment regiments and, to a limited extent, improvements in the civilian recruiting and 
compensation flexibilities. In addition, through some creative work in the area of contracting 
for healthcare providers, a wide array of new contracting options is now available. 


In March 2010, Navy Medicine held its first civilian recruitment workshop, which brought 
together DoD and DON experts involved in hiring both Federal civilians and contractor 
personnel. From this conference came a much‐improved understanding of the tools and 
flexibilities available to “keep the health provider positions filled at all times.”  


Efforts are well underway, in partnership with The Johns Hopkins Applied Physics Lab, to 
develop a Total Force forecasting model. The model is in “test mode” for uniform 
billets/positions, and the testing should be complete by early FY 2011. Once it has been used to 
forecast and model the active and reserve component, the model will be expanded to cover 
Federal civilians and then possibly contractor support. 


It is also critical to understand that percentages within the Total Force will fluctuate based on 
workload, cost, and access to care standards. Providers’ clinic time is being carefully managed 
to improve access to healthcare and quality. Cost and access to healthcare standards are also 
being carefully monitored to re‐capture costs paid to the private sector through the use of the 
TRICARE network. 
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Air Force 0602 
Civilian % of 
Total Force 


Military % of 
Total Force 


Contracted Support 
% of Total Force 


Total Force 


FY 2009 


Baseline 
2.7%  92%  5.3%  =100% 


FY 2012  3.1%  91.7%  5.2%  =100% 


FY 2014  3.1%  91.7%  5.2%  =100% 


FY 2016‐2018 
Desired End State 


3.1%  91.7%  5.2%  =100% 


Please provide an overview of the methods used to determine workforce mix: 


FY 2009 baseline obtained from FY 2010 program. FY 2012/FY 2014/FY 2016 based on 
programmed requirements/mix in FY 2012‐FY 2016 POM. As certain platforms 
downsized/changed, others expanded, (clinical currency platforms such as Eglin, Langley, and 
Nellis). During the programming phase, the needs of those specific facilities were targeted more 
so than an overall workforce mix strategy. 


 


Figure B11‐4: 0602 Series Turnover (Historical/Predicted) 


 


Data generated by OPM/EHRI CIVFORS Application: Turnover percent is calculated by summing all losses from MCO and 
Component divided by the average strength at the beginning and end of the FY. 


 


2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018


Air Force 10.3% 17.8% 31.8% 10.5% 18.9% 18.6% 17.9% 20.5% 18.6% 17.2% 13.8% 13.3% 13.3%


Army 17.2% 20.0% 14.6% 14.4% 15.9% 15.6% 15.1% 15.3% 15.5% 15.7% 16.0% 16.0% 16.0%


Navy 14.1% 15.1% 31.2% 11.9% 13.1% 14.1% 23.8% 17.1% 17.3% 16.3% 16.4% 16.2% 16.2%


Fourth Estate 0.0% 0.0% 15.8% 14.0% 8.1% 11.9% 14.7% 14.1% 14.1% 14.1% 14.1% 14.1% 14.1%


Total 16.3% 18.8% 18.6% 13.8% 15.3% 15.2% 16.2% 15.6% 15.7% 15.7% 15.7% 15.7% 15.7%
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Figure B11‐5: Years to Retirement Eligibility/Forecast Retirements (All 0602) 


 


Data generated by OPM/EHRI CIVFORS Application: Note that “Forecasted Retirements” are forecasted against projected future 
strength forecasts, while other categories of Retirement Eligibility reflect the workforce as of 30 Sep2010. 


 


MCO Strategies 


Strategy # 1  Direct Hiring Authority (DHA) for Medical Specialties 


Constraint Addressed  Recruiting 


Target Audience  All MCOs in all Components 


Implementation Timeline  Ongoing since 2003 


Strategy Details & Impact 
 


This authority was established by OPM as a targeted recruitment 
tool to improve Federal government access to talented and 
critically needed medical skill sets. Currently Military Health 
System (MHS) has DHA for nurses, pharmacists, and physicians, 
which is permanent. MHS also has DHA via the Appropriations 
Act. The CHCO is working with OPM to add Series 180 and 185 to 
the Federal‐wide permanent DHA authority. 


Legislative Changes  The DHA in the Appropriations Act expires at the end of 2011 
and will not be renewed. 


Funding Required  N/A 


Metrics to Assess Progress  Number of annual hires using DHA 


 


Forecasted 
Retirements 
(0‐5 years)


Current‐5 6‐10 11‐15 16‐20 >20


Fourth Estate 23 9 0 2 7 2


Navy 49 109 53 54 60 42


Army 150 401 210 222 326 205


Air Force 14 42 12 14 24 10


Cumulative 31.1% 46.3% 62.5% 85.6% 100.0%


Percentage 11.0% 31.1% 15.2% 16.2% 23.1% 14.4%
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Strategy # 2  New Expedited Hire Authority (EHA) Legislation 


Constraint Addressed  Recruiting 


Target Audience  All Components 


Implementation Timeline  Targeting legislation for inclusion in the NDAA 2012 


Strategy Details & Impact 
  


Background: Since 2002, the Department has received a DHA 
annually through Defense Appropriations Acts for critical 
shortage healthcare occupations. Section 8074 of Public Law 
112‐10 for FY 2011 authorized DHA for 24 healthcare 
occupations. This authority is scheduled to terminate on 
September 30, 2011. (If there is a continuing resolution at the 
end of the fiscal year, the authority typically continues unless 
specified otherwise.) DoD understands that this DHA will not be 
authorized beyond FY 2011.  


The NDAA 2009, amended by NDAA 2010, authorized an EHA 
that covers various healthcare occupations, with an expiration 
date of December 2015. The services have not yet used this 
authority, since the current DHA remains a viable option through 
September 30, 2011. DHA provides a streamlined recruitment 
process and authorizes hiring without certain competitive 
procedural requirements. These procedural requirements are 
applicable to EHA, making its use more burdensome, lengthy, 
and resource intensive. 


In February 2011, OPM offered to help rewrite the EHA 
legislation (revision would amend 10 U.S.C. §1599c) to make it 
align more closely to the current DHA. This proposal would 
further refine the existing EHA by aligning it to other DHAs and 
EHAs currently in use by the Department. The revised legislation 
should provide for a more streamlined recruitment process, 
mirroring a typical DHA. Additionally, the proposed authority 
would remove a termination date so that it could become 
permanent. The legislation has been submitted as a proposal for 
NDAA 2012 and is currently undergoing the review and approval 
process. 


Legislative Changes  The CHCO is currently reviewing the proposed legislation and 
vetting it with the Services. It will be returned to OPM after 
review by the Services for submission in the legislative process. 


Funding Required  Funding is at the discretion of the Components. 


Metrics to Assess Progress  Number of annual hires using EHA 
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Strategy # 3  Civilian Scholarship Program for Medical Specialties 


Constraint Addressed  Recruiting 


Target Audience  Potential recruits of varying medical occupations 


Implementation Timeline  2013: Was awaiting Senate review for NDAA 2011, but with 
shortened version of NDAA 2011, it was not included. 


Strategy Details 
 and Impact 


NDAA 2008, Section 1117, requires the SECDEF to report to 
Congress on the feasibility of establishing a scholarship program 
for civilian mental health professionals and to determine 
whether any existing DoD scholarship program could be used to 
meet this need. Given the Congressional mandate and the need 
to formalize succession planning, Office of the Deputy 
Undersecretary of Defense for Civilian Personnel Policy 
(ODUSD[CPP]) and CHCO worked jointly to draft legislation for 
2011 to authorize the SECDEF to provide scholarships for civilians 
pursuing mental health occupations. It is modeled after the 
existing military HPSP. 


Legislative Changes  The ODUSD (CPP), in coordination with CHCO, drafted legislation 
to expand the existing military HPSP to DoD civilians. The 
legislation will be resubmitted in FY 2012. The legislation will: 


 Provide the SECDEF authority to identify the Health 
Professional occupations that will be supported by the 
Health Professions Financial Assistance Program for Civilians.


 Provide funded education at either the medical school or 
graduate school level through graduation and subsequent 
licensure. For each year of education, the employee will owe 
a year of DoD service. 


 Provide a monthly stipend. 


Provide mentorships and clinical experience at MTFs. 


Funding Required  Funding is at the discretion of the Components. 


Metrics to Assess Progress  Number of entries into the MHS Civilian workforce via this 
scholarship program 
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Strategy # 4  Student Loan Repayment 


Constraint Addressed  Recruiting and Retention 


Target Audience  All Components: entry, mid‐level, and senior levels 


Implementation Timeline  Ongoing  


Strategy Details & Impact 
 


To facilitate recruiting and retention, MHS decided to 
aggressively use the OPM student loan repayment program 
authorized under Title 5. 


Legislative Changes  N/A 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  Loss rates of those whose loans were paid 
 


Strategy # 6  Job Seeker’s Toolkit 


Constraint Addressed  Recruiting 


Target Audience  Potential recruits assessing future career goals 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
  


The Human Capital Office for the MHS developed a Job Seeker’s 
Toolkit. This toolkit is designed to allow a potential recruit to 
closely examine 27 of the “harder to fill” medical occupations 
and includes job vignettes of the occupation in action. This 
toolkit is posted on the MHS Human Capital website. 


Legislative Changes  None required 


Funding Required  None 


Metrics to Assess Progress  TBD 
 


Strategy # 7  Social Media Information Guide 


Constraint Addressed  Recruiting and retention 


Target Audience  All medical specialties 


Implementation Timeline  Ongoing  


Strategy Details & Impact 
  


The MHS Human Capital Office authored a social media toolkit 
featuring the most recent social media tools. This toolkit was 
sent out to all Service recruiters to educate them on the 
different social media available to them to reach out to any 
interested recruit. 


Legislative Changes  None 


Funding Required  None 


Metrics to Assess Progress  TBD 
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Strategy #8  Healthcare Recruiting Assistance 


Constraint Addressed  Recruiting 


Target Audience  All Components, all medical specialties 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
  


The MHS has developed a variety of marketing tools advertising 
a phone number that is monitored to answer questions from 
potential recruits and to accept resumes. MHS has also 
developed a process to disseminate these resumes throughout 
the Services for interest. MHS will continue to develop resources 
for the applicants. 


Legislative Changes  None 


Funding Required  None 


Metrics to Assess Progress  TBD 
 


Strategy #9  Leadership Involvement 


Constraint Addressed  Group to deal with high‐level strategic issues 


Target Audience  All Components 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


Because many of the human capital issues are high level and 
strategic in nature, the CHCO chartered a Stakeholders’ group, 
made up of General Officers and Senior Executives from the 
Services. The quarterly meetings can be held in person or by 
phone to deal with these issues. Among the issues discussed are 
data collections and recruiting and retention issues from the 
Services. There is also a Health Care Service Corporation (HCSC) 
consisting of O‐6 level representatives from the Services, 
Uniformed Service University of the Health Sciences (USUHS), 
TRICARE Management Activity (TMA), CPP, and Joint Task Force 
National Capital Region Medical (JTF Cap Med). Both forums 
allow for feedback and information sharing. Under the auspices 
of the HCSC, a Recruiting and Retention working group was 
chartered to brainstorm and work issues across the Services. 


Legislative Changes  N/A 


Funding Required  N/A 


Metrics to Assess Progress  Results of initiatives undertaken by group 
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Strategy #10  Oversight of JTF Cap Med 


Constraint Addressed  Recruiting and retention 


Target Audience  Civilians all levels, all Components 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


With the stand up of the JTF Cap Med and as a result of 
membership on the CHRC, the Department ensures civilian 
processes are standardized, staffing throughout the JTF is equal 
to mission requirements, and issues are addressed. 


Legislative Changes  N/A for Human Capital Office 


Funding Required  N/A for Human Capital Office 


Metrics to Assess Progress  TBD 
 


Strategy #11  Strategic Plan Refresh 


Constraint Addressed  Work and strategic forecasting 


Target Audience  All components across the MHS 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


Before CHCO was stood up in July 2008, a strategic plan was 
developed with five goals and 26 objectives spanning five years. 
In 2010, the plan was refreshed with a more realistic view on the 
office and its capabilities. The goals decreased to three, with 13 
objectives based on the Human Capital Lifecycle of planning, 
recruiting, educating, developing, retaining, and transitioning. 
This plan is refreshed by the staff every year and designed to 
address specific needs of the MHS from a recruiting, retention, 
education, and staffing aspect. This living document is refreshed 
to keep human capital on the forefront of the mission. 


Legislative Changes  N/A 


Funding Required  N/A 


Metrics to Assess Progress  Each year, the staff lists accomplishments that are tied to the 
goals and objectives. 
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Strategy #12  Workforce Analysis 


Constraint Addressed  Workforce demographics 


Target Audience  All Components. Likely beneficiaries of the reports/data 
generated include senior level employees in Health Affairs, Joint 
Services staff, and even Congress and the media. 


Implementation Timeline  Ongoing 


Strategy Details 
 and Impact 


Focus on the ability to collect data for shaping human capital 
programs for the civilian workforce. As a result of the emphasis 
in this area, in the fall of 2010, the MHS Human Capital Office 
developed and implemented a plan to maintain oversight of the 
success of the office by examining and analyzing data. Specific 
data analyzed included military and civilian demographics, 
number of Veterans hired, turnover rates, number of staff in 
healthcare occupations, position titles in use, composition of the 
healthcare community, fill‐time data, mental health staffing 
numbers, etc. A variety of data is analyzed monthly to ensure 
goals are met and to assess and respond to gaps.  


As FCM for the medical community, it is important to identify 
and collect human capital information and provide input to 
leadership (through various forums). This data is needed to 
facilitate accurate decisions on workforce shaping and alignment 
activities. Data analysis efforts will also facilitate numerous 
ongoing efforts including: civilian recruitment and retention 
initiatives; the ability to provide responses to inquiries 
concerning delivery of mental health services; and the ability to 
communicate human capital guidelines, policy requirements, and 
the development of metrics to track programs. The Department 
will aggressively collaborate with the Components on data 
requests and ensure participation by all stakeholders. 


Legislative Changes  No legislative changes required 


Funding Required  N/A 


Metrics to Assess Progress  N/A 
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Strategy #13  Physician and Dentist Pay Plan (PDPP) 


Constraint Addressed  Compensation and Recruitment 


Target Audience  All Components 


Implementation Timeline  Ongoing 


Strategy Details 
 and Impact 


Provide policy oversight and implementation of the PDPP in the 
Department. This policy was established by DoD Instruction 
1400.25, Volume 543, Civilian Personnel Management System, 
dated August 18, 2010. The PDPP is a hybrid Title 38 authority. 
The base pay component of the PDPP is based on provisions in 
Title 5, U.S.C., while the market pay component is based on 
provisions of Title 38, U.S.C. This hybrid approach provides the 
structure to establish a compensation system that is market 
sensitive. The PDPP was originally intended as a temporary 
alternative pay system for GS physicians and dentists until full 
conversion to NSPS could be completed. However, with the 
repeal of NSPS, the PDPP will be the pay system for eligible GS 
and, eventually, NSPS physicians and dentists.  


Newly hired physicians and dentists will be offered a salary that 
addresses the unique qualifications and skills of the employee, is 
competitive with the market, and is appropriately adjusted to 
meet budget goals and internal equity. The overarching 
compensation philosophy is to set pay according to defined 
market targets. The Health Professions Civilian Compensation 
Standing Committee (HPCCSC) was formed to make 
recommendations for the oversight and implementation of 
compensation levels and develop implementing guidelines. The 
CHCO serves as the co‐chair of this committee.  


PDPP will enhance the Department’s ability to effectively recruit 
and retain the medical talent needed to care for the military 
members and their families. 


Legislative Changes  No legislative changes required 


Funding Required  Funded by the Services 


Metrics to Assess Progress   
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Strategy #14  Standardized Titling Project 


Constraint Addressed  Workforce Demographics:  OSD (HA) is responsible for overall 
human resource policy for DoD’s healthcare workforce. As a 
result of intense scrutiny by leadership and the media, as well as 
numerous congressional inquiries, the CHCO decided to explore 
standardizing basic and parenthetical titles throughout DoD for 
those delivering mental healthcare within the Department. It 
was determined that standardization would help manage the 
recruitment, use, and training of employees in these occupations 
as well as facilitate data analysis. Currently, DCPDS titling edits 
do not provide the ability to identify such positions (e.g., there 
are many variances of basic titles and parenthetical titles for 
mental healthcare positions among the Components).  


For the initial standard application, four occupations were 
identified that provide direct care services for mental health 
patients within DoD: Psychologist (0180), Social Worker (0185), 
Psychiatrist (0602), and Mental Health Nurse (0610). In 
cooperation with the CPMS Field Advisory Services (FAS) 
(Classification), parenthetical titles were developed to include 
spelling, capitalization, and abbreviations, as well as a short 
definition of each title.  


This initiative was vetted with members of the Human Capital 
Steering Committee, comprised of representatives from all 
Services, joint staff, Public Health Service (PHS), Uniformed 
Services University of the Health Sciences (USUHS), et al., as well 
as with the Corps Chiefs of the respective Services. These titles 
and the parenthetical definitions were also staffed with the 
Services Medical Commands and CPMS. Work is ongoing to 
create standard titling conventions in DCPDS for each healthcare 
occupation by using a drop‐down menu.  


Future plans now include standardizing all healthcare occupation 
titles, and policy guidance will be issued to mandate exclusive 
use of standardized parentheticals across DoD. The Department 
is currently working on Physician and Dentist titles and will next 
work on titles for Pharmacists and Nurses. 


Target Audience  Component HR and manpower staff. Likely beneficiaries of the 
reports/data generated as a result of this standardization project 
include senior‐level employees in Health Affairs, Joint Services 
staff, and even Congress and the media. 


Implementation Timeline  Project standardization of all healthcare occupation titles (more 
than 40 occupations) will occur in phases over the next two 
years. 
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Strategy #14  Standardized Titling Project 


Strategy Details & Impact 
 


As FCM for the medical community, a better method for 
determining and analyzing numbers in the community will result 
from this strategy. Standardization of titles will facilitate 
numerous ongoing efforts including: reporting and data analysis, 
civilian recruitment and retention incentives, identification of 
skills usage, and ability to provide responses to inquiries 
concerning delivery of mental health services. 


Legislative Changes  No legislative changes are required. 


Funding Required  No costs are involved. 


Metrics to Assess Progress  TBD 
 


Strategy #15  Civilian Healthcare Occupations Sustainment Plan (CHOSP) – 
DoD Agency Qualifications Standards 


Constraint Addressed  The OPM qualifications standards for the 30 healthcare 
occupations covered by the Civilian Healthcare Occupations 
Sustainment Project (C‐HOSP) are generally outdated and do not 
address state‐of‐the‐art technology. 


Target Audience   


Implementation Timeline  October 2011 


Strategy Details & Impact 
 


In the interest of the need for sound HR management to meet 
the Department’s medical mission, DoD qualification standards 
for the 30 occupations were established. These standards are 
predictive of successful recruitment to meet management 
objectives. These standards will be applied uniformly for like 
positions throughout DoD. 


The application of qualification standards in DoD is an integral 
part of the MTF’s overall HR program. In that context, it includes 
applying those related policies and procedures in the applicable 
portions of the CFR. 


Legislative Changes  Authority delegated to DoD by NDAA 2008 amended Title 10, 
Section 1599c 


Funding Required  None 


Metrics to Assess Progress  Implementation simultaneously throughout DoD 
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Strategy #16  Joint Medical Executive Skills Institute 


Constraint Addressed  Leadership skills, retention, and succession planning 


Target Audience  All Components, GS 15 and O‐5 and O‐6 levels 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


The Joint Medical Executive Skills Institute (JMESI) has 
established the Joint Medical Executive Skills Oversight 
Committee and the CHCO has been recommended to be the 
chair. The members will meet to discuss the Joint Medical 
Executive Skills Program (JMESP) successes, issues, and problems 
as presented by the JMESI, to establish consensus when needed, 
and to carry out initiatives as appropriate. They will also meet to 
request research, information, and subject matter expertise for 
matters requiring decisions and consensus from the JMESI. 
Members include: Deputy Surgeons General of the Military 
Services; Commanding General, Army Medical Department 
Center and School (AMEDDC&S); USUHS MEDXellence course 
representative; Executive Director, JMESI; and Deputy Director, 
TMA. 


Legislative Changes  Policy document (DoDD # 6000.15) in coordination 


Funding Required  N/A 


Metrics to Assess Progress  TBD 
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 Workforce Requirements Analysis 
Pharmacist, GS 0660 


Figure B11‐6: GS‐0660 Pharmacist Requirements 


 


Data generated by OPM/EHRI CIVFORS Application: Population includes all appropriated funds. 


 


2005 2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018


Fourth Estate 1 2 7 8 10 15 111 112 112 112 112 111 111 111


Navy 116 129 154 167 179 193 183 148 138 132 138 143 143 143


Army 449 464 474 496 584 627 666 666 666 666 666 666 666 666


Air Force 23 18 27 26 32 36 39 48 54 56 56 62 62 62


Target 906 1,002 983 983 983 983 983 983 983
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Current vs. Future Competencies 


Current Competencies Required  Future Competencies 
Required 


 Pharm.D. or B.S. graduates of an accredited program by 
the Accreditation Council for Pharmacy Education 
(ACPE), pharmacy college, or have a Foreign Pharmacy 
Graduate Examination Committee (FPGEC) certificate 
and are actively licensed in one of the 50 states, District 
of Columbia, or Puerto Rico 


 Ability to apply pathophysiology, pharmacotherapeutic, 
pharmacokinetic, and pharmacodynamic knowledge 
within the framework of institutional patient care and 
pharmacy policies and procedures 


 Knowledge of drug and prescription order principles; 
ability to consult with medical and administrative 
professionals on medication therapy; and interpret and 
evaluate need for relevant laboratory tests  


 Ability to assess  diseases and allergies, educate and 
counsel patients about taking medications and 
associated side effects, assessing  levels of 
understanding and addressing barriers to learning  


 Knowledge of and ability to apply the principles of a 
sound medication management system (i.e., planning, 
selection and procurement, storage, ordering and 
transcribing, preparing and dispensing, and 
administering and monitoring) 


 Knowledge of and ability to apply professional standards 
from applicable Federal, state, Service‐specific, and 
accreditation (e.g., The Joint Commission, Accreditation 
Association for Ambulatory Health Care [AAAHC]) laws, 
regulations, and standards to the work site 


 Ability to apply technology tools throughout the 
medication management system to enhance 
performance and medication safety (e.g., computers, 
automated dispensing storage cabinets and dispensing 
robots, bedsides, bar‐coded medication administration) 


 Ability to apply teamwork principals with medical staff 
to ensure the right medications get to the right patients 


 Knowledge of research design and ability to interpret, 
communicate, and apply drug literature research to 
practice 


 Understanding of how pharmacy therapeutic 
committees work and how they fit into the organization 


 Knowledge of and ability to apply Federal, state, and 
regulatory procedures regarding investigational drugs 


Same as current 
competencies 
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Projected Gains Requirements/Net Change 


Figure B11‐7: GS‐0660 Series Gains, Losses, & Net Change 


 


Data generated by OPM/EHRI CIVFORS Application: Gains include all personnel gains to the MCO as an aggregate of all 
Component gains, including new‐hires, transfers, and inactive status to active status. Losses include all personnel losses to the 
MCO as an aggregate of all Component losses, including retirements, transfers, and active status to inactive status.  


 


MCO Analysis and Challenges 
Which factors impact your end‐strength targets?    


According to the Army, labor market and compensation are factors that impact the end 


strength. There are still areas in the country with a pharmacist shortage, making it difficult 


for MEDCOM to fill vacancies.  


From a Navy perspective, there is a recognized demand for uniformed medical personnel to 


be available for deployment and the need to keep the Wounded Warrior covenant of care 


to the wounded, ill, and injured Service Members. Funding levels are sufficient to meet the 


needs for the Federal civilian workforce. Navy Medicine employs a wide range of flexibilities 


with reserve, Federal civilian, and contractor personnel to satisfy its commitments.  


With the current economic situation in the United States, Navy Medicine is not faced with 


any unusual recruitment and retention problems within its pharmacy workforce. There may, 


at times, be shortages in qualified pharmacists in specific locations throughout the country. 


In most cases, the compensation packages needed to recruit and retain pharmacists require 


continuous monitoring and adjustment of SSRs, which are relatively easy to obtain using the 


OPM‐delegated authority to establish SSRs on current pay schedules established by the VA. 


2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018


Gains 117 141 143 182 175 276 122 123 128 132 128 128 128


Losses ‐93 ‐93 ‐110 ‐76 ‐112 ‐131 ‐150 ‐131 ‐132 ‐125 ‐120 ‐120 ‐120


Net Change 24 48 33 106 63 145 ‐28 ‐8 ‐4 7 8 8 8
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In very rare cases, contractor or reserve personnel provide a vehicle for attracting scarce 


talent needed to fill open positions. 


For the Air Force, the overall sluggishness of the GS Personnel hiring process is a factor in 


end strength. The single biggest challenge in hiring for civilian pharmacist positions is 


inadequate compensation relative to the open market. The current grade structure and 


resulting DoD salaries hinder the ability to compete in many markets for pharmacist talent. 


Please provide specific details on how these factors affect your goals. 


For the Navy, in the early years of this decade, an agreement was reached within 


accrediting bodies and schools of pharmacy that the Doctor of Pharmacy would become the 


national norm. This required a transition period that resulted in a limitation in the number 


of pharmacy students who graduated. That transition period is now completed. Changes in 


healthcare legislation and coverage, along with the profitability of pharmacy services and 


sales, have significantly expanded the demand for pharmacists nationwide. This 


dramatically escalated the compensation requirement of pharmacists and in 2005‐2006 


resulted in a large number of Federal civilian pharmacy positions remaining unfilled. Also, 


Navy Medicine activities faced the additional problem of staff pharmacists leaving Federal 


service to move to the private sector with significant salary increases. With the help of the 


Wage and Salary experts at DoD CPMS, SSRs using the OPM‐delegated authority 


establishing current pay schedules that are established by the VA has made Federal Pay 


scales competitive with local private sector compensation packages. 


For the Air Force, the overall potential magnitude of impact is likely relatively small and will 


vary depending on the location; market conditions influence the degree of local impact. 


Please elaborate on how these factors will impact specific mission objectives. 


From the Navy’s perspective, if the SSRs are not continuously monitored and adjusted 


based on the pay ranges used by the VA and the local market, Navy Medicine activities can 


expect turnover rates that could easily reach the range of 50 to 60 percent annually. In 


addition, recruiting high‐quality Federal civilian pharmacists will no longer be possible, and 


higher costs will result from the hiring of contractor pharmacists.  


With the recent enactment of a Federal‐wide pay freeze, including a moratorium on Special 


Salary Rate adjustments, this could have a disastrous effect on Navy Medicine’s ability to 


attract and retain pharmacists. Even a moderate increase in pharmacist compensation ($8K 


to $10K), offered by either the VA or private pharmacies, could result in a mass exodus of 


talent. The newly‐enacted pay freeze would further compound the problem, with any new 


applicant fearing that Federal pay could remain frozen for more than two years or possibly 


could even be reduced. 
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Figure B11‐8: 0660 Series Turnover (Historical/Predicted) 


 


Data generated by OPM/EHRI CIVFORS Application: Turnover percent is calculated by summing all losses from MCO and 
Component divided by the average strength at the beginning and end of the FY. 
 


Figure B11‐9: Years to Retirement Eligibility/Forecast Retirements (All 0660) 


 


Data generated by OPM/EHRI CIVFORS Application: Note that “Forecasted Retirements” are forecasted against projected future 
strength forecasts, while other categories of Retirement Eligibility reflect the workforce as of 30 Sep 2010. 


1 2 3 4 5 6 7 8 9 10 11 12 13


Air Force 29.3% 22.2% 34.0% 13.8% 11.8% 16.0% 18.4% 11.8% 7.3% 8.9% 8.5% 8.1% 8.1%


Army 14.0% 15.6% 15.7% 10.0% 14.2% 14.3% 13.9% 13.9% 13.9% 13.9% 13.9% 13.9% 13.9%


Navy 18.8% 10.6% 15.0% 9.2% 10.8% 11.2% 21.8% 13.3% 16.3% 10.4% 6.4% 6.3% 6.3%


Fourth Estate 0.0% 0.0% 13.3% 22.2% 12.8% 15.4% 9.7% 9.6% 9.6% 9.6% 9.7% 9.7% 9.7%


Total 15.5% 14.6% 16.2% 10.1% 13.3% 14.1% 15.2% 13.4% 13.6% 12.9% 12.2% 12.2% 12.2%
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MCO Strategies 


Strategy # 1  Direct Hiring Authority (DHA) for Medical Specialties 


Constraint Addressed  Recruiting 


Target Audience  All MCOs in all Components 


Implementation Timeline  Ongoing since 2003 


Strategy Details & Impact 
 


This authority was established by OPM as a targeted recruitment 
tool to improve Federal Government access to talented and 
critically needed medical skill sets. Currently MHS has permanent 
DHA for nurses, pharmacists, and physicians. MHS also has DHA 
via the Appropriations Act. CHCO is working with OPM to add 
Series 180 and 185 to the Federal‐wide permanent DHA 
authority. 


Legislative Changes  The DHA in the Appropriations Act will expire at the end of 2011 
and will not be renewed. 


Funding Required  N/A 


Metrics to Assess Progress  Number of annual hires using DHA 
 


Strategy # 2  Workforce Analysis 


Constraint Addressed  Workforce Demographics 


Target Audience  All Components. Likely beneficiaries of the reports/data 
generated include senior‐level employees in Health Affairs, Joint 
Services staff, and Congress and the media. 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


Focus on the ability to collect data for shaping human capital 
programs for the civilian workforce. As a result of the emphasis 
in this area, in the fall of 2010, the MHS Human Capital Office 
developed and implemented a plan to maintain oversight of the 
success of the office by examining and analyzing data. Specific 
data analyzed included: military and civilian demographics, 
number of Veterans hired, turnover rates, number of staff in 
healthcare occupations, position titles in use, composition of the 
healthcare community, fill‐time data, mental health staffing 
numbers, etc. A variety of data is analyzed monthly to ensure 
goals are met and to assess and respond to gaps.  


As FCM for the medical community, it is important to identify 
and collect human capital information and provide input to 
leadership (through various forums). This data is needed to 
facilitate accurate decisions on workforce shaping and alignment 
activities. Data analysis efforts will also facilitate numerous 
ongoing efforts including: civilian recruitment and retention 
initiatives; the ability to provide responses to inquiries 
concerning delivery of mental health services; and the ability to 
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Strategy # 2  Workforce Analysis 


communicate human capital guidelines, policy requirements, and 
the development of metrics to track programs. The Department 
will aggressively collaborate with the Components on data 
requests and ensure participation by all stakeholders. 


Legislative Changes  No legislative changes required 


Funding Required  N/A 


Metrics to Assess Progress  N/A 
 


Strategy # 3  Physician and Dentist Pay Plan (PDPP) 


Constraint Addressed  Compensation and Recruitment 


Target Audience  All Components 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


Provide policy oversight and implementation of the PDPP in the 
Department. This policy was established by DoD Instruction 
1400.25, Volume 543, Civilian Personnel Management System, 
dated August 18, 2010. The PDPP is a hybrid Title 38 authority. 
The base pay component of the PDPP is based on provisions in 
title 5, U.S.C., while the market pay component is based on 
provisions of Title 38, U.S.C. This hybrid approach provides the 
structure to establish a compensation system that is market 
sensitive. The PDPP was originally intended as a temporary 
alternative pay system for GS physicians and dentists until full 
conversion to NSPS could be completed. However, with the 
repeal of NSPS, the PDPP will be the pay system for eligible GS 
and, eventually, NSPS physicians and dentists.  


Newly hired physicians and dentists will be offered a salary that 
addresses the unique qualifications and skills of the employee, is 
competitive with the market, and is appropriately adjusted to 
meet budget goals and internal equity. The overarching 
compensation philosophy is to set pay according to defined 
market targets. The Health Professions Civilian Compensation 
Standing Committee (HPCCSC) was formed to make 
recommendations for the oversight and implementation of 
compensation levels and develop implementing guidelines. The 
CHCO serves as the co‐chair of this committee.  


PDPP will enhance the Department’s ability to effectively recruit 
and retain the medical talent needed to care for the military 
members and their families. 


Legislative Changes  No legislative changes required 


Funding Required  Funded by the Services 


Metrics to Assess Progress   
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Strategy # 4  Student Loan Repayment 


Constraint Addressed  Recruiting and Retention 


Target Audience  All Components: entry, mid‐level, and senior levels 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


To facilitate recruiting and retention, the Department decided to 
aggressively use the OPM student loan repayment program 
authorized under Title 5 


Legislative Changes  N/A 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  Loss rates of those whose loans were paid 
 


Strategy # 5  Strategic Diversity Initiative 


Constraint Addressed  Recruiting and Retention 


Target Audience  All levels of all Components 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
  


A diverse workforce is very important to the vitality and to 
building the bench within the MHS. The MHS Human Capital 
Office has collected demographics of all Components, active duty 
and civilian, to assess the diversity across the spectrum. One of 
the initiatives is the increasing number of females applying to 
and graduating from medical schools. MHS has a working group 
that it advises, and several initiatives have come out of that 
work. First, a MHS‐wide award was given to outstanding female 
physicians, honoring the present and future members of this 
group. The junior Army, Navy, Air Force, Coast Guard, and Public 
Health Service female physicians received awards, as did the 
overall Senior female physician within the MHS. The female 
physician leadership course that was developed and held 22‐23 
January 22‐23, 2011 was also very successful.  


As MHS continues to evaluate diversity and develop initiatives to 
ensure the civilian workforce is diverse, it will make a conscience 
effort to educate its leadership. 


Legislative Changes  None at this time 


Funding Required  TMA provided funding for the course in FY 2010. The intent is to 
continue with this initiative into the out years. 


Metrics to Assess Progress  Climate survey results and number of female physicians 
recruited. For other strategic initiatives, appropriate metrics will 
be determined at the time of initiation. 
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Strategy # 6  Job Seeker’s Toolkit 


Constraint Addressed  Recruiting 


Target Audience  Potential recruits assessing future career goals 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


The Human Capital Office for the MHS developed a Job Seeker’s 
Toolkit. This toolkit is designed to allow a potential recruit to 
closely examine 27 of the “harder to fill” medical occupations 
and includes job vignettes of the occupation in action. This 
toolkit is posted on the MHS Human Capital website. 


Legislative Changes  None required 


Funding Required  None 


Metrics to Assess Progress  TBD 
 


Strategy # 7  Social Media Information Guide 


Constraint Addressed  Recruiting and retention 


Target Audience  All medical specialties 


Implementation Timeline  Ongoing  


Strategy Details & Impact 
 


The MHS Human Capital Office authored a social media toolkit 
featuring the most recent social media tools. This toolkit was 
sent out to all Service recruiters to educate them on the 
different social media available to them to reach out to any 
interested recruit. 


Legislative Changes  None 


Funding Required  None 


Metrics to Assess Progress  TBD 
 


Strategy # 8  Healthcare Recruiting Assistance 


Constraint Addressed  Recruiting 


Target Audience  All Components, all medical specialties 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


The MHS has developed a variety of marketing tools advertising 
a phone number that is monitored to answer questions from 
potential recruits and to accept resumes. MHS has also 
developed a process to disseminate these resumes throughout 
the Services for interest. MHS will continue to develop resources 
for the applicants. 


Legislative Changes  None 


Funding Required  None 


Metrics to Assess Progress  TBD 
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Strategy # 9  Leadership Involvement 


Constraint Addressed  Group to deal with high‐level strategic issues 


Target Audience  All Components 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
  


Because many of the human capital issues are high level and 
strategic in nature, the CHCO chartered a Stakeholders’ group, 
made up of General Officers and Senior Executives from the 
Services. The quarterly meetings can be held in person or by 
phone to deal with these issues. Among the issues discussed are 
data collections and recruiting and retention issues from the 
Services. There is also an HCSC consisting of O‐6 level 
representatives from the Services, USUHS, TMA, CPP and JTF Cap 
Med. Both forums allow for feedback and information sharing. 
Under the auspices of the HCSC, a Recruiting and Retention 
working group was chartered to brainstorm and work issues 
across the Services. 


Legislative Changes  N/A 


Funding Required  N/A 


Metrics to Assess Progress  Results of initiatives undertaken by group 
 


Strategy # 10  Oversight of JTF Cap Med 


Constraint Addressed  Recruiting/retention 


Target Audience  Civilians all levels, all Components 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


With the stand up of the JTF Cap Med and as a result of 
membership on the CHRC, the Department ensures civilian 
processes are standardized, staffing throughout the JTF is equal 
to the mission, and issues are addressed. 


Legislative Changes  N/A for Human Capital Office 


Funding Required  N/A for Human Capital Office 


Metrics to Assess Progress  TBD 
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Strategy # 11  Strategic Plan Refresh 


Constraint Addressed  Work and strategic forecasting 


Target Audience  All Components across the MHS 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
  


Before CHCO was stood up in July 2008, a strategic plan was 
developed with five goals and 26 objectives spanning five years. 
In 2010, the plan was refreshed with a more realistic view on the 
office and its capabilities. The goals decreased to three with 13 
objectives based on the Human Capital Lifecycle of planning, 
recruiting, educating, developing, retaining, and transitioning. 
This plan is refreshed by the staff every year and designed to 
address specific needs of the MHS from a recruiting, retention, 
education and staffing aspect. This living document is updated to 
keep human capital on the forefront of DoD’s mission. 


Legislative Changes  N/A 


Funding Required  N/A 


Metrics to Assess Progress  Each year, the staff lists accomplishments that are tied to the 
goals and objectives. 


 


Strategy # 12  Workforce Analysis 


Constraint Addressed  Workforce Demographics 


Target Audience  All Components. Likely beneficiaries of the reports/data 
generated include senior‐level employees in Health Affairs, Joint 
Services staff, and Congress and the media. 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
  


Focus on the ability to collect data for shaping human capital 
programs for the civilian workforce. As a result of the emphasis 
in this area, in the fall of 2010 the MHS Human Capital Office 
developed and implemented a plan to maintain oversight of the 
success of the office by examining and analyzing data. Specific 
data analyzed included military and civilian demographics, 
number of Veterans hired, turnover rates, number of staff in 
healthcare occupations, position titles in use, composition of the 
healthcare community, fill‐time data, mental health staffing 
numbers, etc. A variety of data is analyzed monthly to ensure 
goals are met and to assess and respond to gaps.  


As FCM for the medical community, it is important to identify 
and collect human capital information and provide input to 
leadership (through various forums). This data is needed to 
facilitate accurate decisions on workforce shaping and alignment 
activities. Data analysis efforts will also facilitate numerous 
ongoing efforts, including civilian recruitment and retention 
initiatives; the ability to provide responses to inquiries 
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Strategy # 12  Workforce Analysis 


concerning delivery of mental health services; and the ability to 
communicate human capital guidelines, policy requirements, and 
the development of metrics to track programs. The Department 
will aggressively collaborate with the Components on data 
requests and ensure participation by all stakeholders. 


Legislative Changes  No legislative changes required 


Funding Required  N/A 


Metrics to Assess Progress  N/A 
 


Strategy # 13  Standardized Titling Project 


Constraint Addressed  Workforce Demographics 


OSD (HA) is responsible for overall human resource policy for 
DoD’s healthcare workforce. As a result of intense scrutiny by 
leadership and the media, as well as numerous congressional 
inquiries, the CHCO decided to explore standardizing basic and 
parenthetical titles Throughout DoD for those delivering mental 
healthcare within the Department. It was determined that 
standardization would help manage the recruitment, use, and 
training of employees in these occupations as well as facilitate 
data analysis. Currently, DCPDS titling edits do not provide the 
ability to identify such positions (e.g., there are many variances 
of basic titles and parenthetical titles for mental healthcare 
positions among the Components).  


For the initial standard application, four occupations were 
identified that provide direct care services to mental health 
patients within DoD: Psychologist (180), Social Worker (185), 
Psychiatrist (602) and Mental Health Nurse (610). In cooperation 
with the CPMS FAS (Classification), parenthetical titles were 
developed to include spelling, capitalization and abbreviations, 
as well as a short definition of each title.  


This initiative was vetted with members of the Human Capital 
Steering Committee, comprised of representatives from all 
Services, Joint Staff, PHS, USHSU, et al., as well as with the Corps 
Chiefs of the respective Services. These titles and the 
parenthetical definitions were also staffed with the Services 
Medical Commands and CPMS. Work is ongoing to create 
standard titling conventions in DCPDS for each healthcare 
occupation by using a drop‐down menu.  


Future plans now include standardizing all healthcare occupation 
titles, and policy guidance will be issued to mandate exclusive 
use of standardized parentheticals across DoD. The Department 
is currently working on Physician and Dentist titles and will next 
work on titles for Pharmacists and Nurses. 
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Strategy # 13  Standardized Titling Project 


Target Audience  Component HR and manpower staff. Likely beneficiaries of the 
reports/data generated as a result of this standardization project 
include senior‐level employees in Health Affairs, Joint Services 
staff, and even Congress and the media. 


Implementation Timeline  Project standardization of all healthcare occupation titles (more 
than 40 occupations) will occur in phases over the next two 
years. 


Strategy Details & Impact 
 


As FCM for the medical community, a better method for 
determining and analyzing numbers in the community will result 
from this strategy. Standardization of titles will facilitate 
numerous ongoing efforts including: reporting and data analysis, 
civilian recruitment and retention incentives, identification of 
skills usage, and ability to provide responses to inquiries 
concerning delivery of mental health services. 


Legislative Changes  No legislative changes required. 


Funding Required  No costs are involved. 


Metrics to Assess Progress  TBD 
 


Strategy # 14  Civilian Healthcare Occupation Sustainment Plan (CHOSP) DoD 
Agency Qualifications Standards 


Constraint Addressed  The OPM qualifications standards for the 30 healthcare 
occupations covered by the CHOSP are generally outdated and 
do not address state‐of‐the‐art technology. 


Target Audience   


Implementation Timeline  October 2011 


Strategy Details & Impact 
 


In the interest of the need for sound HR management to meet 
the Department’s medical mission, DoD qualification standards 
for the 30 occupations were established. These standards are 
predictive of successful recruitment to meet management 
objectives. These standards will be applied uniformly for like 
positions throughout DoD. 


The application of qualification standards in DoD is an integral 
part of the MTF’s overall HR program. In that context, it includes 
applying those related policies and procedures in the applicable 
portions of the CFR. 


Legislative Changes  Authority delegated to DoD by NDAA 2008 amended Title 10, 
Section 1599c 


Funding Required  None 


Metrics to Assess Progress  Implementation simultaneously DoD‐wide 
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Strategy # 15  Joint Medical Executive Skills Institute 


Constraint Addressed  Leadership skills, retention, and succession planning 


Target Audience  All Components, GS‐15 and O‐5 and O‐6 levels 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


The JMESI has established the Joint Medical Executive Skills 
Oversight Committee, and the CHCO has been recommended to 
be the chair. The members will meet to discuss JMESP successes, 
issues, and problems as presented by the JMESI, to establish 
consensus when needed, and to carry out initiatives as 
appropriate. They will also meet to request research, 
information, and subject matter expertise for matters requiring 
decisions and consensus from the JMESI. Members include 
Deputy Surgeons General of the Military Services; Commanding 
General, AMEDDC&S; USUHS MEDXellence course 
representative; Executive Director, JMESI; and Deputy Director, 
TMA. 


Legislative Changes  Policy document (DoDD 6000.15) in coordination 


Funding Required  N/A 


Metrics to Assess Progress  TBD 


 







Fiscal Year 2010‐2018    DoD Strategic Workforce Plan 


42  Appendix B11: Medical Functional Community   


Workforce Requirements Analysis 
Nurse, GS 0610 


Figure B11‐10: GS‐0610 Nurse Requirements 


 


Data generated by OPM/EHRI CIVFORS Application: Population includes all appropriated funds. 


 


 


Current vs. Future Competencies 


Current Competencies Required  Future Competencies 
Required 


 BSN or equivalent education; professional experience 
and current, active, unrestricted license in clinical 
nursing, including National Council Licensure 
Examination for Registered Nurses (NCLEX‐RN) and 
Bachelor of Science in Nursing (BSN) licensing exam; 
certification in Basic Life Support (BLS) 


 Demonstrates proficiency in implementing the care 
plan and coordinating care delivery 


 Demonstrates effective uses of electronic 
databases/systems to research, input, retrieve, 
manipulate, and analyze data for individual patient 
care  


 Ability to deliver care in a manner that preserves and 
protects patient autonomy, dignity, and rights  


Same as current 
competencies 


2005 2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018


Fourth Estate 75 74 94 105 110 121 985 1,062 1,062 1,062 1,062 1,062 1,062 1,062


Navy 1,217 1,300 1,417 1,544 1,702 1,881 1,844 1,676 1,645 1,676 1,692 1,702 1,702 1,702


Army 3,212 3,379 3,769 4,537 5,468 6,027 6,195 6,195 6,195 6,195 6,195 6,195 6,195 6,195


Air Force 575 574 641 761 797 813 862 899 920 931 946 960 960 960


Target 8,970 9,849 9,591 9,639 9,663 9,675 9,681 9681 9681
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Current Competencies Required  Future Competencies 
Required 


 Knowledge of clinical services, patient‐centered care, 
and evidenced‐based practice concepts 


 Ability to apply scientific process to practice, including 
quantitative reasoning and appropriate mathematics 
for safe medication administration. 


 Ability to provide comprehensive, direct nursing care 
to patients, including acutely and critically ill patients  


 Ability to assess, diagnose, plan, and intervene in the 
treatment of health problems  


 Ability to observe, interpret, evaluate, and report 
changes in patients’ conditions, medical data, or 
diagnostic test results and take corrective action. 
Identify and respond appropriately to potential and 
life‐threatening emergencies  


 Ability to provide comfort, education, support, and 
counseling to assist patients in making informed 
decisions regarding medical treatment and care  


 Knowledge of patient safety procedures. 
Preparation/generation of health records and 
documentation  


 Knowledge of lab procedures and protocols. 
Awareness of and attention to patients’ dietary, social, 
and religious needs and customs. Provide patient and 
beneficiary education and support. Supervision and 
training of junior staff and support personnel 


 Ability to provide services involving: Preparation and 
administration of medications and intravenous 
therapy; airway management and basic life support; 
laboratory specimen collection, testing and 
administration and point‐of‐care testing (blood/urine, 
glucose, amniotic etc); blood/blood component 
administration; management of traumatic injuries; 
wound management (e.g. orthopedic, burns, eye); 
management of invasive therapies (e.g. tubes, 
catheters etc.); and pain management and 
pharmacotherapeutics  


 End of life care  
 Knowledge of infection control methods 
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Projected Gains Requirements/Net Change 
By end of FY 2011, the Army will lose 568 nurse positions and the Navy will lose 300 nurse 


positions to the Fourth Estate under the auspices of the Joint Task Force (JTF) Cap Med BRAC. 


Figure B11‐11: GS‐0610 


 


Data generated by OPM/EHRI CIVFORS Application: Gains includes all personnel gains to the MCO as an aggregate of all 
Component gains, including new‐hires, transfers, and inactive status to active status. Losses include all personnel losses to the 
MCO as an aggregate of all component losses, including retirements, transfers, and active status to inactive status. 


 


MCO Analysis and Challenges 
Which factors impact your end‐strength targets?  


In the Army, a lack of a centralized tuition assistance program impacts both morale and 


retention. The hiring process continues to take too long; current statistics show that the 


average fill time is over the 80‐day goal. 


The Navy stresses that with the recognized demand placed on uniformed medical personnel 


to be available for deployment and the need to keep the Wounded Warrior Covenant of 


Care to the wounded, ill, and injured Service Members, funding levels are sufficient to meet 


the needs for the Federal civilian workforce. Navy Medicine employs a wide range of 


flexibilities with reserve, Federal civilian, and contractor personnel to satisfy its 


commitments. Thus, MHS has not included any unconstrained workforce requirement.  


With the current economic situation in the U.S., Navy Medicine does not feel they are faced 


with any unusual recruitment and retention problems within their registered nurse 


workforce. There may, at times, be shortages in qualified nurses in specific clinical 


2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018


Gains 1202 1570 1997 2123 2113 2589 1548 1481 1528 1516 1511 1511 1511


Losses ‐954 ‐981 ‐976 ‐1011 ‐1348 ‐1544 ‐1599 ‐1493 ‐1487 ‐1489 ‐1490 ‐1490 ‐1490


Net Change 248 589 1021 1112 764 1044 ‐51 ‐12 41 27 21 21 21
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specialties and locations that are in scarce supply in the private sector. In some cases, the 


compensation packages needed to recruit and retain nurses require adjustment through the 


use of SSRs, which are relatively easy to obtain using the OPM‐delegated authority to 


establish SSRs based on current pay schedules established by the VA. Recruitment, 


relocation, and retention incentives (at times given to groups of nurses) have proven 


helpful, while decisions regarding SSRs are being made. In very rare cases, contractor or 


reserve personnel provide a vehicle for attracting scarce talent needed to fill open 


positions. 


In the Air Force, the factors that affect their end strength include budget, labor market, and 


the lack of some qualified nurses in specific clinical specialties, compensation not being 


competitive enough, the long hiring process, not enough manpower authorizations, and the 


time it takes to complete Security Clearance/Public Trust Investigations.  


Please provide specific details on the degree of impact these factors might have, and how 


these factors impact your goals.  


In the Navy, with the assistance of the Wage and Salary experts at DoD CPMS, SSRs using 


the OPM‐delegated authority to establish rates based on current pay schedules established 


by the VA have been successfully implemented at specific locations where the Federal Pay 


scales are not considered to be competitive with the local private sector compensation 


packages. In these locations, Navy Medicine has been competitive in recruiting and 


retaining nurses. 


For the Air Force, this is a resource‐constrained environment, and the Department cannot 


possibly POM for every requirement. MHS has to rank and resource accordingly 


(budget/manpower authorizations). The labor market can be a constraint—the Department 


may or may not have the number of qualified nurses needed in certain areas to draw from, 


leaving unfilled requirements. If quality is not the concern, conversely, compensation or the 


hiring process itself can be a constraint—either pay or a lack of a timely process can divert 


qualified applicants from joining the team. Security clearances can cause significant delays 


in using personnel once they are hired, more so than delays encountered in the hiring 


process.  


Please elaborate on how these factors will impact specific mission objectives. 


Navy: If the SSRs are not carefully monitored and adjusted based on the pay ranges used by 


the VA and the local market, Navy Medicine activities can expect turnover rates that could 


easily reach the range of 33% to 40% annually in specific locations. In addition, recruiting 


high quality Federal civilian nurses will no longer be possible, and higher costs will result 


from the hiring of contractor nurses. 


It must be noted that the statutory requirement to terminate NSPS and the newly enacted 


Federal pay freeze will compound the complexity of recruiting and retaining Federal civilian 


nurses in all the Components. They have virtually unlimited career opportunities beyond 


military medicine. With the Federal pay freeze eliminating the ability to request and adjust 


SSRs, this one action may trigger an exodus of nurses at specific locations. Even small 
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changes to the Federal personnel system could result in an undesired loss of very 


desperately needed nursing talent. 


In the Air Force, the civilian work force is pivotal to the AFMS mission; it is part of the Total 


Force. Several SG initiatives, such as medical home, which is also a MHS initiative, are 


affected by the hiring/retention of civilian nursing personnel. 


Are you currently using a competency model for talent management/HR practices, e.g., 


hiring, employee development, workforce planning, etc.  


Yes, the Army is in the process of implementing Mosby’s Nursing Skills. 


If Yes: 


Did you/your Component develop/modify the competency model, or are you leveraging the 
efforts of others? 


In the Army, Mosby’s Nursing Skills is a comprehensive web‐based skills/procedures 
reference and competency management system 
(http://www.mosbysnursingskills.com/default2.asp) that is currently being used at nine 
Army/MEDCOM MTFs with the February 2011 goal of implementation across the Army 
Medical Department (AMEDD). Mosby’s skills will standardize competencies across Army 
Nursing communities and will replace current competencies. Mosby’s program will assist 
each MTF to meet compliance standards with The Joint Commission and will include 
orientation training, equipment training, unit‐based mandatory competency requirements, 
hospital quality improvement requirements, and reference needs. 


Because of the importance of development for junior Military Nurses, the Navy Nurse Corps 
has developed a number of development competency models for specific nursing 
specialties. Those that have been completed and are in use include: Critical Care Nursing, 
Emergency/Trauma Nursing, Psychiatric/Mental Health Nursing, Medical/Surgical Nursing, 
Perioperative Nursing, Pediatric Nursing, Mother‐Infant Nursing, and Ambulatory Care 
Nursing.   


What is the scope of the competency model? i.e., who is the intended audience?  


Army: The intended audience is the Army‐wide nurses. 


Navy: The audience is Navy Medicine Enterprise. 


Do the competencies reflect both current and future mission requirements?  


Yes 


If yes, please provide examples of competencies that are critical for future mission demands:  


Army:  Psychiatric Module was purchased for current and future needs of the patients with 
behavioral health issues. 


For the Navy nursing community to be managed as a Total Force, there must be uniformly 
accepted standards for practice within the over 30 nursing specialties. These competency 
models, supplemented by the professional standards used by the various nursing 
professional associations, form a critical component of total workforce management. For 
example, Federal civilian nurses are invited to attend perioperative nursing training 
conducted by Navy Medicine—a program previously open only to military members. 


For advanced practice, nurse’s core privileges for providers are covered in Appendix H of 
BUMEDINST 6320.66D, subject: Credentials Review and Privileging Program. 
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In addition, several competency frameworks were recently shared with DoD Health Affairs 
when it developed and released competency frameworks designed to inform the tri‐service 
nursing community of the competencies needed to improve nursing knowledge in a joint or 
multi‐service environment. 


What stages of the talent management process are the competencies used to support? 


Hiring: Since nursing positions are granted direct hire authority, competency models 
provide useful information on nursing specialties and expected standards of competency on 
appointment. 


Recruitment: In the Navy, at those activities that have Federal civilian nursing interns, these 
competency models, coupled with the ability to provide accelerated promotions, are used 
to show newly graduated nurses that they will not be left to their own devices once they 
accept employment. 


Compensation: SSRs may vary based on specialty and location. These models can be used to 
define a specialty and to target appropriate pay ranges. 


Retention: The nursing community, more than most healthcare professions, values clear 
direction on career expectations. These models provide a valuable tool in meeting this 
expectation. 


Please provide specific examples of how the use of competencies has supported and/or 
improved strategic planning and/or operations. 


In 2005, Navy Medicine was directed to begin a major conversion of military‐to‐civilian 
employment. A number of initiatives were identified by a Navy Workforce Shaping group, 
which looked at the military, civilian, and contractor nurses. Four of those initiatives are 
now in use throughout the Navy Medicine nursing community: the entry‐level accelerated 
nurse intern program, the perioperative nursing program, the graduate program for Federal 
civilian nurses, and the nursing competency models. Testing is now underway for tracking 
nursing competencies within DMHRSi, the automated program used by the Military 
Healthcare System to support manpower, personnel, training and workload decisions. 


Please provide any specific details on the critical gaps between current workforce 
competencies and current/future competency needs. 


As with most Federal occupations, there is a concern about retirement of more senior 
Federal civilian nurses. However, to date, Navy Medicine has been able to recruit and retain 
replacements using flexibilities available to Navy Medicine. 
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If No: 


Are you currently engaged in efforts to develop and/or implement a competency model? 


Yes.   


If so, please use the space below to provide 1) any additional detail on the project by phase 
to include methodology and technology used, and 2) the projected start date and end date 
for each phase: 


  Key Steps 


Phase  Not Yet Started  Conducting 
Analysis and 
Research 


Completed 


Identifying and defining 
competencies, tasks, 
proficiency levels, etc. 


  Navy: Additional 
nursing competency 
models will be 
developed and 
deployed based on 
the needs of the 
Navy Nurse Corps. 


Army: X 


Validating competencies, 
tasks, etc. 


    Army: X 


Conducting workforce 
assessment 


Army: X     


Conducting gap analysis   Army: X     


Initiating implementation 
by incorporating into HR 
practices 


Army: X     


Please provide any additional details regarding your competency model development. 


Army anticipates implementation by February 2011. 


 


Are you partnering with other communities? If so, please describe. 
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Career Level Targeted: Entry Level 


When will the strategy be developed and implemented? 


Army: For entry‐, mid‐ and senior levels, continued 3R’s, student loan repayment incentives 
will be used to attract candidates. MEDCOM has a specific recruitment and retention cell 
dedicated to recruitment efforts (job fairs, national professional conventions, etc.) 
Continued push of DHA. Continued efforts for Title 38/C‐HOSP task force to address the 
personnel system for 30 occupations to include nurses that will grant greater 
recruitment/pay flexibilities. 


Navy 2009: Three‐year agreement with the OPM to allow for accelerated promotions for 
Federal civilian nursing interns. 


2010: DoD Health Affairs established a tri‐service working group to develop new 
qualification standards for 30 healthcare occupations (including nursing). Implementation is 
scheduled to begin during 2011.  


Ongoing: SSRs as needed 


Air Force: Hiring/Training and Development: FY 2011 


Using OPM Direct Hire Authority: ongoing 


Using hiring incentives: ongoing 


Using existing SSRs and evaluating need to implement additional SSRs in coordination with 
sister Services 


What type of strategy? e.g., hiring, training, etc. 


For the Navy, hiring, development, progression and compensation 


For the Air Force, hiring/training and development 


Summary of problem or gap to be addressed 


For the Navy, the private sector pays newly graduated nurses in the range of GS‐09 or  
GS‐11. The current Federal Qualification Standards do not allow appointment at any level 
higher than GS‐07  


For the Air Force, increasing the number of civilian nurses in OB will force development 
opportunities for civilian nursing personnel. 


Detailed narrative on strategy 


For the Army’s entry, mid and senior levels, continued 3Rs, student loan repayment 
incentives will be used to attract candidates. MEDCOM has a specific recruitment and 
retention cell dedicated to recruitment efforts (job fairs, national professional conventions, 
etc.) Continued push of DHA. Continued efforts for Title 38/C‐HOSP task force to address 
the personnel system for 30 occupations to include nurses that will grant greater 
recruitment/pay flexibilities. 


Navy: By using a developmental program with accelerated promotions and SSRs (where 
needed), Navy Medicine can attract the talent that it needs. 


Air Force: Creating a position to recruit and train a new nurse to put through the nursing 
transition program specializing in the OB track. 
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Career Level Targeted: Entry Level 


Are you addressing this in the PPBE process? If so, please provide details by phase. If not, 
please identify what funding would be necessary to accomplish the strategy. 


Because of the limited number of Navy nurses covered by entry‐level programs, funding is 
available at the activity level. 


For the Air Force, planning is part of the nursing futures support plan. 


Programming: Ensure funding is available in the program. 


Budgeting/Execution: Monitoring current execution of funding and ensuring adequate 
funds for new start. 


Legislative/ policy changes needed? 


OPM agreement and when necessary, SSRs need to be continued. Need a more expeditious 
process for instituting these rates. The recently enacted Federal pay freeze will provide a 
disincentive in attracting newly graduated nurses, since they may fear that this is merely the 
first step to the erosion of Federal pay. 


 


Career Level Targeted: Mid Level 


When will the strategy be developed and implemented? 


Army:  Still working on this.  


For the Navy, 2005: BUMED decided to leave nursing hiring under local control because 
most nursing positions are filled from nurses within the commuting area. As part of this 
decision, information was issued both by DoD CPMS and BUMED about how to use hiring 
and pay flexibilities, especially SSRs. 


2008‐2009: Introduced the perioperative training program and the graduate nursing 
program for Federal civilian nurses. 


2009: Cooperated with DoD Health Affairs and three services to develop a nursing career 
framework. This framework is part of the consideration of DoD Health Affairs initiative to 
use certain Title 10 and Title 38 flexibilities to expand hiring authorities, qualifications, and 
compensation for nurses. 


2009: BUMED decided to centralize the recruitment of occupational health nurses. 


2010: Participated in DoD Health Affairs. Led tri‐service working group preparing to 
implement additional Title 38‐based appointment, qualifications, and compensation 
flexibilities for healthcare occupations including nurses. 


Air Force: Has a FY 2011 Civilian Developmental Team vectoring for supervisory growth 
opportunities. 


What type of strategy? e.g., hiring, training, etc. 


Army: Hiring 


Navy: Appointing authorities, recruiting and hiring, and compensation 


Air Force: Training and development 
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Career Level Targeted: Mid Level 


Summary of problem or gap to be addressed 


Army:  Entry, mid and senior levels, continued 3R’s, student loan repayment incentives will 
be used to attract candidates. MEDCOM has a specific recruitment and retention cell 
dedicated to recruitment efforts (job fairs, national professional conventions, etc.) 
Continued push of DHA. Continued efforts for Title 38/C‐HOSP task force to address the 
personnel system for 30 occupations to include nurses, which will grant greater 
recruitment/pay flexibilities. 


Navy:  As the nursing profession evolves, the Federal civilian classification, qualifications, 
and compensation systems have failed to keep pace. DoD Health Affairs initiative described 
above is designed to address the current shortfalls. 


The newly enacted Federal pay freeze, which includes a moratorium on SSRs, could prove 
disastrous to the hiring and retention of nurses in specific locations. 


Air Force: Developed a career path/deliberate development for those civilians who are 
interested in increased supervisory responsibility/opportunities. 


Detailed narrative on strategy 


There is a DoD working group working with the assistance of the VA to improve the hiring 
and compensation of nurses. 


In January 2011, Air Force senior nurses and Air Force Personnel Center representatives 
vectored volunteers to potential growth opportunities as 1st/2nd level supervisors. 


Are you addressing this in the PPBE process? If so, please provide details by phase. If not, 
please identify what funding would be necessary to accomplish the strategy. 


Navy:  For the Navy, this is being addressed at DoD Health Affairs level using tri‐service 
input. The need for additional funding to implement a Title 38‐based hybrid compensation 
system for healthcare occupations was addressed by BUMED in POM‐13. 


Air Force: Planning: Part of Nursing Futures Support Planning 


Legislative/ policy changes needed? 


The Navy believes that in NDAA 2009 and NDAA 2010 the flexibilities needed to address the 
current shortfalls are available. The working group needs to complete its work before the 
way ahead is clear. 
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Career Level Targeted: Senior Level 


When will the strategy be developed and implemented? 


Army: TBD 


Navy: 2009: Cooperated with DoD Health Affairs and three services to develop a nursing 
career framework. This framework is part of the consideration of DoD Health Affairs 
initiative to use certain Title 10 and Title 38 flexibilities to expand hiring authorities, 
qualifications, and compensation for nurses. 


2010: A five‐level nursing classification and compensation system is being developed at DoD 
level, which will better align DoD nursing with the VA and private sector practice. 


Air Force: The AFMS is not targeting civilian nurses for senior level positions at this time. 


What type of strategy? e.g., hiring, training, etc. 


Army:  Is using hiring 


Navy:  Is using appointing authorities, recruiting and hiring, and compensation 


Summary of problem or gap to be addressed 


Army: For entry, mid and senior levels, continued 3R’s, student loan repayment incentives 
will be used to attract candidates. MEDCOM has a specific recruitment and retention cell 
dedicated to recruitment efforts (job fairs, national professional conventions, etc.) 
Continued push of DHA. Continued efforts for Title 38/C‐HOSP task force to address the 
personnel system for 30 occupations to include nurses, which that will grant greater 
recruitment/pay flexibilities. 


Navy: To remain competitive with the VA and the private sector, careful monitoring and 
funding of SSRs is required. Any failure in this area will significantly increase the attrition 
rate of Navy Medicine advanced practice nurses. 


The newly enacted Federal pay freeze, which includes a moratorium on SSRs, could prove 
disastrous to the hiring and retention of nurses in specific locations. 


Detailed narrative on strategy 


Navy: Work in partnership with the VA to maintain competitive compensation packages. In 


times of transition, use recruitment and retention incentives for temporary relief. 


Are you addressing this in the PPBE process? If so, please provide details by phase. If not, 
please identify what funding would be necessary to accomplish the strategy. 


Navy: This strategy is being addressed at DoD Health Affairs level using tri‐service input. The 
need for additional funding to implement a Title 38‐based hybrid compensation system for 
healthcare occupations was addressed by BUMED in POM‐13. 


Legislative/ policy changes needed? 


DoD Health Affairs has established a working group to examine the feasibility of 
incorporating additional VA appointing authorities, qualifications, and compensation 
flexibilities within DoD. Navy Medicine is participating actively in this effort. Close 
coordination with the NSPS Transition Office, Health Affairs, and CPMS is being maintained. 
In addition, close coordination is being maintained with Congressional staffs to ensure that 
DHA for nurses continues through 2015. 


As the work of DoD Health Affairs working group becomes clear, additional efforts need to 
be made to ensure that advanced Practice nurses as well as nurse researchers are properly 
valued within the newly developed DoD Qualifications Standards. These efforts will require 
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Career Level Targeted: Senior Level 


close coordination between DoD and OPM to ensure successful alignment with the 
proposed five‐level nursing structure. Without that, these highly educated and very scarce 
nursing resources will continue to be undervalued, and thus very likely to leave the employ 
of Navy Medicine. 


Critical to the recruitment of healthcare providers is the need to be in contact with them 
during a period of career change. Contact is especially critical for those voluntarily choosing 
to leave the Military Service—either through resignation or retirement. For those 
considering Federal civilian careers after retirement, two policies have proven critical during 
the past decade—no waiting period between retirement and appointment and no penalty 
or offset for their civil service earnings. These must be maintained to ensure that a Federal 
career is considered a viable option. 


 


 


Army 0610 
Civilian % of 
Total Force 


Military % of 
Total Force 


Contracted Support 
% of Total Force 


Total Force 


FY 2009 


Baseline 
57%  33%  10%  =100% 


FY 2012  64%  27%  9%  =100% 


FY 2014  66%  26%  9%  =100% 


FY 2016 Desired 
End State 


67%  25%  8%  =100% 


FY 2017 Desired 
End State 


67%  25%  8%  =100% 


FY 2018 Desired 
End State 


  Unknown    =100% 


Please provide an overview of the methods used to determine workforce mix: 


Contractor data for FY 2009: Provided by Health Care Acquisition Activity/ACBIS contracts 
written by HCAA. Not all inclusive, as not all contracts are accounted for by HCAA. Steady state 
FY 2012+ years. 


Military data for FY 2009: APPD, MEDCOM Inventory FY 2009; out years FY 2012‐FY 2018 based 
on MEDCOM authorizations. 


Civilian data for FY 2009: DCPDS HQACPERS, MEDCOM End of month September 2009. FY 
2012+ years –CIVFORS projections. 
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Navy 0610 
Civilian % of 
Total Force 


Military % of 
Total Force 


Contracted Support 
% of Total Force 


Total Force 


FY 2009 


Baseline 
57%  33%  10%  =100% 


FY 2012  64%  27%  9%  =100% 


FY 2014  66%  26%  9%  =100% 


FY 2016 Desired 
End State 


67%  25%  8%  =100% 


FY 2017 Desired 
End State 


67%  25%  8%  =100% 


FY 2018 Desired 
End State 


  Unknown    =100% 


Please provide an overview of the methods used to determine workforce mix: 


BUMED actively manages the nursing specialty for both active duty and reserves. Based on 
quality, cost, and access to healthcare/workload standards, the Federal civilian and contractor 
workforce is then added. Factors that have played a significant role in forecasting the Total 
Force needs for nurses have been overseas deployments, Reserve Force individual augmentees, 
military‐to‐civilian conversion and its reverse, and to a significant extent, improvements in the 
civilian recruiting and compensation flexibilities.  


In March 2010, Navy Medicine held its first civilian recruitment workshop, which brought 
together DoD and DON experts involved in hiring both Federal civilians and contractor 
personnel. From this conference came a much‐improved understanding of the tools and 
flexibilities available to “keep the health provider positions filled at all times.” Successful efforts 
to increase the number of nurses employed within Navy Medicine were highlighted; also 
included was a discussion of developmental efforts that have been introduced by Navy 
Medicine. Significant time was also spent on familiarizing participants with the provisions of 
Title 38, the part of the Federal code that governs the VA. 


Efforts are well underway, in partnership with The Johns Hopkins Applied Physics Lab, to 
develop a Total Force forecasting model. The model is in “test mode” for uniform 
billets/positions, and the testing should be complete by early FY 2011. Once it has been used to 
forecast and model the active and reserve component, the model will be expanded to cover 
Federal civilians and then possibly contractor support. 


It is also critical to understand that percentages within the Total Force will fluctuate based on 
workload and access to care/workload standards. Cost and access to healthcare standards are 
also being carefully monitored to re‐capture costs paid to the private sector through the use of 
the TRICARE network. 
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Air Force 0610 
Civilian % of 
Total Force 


Military % of 
Total Force 


Contracted Support 
% of Total Force 


Total Force 


FY 2009 


Baseline 
17.4%  71.4%  11.2%  =100% 


FY 2012  18.9%  68.4%  12.7%  =100% 


FY 2014  19.0%  68.3%  12.7%  =100% 


FY 2016 – FY 2018 
Desired End State 


19.0%  68.3%  12.7%  =100% 


Please provide an overview of the methods used to determine workforce mix: 


FY 2009 baseline obtained from FY 2010 program. FY 2012/2014/2016 based on programmed 
requirements/mix in FY 2012‐FY 2016 POM. As certain platforms downsized/changed, others 
expanded (clinical currency platforms such as Eglin, Langley, and Nellis). During the 
programming phase, the needs of these specific facilities were targeted more so than an overall 
workforce mix strategy. 


 


 


Figure B11‐12: GS‐0610 Series Turnover (Historical/Predicted) 


 


Data generated by OPM/EHRI CIVFORS Application: Turnover percent is calculated by summing all losses from MCO and 
Component divided by the average strength at the beginning and end of the FY. 


 


2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018


Air Force 14.6% 19.6% 15.3% 16.3% 16.6% 16.8% 16.9% 16.1% 15.7% 15.1% 15.4% 15.3% 15.3%


Army 19.8% 17.0% 15.2% 13.5% 16.2% 15.7% 15.6% 15.6% 15.7% 15.8% 15.8% 15.8% 15.8%


Navy 15.9% 17.7% 14.9% 11.5% 14.0% 15.1% 18.4% 13.1% 12.5% 12.4% 11.7% 11.7% 11.7%


Fourth Estate 21.5% 16.7% 19.1% 21.4% 26.8% 29.2% 15.9% 15.2% 15.1% 15.2% 15.3% 15.3% 15.3%


Total 18.3% 17.4% 15.2% 13.5% 15.9% 16.5% 16.2% 15.2% 15.1% 15.1% 15.0% 15.0% 15.0%


0.0%


5.0%


10.0%


15.0%


20.0%


25.0%


30.0%


35.0%


Lo
ss
e
s 
as
 a
 P
e
rc
e
n
ta
ge


 o
f 
A
ve
ra
ge


 S
tr
e
n
gt
h


Fiscal Year







Fiscal Year 2010‐2018    DoD Strategic Workforce Plan 


56  Appendix B11: Medical Functional Community   


Figure B11‐13: Years to Retirement Eligibility/Forecast Retirements (All 0610) 


 


Data generated by OPM/EHRI CIVFORS Application: Note that “Forecasted Retirements” are forecasted against projected future 
strength forecasts, while other categories of Retirement Eligibility reflect the workforce as of 30 Sep 2010. 


 


MCO Strategies 


Strategy # 1  Direct Hiring Authority (DHA) for Medical Specialties 


Constraint Addressed  Recruiting 


Target Audience  All MCOs in all Components 


Implementation Timeline  Ongoing since 2003 


Strategy Details & Impact 
 


This authority was established by OPM as a targeted recruitment 
tool to improve Federal Government access to talented and 
critically needed medical skill sets. Currently, MHS has 
permanent DHA for nurses, pharmacists, and physicians. MHS 
also has DHA via the Appropriations Act. CHCO is working with 
OPM to add Series 180 and 185 to the Federal‐wide permanent 
DHA. 


Legislative Changes  The DHA in the Appropriations Act expires at the end of 2011 
and will not be renewed. 


Funding Required  N/A 


Metrics to Assess Progress  Number of annual hires using DHA 
 


Forecasted 
Retirements 
(0‐5 years)


Current‐5 6‐10 11‐15 16‐20 >20


Fourth Estate 95 39 10 14 22 14


Navy 135 521 423 302 342 311


Army 356 1433 1646 1079 950 1083


Air Force 71 255 144 103 157 152


Cumulative 25.0% 49.7% 66.3% 82.7% 100.0%


Percentage 6.7% 25.0% 24.7% 16.6% 16.3% 17.3%
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Strategy # 2  New Expedited Hire Authority (EHA) Legislation 


Constraint Addressed  Recruiting 


Target Audience  All Components 


Implementation Timeline  Targeting legislation for inclusion in the NDAA 2013 


Strategy Details & Impact 
 


Background: The Department has received and used DHA for 
hiring healthcare positions since 2003. This authority was given 
through annual Defense Appropriations Acts. The current FY 
2011 Appropriations bill contains the last DHA that the MHS will 
see. If this authority is approved in the FY 2011 Appropriations 
bill (currently under CR), it would only be available for use 
through September 30, 2011. This authority has been used 
extensively by the Services due to its ease of use and ability to 
hire on the spot.  


The EHA was approved in NDAA 2009 but contained a 
burdensome candidate assessment requirement and applied 
only to shortage category medical positions. The NDAA 2011 
provided the Department a revised version of EHA that removed 
the requirement that appointees be highly qualified and 
expanded the coverage of occupations to include those that 
were a critical need occupation or a shortage category. This 
authority would be available for use through 30 September 
2015. Implementing guidance is currently pending for this EHA 
with plans to have it delegated for use by October 1, 2011.  


In addition, OPM has agreed to work with the MHS in developing 
language for new EHA legislation that will mirror the ease of use 
the current DHA provides. This authority will provide an efficient 
and expedient method of recruiting healthcare professionals. 
Legislation has been drafted and provides a hiring process that 
will not be overly burdensome, lengthy, or resource intensive.  


The new legislation will give the SECDEF the ability to establish 
and designate any category of medical or health professional 
position within DoD as a shortage category or critical need 
occupation. It would also be available for use indefinitely. 


Legislative Changes  The CHCO is currently reviewing the proposed legislation and 
vetting it with the Services. It will be returned to OPM after 
review by the Services for submission in the legislative process. 


Funding Required  Funding is at the discretion of the Components. 


Metrics to Assess Progress  Number of annual hires using EHA 
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Strategy # 3  Physician and Dentist Pay Plan (PDPP) 


Constraint Addressed  Recruiting 


Target Audience  Potential recruits of varying medical occupations 


Implementation Timeline  2013: was awaiting Senate review for NDAA 2011, but with 
shortened version of NDAA 2011, it was not included. 


Strategy Details & Impact 
  


NDAA 2008, Section 1117, requires the SECDEF to report to 
Congress on the feasibility of establishing a scholarship program 
for civilian mental health professionals and to determine 
whether any existing DoD scholarship programs could be used to 
meet this need. Given the congressional mandate and the need 
to formalize succession planning, ODUSD(CPP) and CHCO worked 
jointly to draft legislation for 2011 to authorize the SECDEF to 
provide scholarships for civilians pursuing mental health 
occupations. It is modeled after the existing military Health 
Professionals Scholarship Program (HPSP). 


Legislative Changes  The ODUSD (CPP), in coordination with CHCO, drafted legislation 
to expand the existing military HPSP to DoD civilians. The 
legislation will be resubmitted in FY 2012. The legislation will: 


 Provide the SECDEF authority to identify the Health 
Professional occupations that will be supported by the 
Health Professions Financial Assistance Program for Civilians.


 Provide funded education at either the medical school or 
graduate school level through graduation and subsequent 
licensure. For each year of education, the employee will owe 
a year of DoD service. 


 Provide a monthly stipend. 


 Provide mentorships and clinical experience at MTFs. 


Funding Required  Funding is at the discretion of the Components. 


Metrics to Assess Progress  Number of entries into the MHS Civilian workforce via this 
scholarship program 
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Strategy # 4  Hiring Nursing Educators as a Pilot 


Constraint Addressed  Recruiting 


Target Audience  Civilian Registered Nurses (occ series 0610s) 


Implementation Timeline  Begin process Spring 2012 


Strategy Details & Impact 
 


As a result of restructuring via the BRAC 2011, Fort Belvoir will 
grow from a staff of approximately 800 to 3,000 as the facility 
transitions from a hospital to a community hospital and 
manpower is transferred from Walter Reed. This growth will 
cause a need for nurses as well as other healthcare professionals 
within the facility. 


To make the Joint Task Force, Capital Medicine (JTF Cap Med) 
facilities the employer of choice, the Department must open the 
facilities to clinical rotations. MHS is working on a partnership 
between Northern Virginia Community College and George 
Mason University. This partnership will allow Northern Virginia 
graduates in a special program, after graduating with two 
associate’s degrees and with a required GPA, to transfer to 
George Mason for an additional year and graduate with a BSN in 
three versus four years. This partnership increases the number of 
BSN nursing candidates for jobs at Fort Belvoir and provides 
schools with clinical sites and adjunct faculty. This program will 
enable Fort Belvoir to become an Employer of Choice for 
graduates. Nurse cell could develop a complete on‐boarding 
program across facilities within the NCR, making all facilities 
within JTF Cap Med employers of choice in this competitive 
world. This program will enable facilities to hire new graduates 
so MHS doesn’t lose them to other facilities. Implementing an 
on‐boarding program will grow loyalty and dedication and 
enables NCR to test innovations in recruiting and retention. 


Legislative Changes  None 


Funding Required  TMA to fund two nursing educators 


Metrics to Assess Progress  Number of registered nurses using Fort Belvoir as part of their 
clinical rotations; analysis of losses and gains (turnover rates); 
results of climate surveys. 
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Strategy # 5  Student Loan Repayment 


Constraint Addressed  Recruiting and Retention 


Target Audience  All Components: entry, mid, and senior levels 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


To facilitate recruiting and retention, MHS decided to 
aggressively use the OPM student loan repayment program 
authorized under Title 5. 


Legislative Changes  N/A 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  Loss rates of those whose loans were paid 
 


Strategy # 6  Non‐competitive Hiring Authority for Military Spouses 


Constraint Addressed  Recruiting 


Target Audience  All Components 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


This authority facilitates the entry of military spouses into the 
Federal Civil Service, minimizes disruption when military families 
move due to permanent relocation, and recognizes and honors 
Service Members who become disabled or die during active 
duty. This noncompetitive hiring authority is used for positions in 
the competitive service for qualified military spouses. Qualified 
spouses may be appointed to temporary, term, or permanent 
appointment after public notice is provided via USAJobs. These 
applicants are considered with other noncompetitive applicants. 


Legislative Changes  No changes at this time 


Funding Required  No funding required 


Metrics to Assess Progress  Number of military spouses hired 
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Strategy # 7  Strategic Diversity Initiative 


Constraint Addressed  Recruiting and Retention 


Target Audience  All levels of all Components 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
  


A diverse workforce is very important to the vitality and to 
building the bench within the MHS. The MHS Human Capital 
Office has collected demographics of all Components, active duty 
and civilian, to assess diversity across the spectrum. One of the 
initiatives is the increasing number of females applying to and 
graduating from medical schools. MHS has a working group that 
it advises, and several initiatives have come out of that work. 
First, a MHS‐wide award was given to outstanding female 
physicians, honoring the present and future members of this 
group. The junior Army, Navy, Air Force, Coast Guard, and Public 
Health Service female physicians received awards, as did the 
overall Senior female physician within the MHS. The female 
physician leadership course that was developed and held  
January 22‐23, 2011 was also very successful.  


As MHS continues to evaluate diversity and develop initiatives to 
ensure the civilian workforce is diverse, it will make a conscience 
effort to educate its leadership. 


Legislative Changes  None at this time 


Funding Required  TMA provided funding for courses in FY 2010. The intent is to 
continue with this initiative into the out years. 


Metrics to Assess Progress  Climate survey results and number of female physicians 
recruited. For other strategic initiatives, appropriate metrics will 
be determined at the time of initiation. 


 


Strategy # 8  Job Seeker’s Toolkit 


Constraint Addressed  Recruiting 


Target Audience  Potential recruits assessing future career goals 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
  


The Human Capital Office for the MHS developed a Job Seeker’s 
Toolkit. This toolkit is designed to allow a potential recruit to 
closely examine 27 of the “harder to fill” medical occupations 
and includes job vignettes of the occupation in action. This 
toolkit is posted on the MHS Human Capital website. 


Legislative Changes  None required 


Funding Required  None 


Metrics to Assess Progress  TBD 
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Strategy # 9  Social Media Information Guide 


Constraint Addressed  Recruiting and retaining 


Target Audience  All medical specialties 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


The MHS Human Capital Office authored a social media toolkit 
featuring the most recent social media tools. This toolkit was 
sent out to all Service recruiters to educate them to the different 
social media available to them to reach out to any interested 
recruits. 


Legislative Changes  None 


Funding Required  None 


Metrics to Assess Progress  TBD 
 


Strategy # 10  Healthcare Recruiting Assistance 


Constraint Addressed  Recruiting 


Target Audience  All Components, all medical specialties 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
  


The MHS has developed a variety of marketing tools advertising 
a phone number that is monitored to answer questions from 
potential recruits and to accept resumes. MHS has also 
developed a process to disseminate these resumes throughout 
the Services for interest. MHS will continue to develop resources 
for the applicants. 


Legislative Changes  None 


Funding Required  None 


Metrics to Assess Progress  TBD 
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Strategy # 11  Succession Planning for 610s 


Constraint Addressed  Recruiting and retention 


Target Audience  All civilian 610s in all Components 


Implementation Timeline  TBD 


Strategy Details & Impact 
 


The MHS Human Capital Office sponsored a working group to 
develop career tiers to address experience and education so that 
civilians can progress through the system with greater job 
satisfaction. These tiers refine compensation using Title 38 and 
assess entry and promotion potential of civilian nurses. MHS 
developed and briefed the three Service Chief Nurses on three 
options for the way ahead for implementing these career tiers 
and these options will lead the implementation of this system. 


Legislative Changes  N/A 


Funding Required  Unknown at this time 


Metrics to Assess Progress  Results of climate surveys; analysis of demographic data focused 
on future requirements 


 


Strategy # 12  SCEP/STEP* 


Constraint Addressed  Recruiting and Retention 


Target Audience  All Components, entry level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


This program allows appointment of students to positions that 
are related to their academic field of study. Employment as a 
student is in the excepted service and public notice is not 
required. Participants who meet all the requirements of the 
program may be noncompetitively converted to term, career, or 
career‐conditional appointments. These appointments will be 
used as a bridging strategy to provide experiences for the 
students and help advance them to the 0610 occupational series. 


Legislative Changes  No changes required at this time 


Funding Required  Funding at the discretion of the Component 


Metrics to Assess Progress  TBD 


 


*Student Career Experience Program (SCEP)/Student Temporary Employment Program (STEP) 
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Strategy # 13  Leadership Involvement 


Constraint Addressed  Group to deal with high level strategic issues 


Target Audience  All Components 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
  


Because many of the human capital issues are high level and 
strategic in nature, the CHCO chartered a Stakeholders’ group, 
made up of General Officers and Senior Executives from the 
Services. The quarterly meetings can be held in person or by 
phone to deal with these issues. Among the issues are data 
collections and recruiting and retention issues from the Services. 
There is also an HCSC consisting of O‐6 level representatives 
from the Services, USUHS, TMA, CPP, and JTF Cap Med. Both 
forums allow for feedback and information sharing. Under the 
auspices of the HCSC, a Recruiting and Retention working group 
was chartered to brainstorm and work issues across the Services. 


Legislative Changes  N/A 


Funding Required  N/A 


Metrics to Assess Progress  Results of initiatives undertaken by group 
 


Strategy # 14  Oversight of JTF Cap Med 


Constraint Addressed  Recruiting/retention 


Target Audience  Civilians: all levels, all Components 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


With the stand up of the JTF Cap Med and as a result of 
membership on the CHRC, MHS ensures that civilian processes 
are standardized, staffing throughout the JTF is equal to mission, 
and issues are addressed. 


Legislative Changes  N/A for Human Capital Office 


Funding Required  N/A for Human Capital Office 


Metrics to Assess Progress  TBD 
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Strategy # 15  Strategic Plan Refresh 


Constraint Addressed  Work and strategic forecasting 


Target Audience  All Components across the MHS 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


Before CHCO was stood up in July 2008, a strategic plan was 
developed with five goals and 26 objectives spanning across five 
years. In 2010, the plan was refreshed with a more realistic view 
on the office and its capabilities. The goals decreased to three 
with 13 objectives based on the Human Capital Lifecycle of 
planning, recruiting, educating, developing, retaining, and 
transitioning. This plan is refreshed by the staff every year and 
designed to address specific needs of the MHS from a recruiting, 
retention, education, and staffing aspect. This living document is 
updated to keep human capital on the forefront of the mission. 


Legislative Changes  N/A 


Funding Required  N/A 


Metrics to Assess Progress  Each year, the staff lists accomplishments that are tied to the 
goals and objectives 


 


Strategy # 16  Workforce Analysis 


Constraint Addressed  Workforce Demographics 


Target Audience  All Components. Likely beneficiaries of the reports/data 
generated include senior‐level employees in Health Affairs, Joint 
Services staff, and even Congress and the media. 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


Focus on the ability to collect data for shaping human capital 
programs for the civilian workforce. As a result of the emphasis 
in this area, in the fall of 2010, the MHS Human Capital Office 
developed and implemented a plan to maintain oversight of the 
success of the office by examining and analyzing data. Specific 
data analyzed includes military and civilian demographics, 
number of Veterans hired, turnover rates, number of staff in 
healthcare occupations, position titles in use, composition of the 
healthcare community, fill‐time data, mental health staffing 
numbers, etc. A variety of data is analyzed monthly to ensure 
goals are met and to assess and respond to gaps.  


As FCM for the medical community, it is important to identify 
and collect human capital information and provide input to 
leadership (through various forums). This data is needed to 
facilitate accurate decisions on workforce shaping and alignment 
activities. Data analysis efforts will also facilitate numerous 
ongoing efforts including: civilian recruitment and retention 
initiatives; the ability to provide responses to inquiries 
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Strategy # 16  Workforce Analysis 


concerning delivery of mental health services; and the ability to 
communicate human capital guidelines, policy requirements and 
the development of metrics to track programs. MHS will 
aggressively collaborate with the Components on data requests 
and ensure participation by all stakeholders. 


Legislative Changes  No legislative changes required 


Funding Required  N/A 


Metrics to Assess Progress  N/A 
 


Strategy # 17  Standardized Titling Project 


Constraint Addressed  Workforce Demographics 


OSD (HA) is responsible for overall human resource policy for 
DoD’s healthcare workforce. As a result of intense scrutiny by 
leadership and the media, as well as numerous Congressional 
inquiries, the CHCO decided to explore standardizing basic and 
parenthetical titles Throughout DoD for those delivering mental 
healthcare within the Department. It was determined that 
standardization would help manage the recruitment, use, and 
training of employees in these occupations as well as facilitate 
data analysis. Currently, DCPDS titling edits do not provide the 
ability to identify such positions (e.g., there are many variances 
of basic titles and parenthetical titles for mental healthcare 
positions among the Components).  


For the initial standard application, four occupations were 
identified that provide direct care services for mental health 
patients within DoD: Psychologist (180), Social Worker (185), 
Psychiatrist (602) and Mental Health Nurse (610). In cooperation 
with the CPMS FAS (Classification), parenthetical titles were 
developed to include spelling, capitalization, and abbreviations, 
as well as a short definition of each title.  


This initiative was vetted with members of the Human Capital 
Steering Committee, comprised of representatives from all 
Services, joint staff, PHS, USHSU, et al., as well as with the Corps 
Chiefs of the respective Services. These titles and the 
parenthetical definitions were also staffed with the Services 
Medical Commands and CPMS. Work is ongoing to create 
standard titling conventions in DCPDS for each healthcare 
occupation by using a drop‐down menu.  


Future plans now include standardizing all healthcare occupation 
titles, and policy guidance will be issued to mandate exclusive 
use of standardized parentheticals across DoD. The Department 
is currently working on Physician and Dentist titles and will next 
work on titles for Pharmacists and Nurses. 
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Strategy # 17  Standardized Titling Project 


Target Audience  Component HR and manpower staff. Likely beneficiaries of the 
reports/data generated as a result of this standardization project 
include senior‐level employees in Health Affairs, Joint Services 
staff, and even Congress and the media. 


Implementation Timeline  Project standardization of all healthcare occupation titles (more 
than 40 occupations) will occur in phases over the next two 
years. 


Strategy Details & Impact 
  


As FCM for the medical community, a better method for 
determining and analyzing numbers in the community will result 
from this strategy. Standardization of titles will facilitate 
numerous ongoing efforts including: reporting and data analysis, 
civilian recruitment and retention incentives, identification of 
skills usage, and ability to provide responses to inquiries 
concerning delivery of mental health services. 


Legislative Changes  No legislative changes required. 


Funding Required  No costs are involved. 


Metrics to Assess Progress  TBD 
 


Strategy # 18  CHOSP‐DoD Agency Qualifications Standards 


Constraint Addressed  The OPM qualifications standards for the 30 healthcare 
occupations covered by the CHOSP are generally outdated and 
do not address state‐of‐the‐art technology. 


Target Audience   


Implementation Timeline  October 2011 


Strategy Details & Impact 
 


In the interest of the need for sound HR management to meet 
the Department’s medical mission, DoD qualification standards 
for the 30 occupations were established. These standards are 
predictive of successful recruitment to meet management 
objectives. These standards will be applied uniformly for like 
positions throughout DoD. 


The application of qualification standards in DoD is an integral 
part of the MTF’s overall HR program. In that context, it includes 
applying those related policies and procedures in the applicable 
portions of the CFR. 


Legislative Changes  Authority delegated to DoD by NDAA 2008 amended title 10, 
section 1599c 


Funding Required  None 


Metrics to Assess Progress  Implementation simultaneously throughout DoD 
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Strategy # 19  Joint Medical Executive Skills Institute 


Constraint Addressed  Leadership skills, retention, succession planning 


Target Audience  All Components, GS‐15 and O‐5 and O‐6 levels 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


JMESI has established the Joint Medical Executive Skills Oversight 
Committee and the CHCO has been recommended to be the 
chair. The members will meet to discuss JMESI successes, issues, 
and problems as presented by the JMESI, to establish consensus 
when needed, and to carry out initiatives as appropriate. The 
members will also meet to request research, information, and 
subject matter expertise for matters requiring decisions and 
consensus from the JMESI. Members include Deputy Surgeons 
General of the Military Services; Commanding General, 
AMEDDC&S; USUHS MEDXellence course representative; 
Executive Director, JMESI; and Deputy Director, TMA. 


Legislative Changes  Policy document (DoDD 6000.15) in coordination 


Funding Required  N/A 


Metrics to Assess Progress  TBD 
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Workforce Requirements Analysis 
Clinical Psychologist, Series 0180 


Figure B11‐14:GS‐0180 Psychologist Requirements 


 


Data generated by OPM/EHRI CIVFORS Application: Population includes all appropriated funds; Medical personnel only. 


2005 2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018


Fourth Estate 42 40 50 58 59 59 107 117 117 117 117 117 117 117


Navy 121 124 124 113 125 114 100 81 84 87 88 90 90 90


Army 381 402 396 447 526 675 930 930 930 930 930 930 930 930


Air Force 17 17 17 17 18 17 27 28 29 29 29 29 29 29


Target 1,129 1,164 1,156 1,160 1,163 1,164 1,166 1166 1166
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Current vs. Future Competencies 


Current Competencies Required  Future Competencies 
Required 


 Clinical psychologists are credentialed by the 
American Psychological Association (APA). 
Competencies are presumed with these 
credentials. APA‐accredited clinical or counseling 
psychology‐education programs, one‐year clinical 
internship, and licensure plus credentials are used 
for workforce planning, hiring, and compensation. 
Privileging process is used for granting permission 
and responsibility to independently provide 
mental/behavioral health services within the 
scope of the practitioner’s licensure, certification, 
or registration.  


 Ability to evaluate, diagnose, counsel, and 
conduct brief interventions and prescribe 
treatment for patients with a broad variety of 
psychological, emotional, mental, physical, and 
behavioral issues and disorders 


 Ability to independently perform and successfully 
collaborate with medical professionals to provide 
services involving:  


 Counseling and advice to patients  
 Operation of combat stress facility  


 Assessment, development, implementation, 
and modification of treatment plans 


 Management of grief and loss 


 Recognition of risk factors for disorders 
 Traumatic stress response (disaster, crisis) 


 Knowledge of psychological principles, theories, 
methods, and techniques 


 Ability to prepare reports, case histories, and 
documentation of patient diagnoses and 
treatments 


 Ability to administer and interpret psychological 
tests for diagnosis and differentiation of mental 
causes of medical and behavioral disorders 


Same as current 
competencies 


 


Mental Health workload has increased across the MHS. Among the reasons identified are Post‐


Traumatic Stress Disorder (PTSD), traumatic brain injury, increased suicide rates associated with 


repeated deployments, earlier identification, and reduction of stigma. The Army and the Navy 


will lose 36 and 12 Psychologist positions, respectively, by end of FY 2011 with the transfer of 


these positions to the Fourth Estate under the auspices of the JTF Cap Med BRAC. 
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Projected Gains Requirements/Net Change 


Figure B11‐15: GS‐0180 Series Gains, Losses, & Net Change 


 
Data generated by OPM/EHRI CIVFORS Application: Gains include all personnel gains to the MCO as an aggregate of all 
Component gains, including new‐hires, transfers, and inactive status to active status. Losses include all personnel losses to the 
MCO as an aggregate of all Component losses, including retirements, transfers, and active status to inactive status. 


 


MCO Analysis and Challenges 
Which factors impact end‐strength targets?  


With the recognized demand placed on uniformed medical personnel to be available for 


deployment and the need to keep the Wounded Warrior Covenant of Care to the wounded, 


ill, and injured Service Members, funding levels are generally sufficient to meet the needs 


for the Federal civilian workforce. DoD employs a wide range of flexibilities with active duty, 


reserve, Federal civilian, and contractor personnel to satisfy its commitments. Thus, the 


Department has not included any unconstrained workforce requirement. However, it is 


envisioned that end‐strength civilian end‐strength targets would be considerably higher if 


not supplemented by contractor staff. There may, at times, be specific locations where it is 


difficult to recruit Licensed Clinical Psychologists due to a lack of supply or the economy, 


which may price the salary level out of the compensation limitation for the Federal 


Government. In many of those cases, contractor or reserve personnel provide a vehicle for 


attracting the talent needed to fill open positions. 


Additionally, it must be noted that much of the funding for mental/behavioral health 


positions are for time‐limited appointments (TEMP or PERM positions). Time‐limited 


appointments make the position less attractive to candidates who are seeking permanent 


appointments and therefore negatively affect the recruitment efforts.  


2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018


Gains 96 98 149 171 258 458 161 164 163 161 161 161 161


Losses ‐72 ‐95 ‐104 ‐78 ‐121 ‐158 ‐169 ‐160 ‐160 ‐160 ‐159 ‐159 ‐159


Net Change 24 2 45 93 136 300 ‐8 4 3 1 2 2 2
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Please provide specific details on how these factors affect your goals. 


The OPM Classification Standards were last published in June 1968 and therefore do not 


reflect current medical mission needs. Should the standards be updated to address state‐of‐


the‐art requirements, it is highly conceivable that the grade level structure for the 180 


series would improve pay equity between DoD and other Federal agencies and allow for 


competition with the private sector. Positions are generally recruited for at the GS‐13 level; 


however, new hires are often employed at advanced in‐hire rates to provide competitive 


salaries.  


Below are specific comments from the Components: 


Air Force: Currently, the Air Force has only a limited number of Civilian Psychologist 


Authorizations (13). 


Budget and manpower authorizations: Overall budget and end strength in Civilian 


authorizations is constrained.  


Hiring Process: Hiring civilians is a very slow process. Delays in hiring frequently result in 


strong candidates accepting positions with other employers. Conversion of NSPS to GS has 


lengthened hiring delays. 


Labor market: Strong demand for psychologists; VA and Services are competing with other 


healthcare organizations for candidates. Extensive training required to become a 


psychologist limits the available overall supply.  


Compensation: Civilian Psychologists have not yet reverted to GS from NSPS. Historically, 


assigned GS level and associated compensation was below what would provide a 


competitive salary, especially for new hires. The Office of the Assistant Secretary of 


Defense, Health Affairs (OASD[HA]) CHOSP is currently reviewing civilian personnel policies 


as they relate to qualifications, appointments, and pay.  


Security clearance and public trust investigations: These investigations can take a 


significant amount of time, preventing a newly hired civilian from performing important 


aspects of their duties until finally cleared. These delays make the civilian positions less 


attractive to employer and employee. 


Please elaborate on how these factors will affect specific mission objectives. 


Navy: The newly enacted Federal pay freeze, which froze all SSRs, could provide a very 


serious problem for retaining those at the top of their pay range. 


Air Force: These factors could affect the Air Force’s ability to hire well‐qualified civilian 


psychologists. Without sufficient psychologists, the Air Force’s ability to treat Airmen and 


their family members suffering from mental health problems is impaired. Current wartime 


operations are increasing stress on Airmen and their families. Mental health services 


frequently require the expertise of Psychologists: Psychological evaluation and therapy, 


psychological testing, neuropsychological testing and assessment, command consultation, 


occupational evaluation, organizational assessments and interventions, prevention 
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activities, etc. Further, because of their scientific training in human learning, cognition, and 


social and organizational behavior, Psychologists are uniquely qualified to develop and 


provide resiliency and human performance enhancement programs. 


Are you currently using a competency model for talent management/HR practices?  


Army: No. The clinical psychologists are credentialed by the APA; the competencies are 


presumed with these credentials.  


Air Force: No. Competency is initially assessed by meeting standards for advanced degree 


(doctorate from APA‐accredited university), completion of an APA‐approved internship, and 


passage of national licensure examination and licensure as a Clinical Psychologist. Ongoing 


competency is assessed by peer reviews, specific certifications, and a variety of training 


provided to target required military specific skills. 


 


If Yes: 


Did you/your Component develop/modify the competency model, or are you leveraging the 
efforts of others? 


Navy: The competency model developed by DoD Health Affairs in conjunction with SMEs in 
the three Services is specifically designed to improve competency matches and expectations 
for licensed clinical psychologists working in a joint or multi‐service environment. This 
model supplements the nationally‐accepted education, supervised (practice) internship, 
licensing, credentialing, and privileging models that are common within healthcare 
occupations. 


What is the scope of the competency model? i.e., who is the intended audience?  


The (Navy) National standards plus local privileging. DoD model is for those working in a 
joint or multi‐service environment. 


Do the competencies reflect both current and future mission requirements?  


Navy: Yes; however, as with any medical field, competencies evolve with changes in 
practice, technology, and the nature of illness and associated treatment regiments. 


If yes, please provide examples of competencies that are critical for future mission demands:  


Navy: Core privileges for licensed clinical psychologist providers are covered in Appendix G 
of BUMEDINST 6320.66D, Subject: Credentials Review and Privileging Program. 


What stages of the talent management process are the competencies used to support? 


Navy: APA‐accredited clinical or counseling psychology‐education programs, one‐year 
clinical internship, and licensure plus credentials are used for workforce planning, hiring, 
and compensation. Privileging process is used for granting permission and responsibility to 
independently provide mental/behavioral health services within the scope of the 
practitioner’s licensure, certification, or registration. Age‐dependent criteria apply where 
appropriate. 


Federal civilian licensed clinical psychologists are hired to provide a specific range of 
mental/behavioral health services and to help supervise and train junior military members. 
To fulfill expectations for that level of responsibility, they must have successfully completed 
all the appropriate education, supervised practice, and licensure required for their 







Fiscal Year 2010‐2018    DoD Strategic Workforce Plan 


74  Appendix B11: Medical Functional Community   


independent practice. These standards are set nationally and carefully monitored by the 
APA and The Joint Commission, which accredits healthcare organizations. 


Please provide any additional details regarding your competency model development. 


Navy: The competency model was developed for those licensed clinical psychologists 
working in a joint or multi‐service environment. Because the vast majority of Federal 
Civilian Licensed Clinical Psychologists are employed by the Navy to work in a single‐service 
environment they are not affected. 


Are you partnering with other communities? If so, please describe.  


Navy: The model was developed by DoD Health Affairs in conjunction with the three 
Services. 


 


Career Level Targeted: Entry Level 


When will the strategy be developed and implemented? 


Navy: The education and licensure of clinical psychologists is established at state levels 
based on national norms. Educational programs leading to a Doctor of Clinical Psychology 
degree are established and regulated by the APA. Doctoral preparation is now the standard 
within the profession. All clinical psychologists hired within Navy Medicine are also 
expected to have several years experience in mental/behavioral health services before 
being hired. Many are also required to provide clinical supervision of junior military 
members as part of their education and development. Thus, the norm at hiring is the mid‐ 
or full‐performance level. 


Air Force: No unique strategies are currently required to fill current civilian psychologist 
positions at any level. Currently using DHA and will use EHA when series are approved. 
Working on process improvement of the hiring process through coordination with Air 
Force/A1, use of single staffing tool. Series 0180 is one of the 30 occupations being 
reviewed for implementation of Title 38 authorities, including update of qualification 
standards, appointments and pay flexibilities, with the goal of making DoD more 
competitive with other Federal agencies. 


Navy: 2007: Tri‐service review of the classification and qualification criteria for licensed 
clinical psychologists resulted in the development of a draft classification and qualification 
standard for mental/behavioral specialists. Before approaching the OPM for a review of the 
new standard, it was determined that to be consistent with the VA, the full performance 
level of licensed clinical psychologists should be GS‐13 or NSPS equivalent. 


2008: Centralized recruiting capability established 


2009/2010: Monthly tracking and reporting of all licensed clinical psychologists hiring was 
provided to DoD Health Affairs. Consideration was given to providing financial incentives to 
students in programs that would lead to appointments as licensed clinical psychologists. 
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Career Level Targeted: Entry Level 


What type of strategy? e.g., hiring, training, etc. 


Navy: Recruiting and attracting: centralized recruitment allows for targeted recruitment 
and simplified referral of candidate. It also allows for the targeting of recruitment funds to 
venues that produce the best results. 


Hiring authorities: DHA is available for licensed clinical psychologists. 


Compensating: The higher steps on the GS‐13 pay schedule currently are sufficient to 
attract and retain licensed clinical psychologists. In those areas where extra incentives are 
needed, recruitment and retention bonuses are available. Use of advanced leave accrual 
credit is also considered since most are entering in mid‐career. 


Summary of problem or gap to be addressed 


Army: For all levels, continued use of 3Rs and other incentives as needed. MEDCOM has a 
specific recruitment and retention cell dedicated to recruitment efforts (job fairs, national 
professional conventions, etc). Continued efforts of the Title 38/CHOSP Task Force. 


Army: For all levels, continued use of 3Rss and other incentives as needed. MEDCOM has a 
specific recruitment and retention cell dedicated to recruitment efforts (job fairs, national 
professional conventions, etc). Continued efforts for Title 38/CHOSP task force to address 
the personnel system for 30 occupations to include psychologists, which will grant greater 
recruitment/pay flexibilities. 


Navy: Should there be even a moderate rise in demand for Licensed Clinical Psychologists 
nationwide, the across‐the‐board use of recruitment and retention incentives followed by 
SSRs will be needed. Careful monitoring of hiring and compensation trends is needed; as a 
result, DoD Health Affairs has been working closely with both the VA and the Public Health 
Service. 


Note: Under the newly enacted Federal pay freeze, SSRs are frozen, and thus one of the 
main tools open to competitive compensation may now be closed to Federal hiring 
managers. 


Detailed narrative on strategy 


Navy: Careful monitoring of hiring and compensation trends is needed; as a result, DoD 
Health Affairs has been working closely with both the VA and the Public Health Service. DoD 
Health Affairs is also planning to ask the OPM to grant DHA for licensed clinical 
psychologists. 


Are you addressing this in the PPBE process? If so, please provide details by phase. If not, 
please identify what funding would be necessary to accomplish the strategy. 


Navy: Is being addressed at DoD Health Affairs level using tri‐service input. The need for 
additional funding to implement a Title 38‐based hybrid compensation system for 
healthcare occupations was addressed by BUMED in POM‐13. 
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Career Level Targeted: Entry Level 


Legislative/ policy changes needed? 


Navy: DoD Health Affairs has established a working group to examine the feasibility of 
incorporating additional VA appointing authorities, qualifications, and compensation 
flexibilities within DoD. Navy Medicine is participating actively in this effort. Close 
coordination with the NSPS Transition Office, Health Affairs, and CPMS is being maintained. 
In addition, close coordination is being maintained with congressional staffs to ensure that 
DHA for licensed clinical psychologists continues through 2015. 


Critical to the recruitment of healthcare providers is close contact with them during a 
period of career change. Contact is especially critical for those voluntarily choosing to leave 
the Military Service—either through resignation or retirement. For those considering 
Federal civilian careers after retirement or resignation, two policies have proven critical 
during the past decade—no waiting period between retirement and appointment and no 
penalty or offset for their civil service earnings. These policies must be maintained to ensure 
that a Federal civilian career is considered a viable option. 


 


Career Level Targeted: Senior Level 


When will the strategy be developed and implemented? 


Navy: Federal civilian hiring for licensed clinical psychologists is exclusively for the 
independent provider level. Senior level positions are reserved for military members as part 
of their overall career agreement for active uniformed service. In rare cases where a Federal 
civilian is considered for one of these senior management positions, it is done through a 
competitive process. 


What type of strategy? e.g., hiring, training, etc. 


Navy: Competitive selection 


Summary of problem or gap to be addressed 


Army: For all levels, continued use of 3Rs and other incentives as needed. MEDCOM has a 
specific recruitment and retention cell dedicated to recruitment efforts (job fairs, national 
professional conventions, etc). Continued efforts for Title 38/CHOSP task force to address 
the personnel system for 30 occupations to include psychologists, which will grant greater 
recruitment/pay flexibilities. 


Navy: None 
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Army 0610 
Civilian % of 
Total Force 


Military % of 
Total Force 


Contracted Support 
% of Total Force 


Total Force 


FY 2009 


Baseline 
2%  66%  32%  =100% 


FY 2012  8%  84%  8%  =100% 


FY 2014  8%  84%  8%  =100% 


FY 2016–FY 2018 
Desired End State 


7%  86%  7%  =100% 


Please provide an overview of the methods used to determine workforce mix: 


Air Force: Active duty data obtained through Total Human Resource Managers Information 
Systems (THRMIS) Military Personnel Data System (MILPDS) and Manpower Programming 
Execution System (MPES) databases, and includes NDAA 2010 Section 714 requirement, 
implemented in FY 2012 to FY 2016. Civilian workforce percentage based on DCPDS (in mental 
health FAC) and reflects the “unconstrained workforce” growth listed in Section I. Contract data 
obtained from Air Force Communications Command (AFCC) and Air Force Medical Logistics 
Office (AFMLO) and reflects conversion of contract positions to civilians to account for civilian 
authorization growth. 


 


Figure B11‐16: GS‐0180 Series Turnover (Historical/Predicted) 


 


Data generated by OPM/EHRI CIVFORS Application: Turnover percent is calculated by summing all losses from MCO and 
Component divided by the average strength at the beginning and end of the FY. 


2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018


Air Force 7.1% 11.2% 14.9% 10.4% 26.8% 28.5% 23.1% 22.5% 22.1% 18.4% 22.1% 22.1% 22.1%


Army 12.2% 16.6% 16.8% 10.7% 14.7% 15.4% 13.3% 13.3% 13.3% 13.3% 13.3% 13.3% 13.3%


Navy 14.8% 19.3% 19.9% 15.2% 19.1% 16.8% 30.9% 22.9% 25.3% 24.8% 23.5% 23.2% 23.2%


Fourth Estate 12.2% 6.7% 13.0% 10.3% 9.5% 12.4% 10.2% 9.7% 7.0% 7.9% 7.0% 7.0% 7.0%


Total 12.6% 16.3% 17.0% 11.5% 15.2% 15.6% 14.6% 13.8% 13.7% 13.7% 13.6% 13.6% 13.6%
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Figure B11‐17: Years to Retirement Eligibility/Forecast Retirements (All 0180) 


 
Data generated by OPM/EHRI CIVFORS Application: Note that “Forecasted Retirements” are forecasted against projected future 
strength forecasts while other categories of Retirement Eligibility reflect the workforce as of 30 Sep2010. 


 


MCO Strategies 


Strategy # 1  DHA for Medical Specialties 


Constraint Addressed  Recruiting 


Target Audience  All MCOs in all Components 


Implementation Timeline  Ongoing since 2003 


Strategy Details & Impact 
 


This authority was established by OPM as a targeted recruitment 
tool to improve Federal Government access to talented and 
critically needed medical skill sets. Currently, MHS has 
permanent DHA for nurses, pharmacists, and physicians. MHS 
also has DHA via the Appropriations Act. CHCO is working with 
OPM to add Series 180 and 185 to the Federal‐wide permanent 
DHA authority. 


Legislative Changes  The DHA in the Appropriations Act that expires at the end of 
2011 and will not be renewed. 


Funding Required  N/A 


Metrics to Assess Progress  Number of annual hires using DHA 
 


Forecasted 
Retirements 
(0‐5 years)


Current‐5 6‐10 11‐15 16‐20 >20


Fourth Estate 9 15 13 4 5 5


Navy 29 34 47 19 24 15


Army 121 182 169 77 124 72


Air Force 19 5 5 2 4 2


Cumulative 28.7% 57.0% 69.5% 88.5% 100.0%


Percentage 15.3% 28.7% 28.3% 12.5% 19.0% 11.5%
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Strategy # 2  New EHA Legislation 


Constraint Addressed  Recruiting 


Target Audience  All Components 


Implementation Timeline  Targeting legislation for inclusion in the NDAA 2013 


Strategy Details & Impact 
 


Background: The Department has received and used DHA for 
hiring healthcare positions since 2003. This authority was given 
through annual Defense Appropriations Acts. The current FY 
2011 Appropriations bill contains the last DHA that the MHS will 
see. If this authority is approved in the FY 2011 Appropriations 
bill (currently under CR), it would only be available for use 
through September 30, 2011. This authority has been used 
extensively by the Services due to its ease of use and ability to 
hire on the spot.  


The EHA was approved in NDAA 2009 but contained a 
burdensome candidate assessment requirement and applied 
only to shortage category medical positions. The NDAA 2011 
provided the Department with a revised version of EHA that 
removed the requirement that appointees be highly qualified 
and expanded the coverage of occupations to include those that 
were deemed a critical need occupation or a shortage category. 
This authority would be available for use through September 30, 
2015. Implementing guidance is currently pending for this EHA 
with plans to have it delegated for use by October 1, 2011.  


In addition, OPM has agreed to work with the MHS in developing 
language for new EHA legislation that will mirror the ease of use 
what the current DHA provides. This authority will provide an 
efficient and expedient method of recruiting healthcare 
professionals. Legislation has been drafted and provides a hiring 
process that will not be overly burdensome, lengthy, or resource 
intensive.  


The new legislation will give the SECDEF the ability to establish 
and designate any category of medical or health professional 
position within DoD as a shortage category or critical need 
occupation. It would also be available for use indefinitely. 


Legislative Changes  The CHCO is currently reviewing the proposed legislation and 
vetting it with the Services. It will be returned to OPM after 
review by the Services for submission in the legislative process. 


Funding Required  Funding is at the discretion of the Components. 


Metrics to Assess Progress  Number of annual hires using EHA 
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Strategy # 3  Civilian Scholarship Program for Medical Specialties 


Constraint Addressed  Recruiting 


Target Audience  Potential recruits of varying medical occupations 


Implementation Timeline  2013: was awaiting Senate review for NDAA 2011, but with 
shortened version of NDAA 2011, it was not included. 


Strategy Details & Impact 
 


NDAA 2008, Section 1117, requires the SECDEF to report to 
Congress on the feasibility of establishing a scholarship program 
for civilian mental health professionals and to determine 
whether any existing DoD scholarship program could be used to 
meet this need. Given the congressional mandate and the need 
to formalize succession planning, ODUSD (CPP) and CHCO 
worked jointly to draft legislation for 2011 to authorize the 
SECDEF to provide scholarships for civilians pursuing mental 
health occupations. It is modeled after the existing military HPSP.


Legislative Changes  The ODUSD (CPP), in coordination with CHCO, drafted legislation 
to expand the existing military HPSP to DoD civilians. The 
legislation will be resubmitted in FY 2012. The legislation will: 


 Provide the SECDEF authority to identify the Health 
Professional occupations that will be supported by the 
Health Professions Financial Assistance Program for Civilians 


 Provide funded education at either the medical school or 
graduate school level through graduation and subsequent 
licensure. For each year of education, the employee will owe 
a year of DoD service. 


 Provide a monthly stipend. 


 Provide mentorships and clinical experience at MTFs. 


Funding Required  Funding is at the discretion of the Components. 


Metrics to Assess Progress  Number of entries into the MHS Civilian workforce via this 
scholarship program 


 


Strategy # 4  Student Loan Repayment 


Constraint Addressed  Recruiting and retention 


Target Audience  All Components: entry, mid, and senior levels 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


To facilitate recruiting and retention, it was decided to 
aggressively use the OPM student loan repayment program 
authorized under Title 5. 


Legislative Changes  N/A 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  Loss rates of those whose loans were paid 
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Strategy # 5  Strategic Diversity Initiative 


Constraint Addressed  Recruiting and retention 


Target Audience  All levels of all Components 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


A diverse workforce is very important to the vitality and to 
building the bench within the MHS. The MHS Human Capital 
Office has collected demographics of all Components, active duty 
and civilian, to assess diversity across the spectrum. One of the 
initiatives is the increasing number of females applying to and 
graduating from medical schools. MHS has a working group that 
it advises, and several initiatives have come out of that work. 
First, a MHS‐wide award was given to outstanding female 
physicians, honoring the present and future members of this 
group. The junior Army, Navy, Air Force, Coast Guard, and Public 
Health Service female physicians received awards, as did the 
overall Senior female physician within the MHS. The female 
physician leadership course that was developed and held 22‐23 
January 2011 was also very successful.  


As MHS continues to evaluate diversity and develop initiatives to 
ensure the civilian workforce is diverse, it will make a conscience 
effort to educate its leadership. 


Legislative Changes  None at this time 


Funding Required  TMA provided funding for the course in FY 2010. The intent is to 
continue with this initiative into the out years. 


Metrics to Assess Progress  Climate survey results and number of female physicians 
recruited. For other strategic initiatives, appropriate metrics will 
be determined at the time of initiation. 


 


Strategy # 6  Job Seeker’s Toolkit 


Constraint Addressed  Recruiting 


Target Audience  Potential recruits assessing future career goals 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


The Human Capital Office for the MHS developed a Job Seeker’s 
Toolkit. This toolkit is designed to allow a potential recruit to 
closely examine 27 of the “harder to fill” medical occupations 
and includes job vignettes of the occupation in action. This 
toolkit is posted on the MHS Human Capital website. 


Legislative Changes  None required 


Funding Required  None 


Metrics to Assess Progress  TBD 
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Strategy # 7  Social Media Information Guide 


Constraint Addressed  Recruiting and retaining 


Target Audience  All medical specialties 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


The MHS Human Capital Office authored a social media toolkit 
featuring the most recent social media tools. This toolkit was 
sent out to all Service recruiters to educate them to the different 
social media available to them to reach out to any interested 
recruits. 


Legislative Changes  None 


Funding Required  None 


Metrics to Assess Progress  TBD 
 


Strategy # 8  Healthcare Recruiting Assistance 


Constraint Addressed  Recruiting 


Target Audience  All Components and all medical specialties 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


The MHS has developed a variety of marketing tools advertising 
a phone number that is monitored to answer questions from 
potential recruits and to accept resumes. MHS has also 
developed a process to disseminate these resumes throughout 
the Services for interest. We will continue to develop resources 
for the applicants. 


Legislative Changes  None 


Funding Required  None 


Metrics to Assess Progress  TBD 
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Strategy # 9  Leadership Involvement 


Constraint Addressed  Group to deal with high level strategic issues 


Target Audience  All Components 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


Because many of the human capital issues are high level and 
strategic in nature, the CHCO chartered a Stakeholders’ group, 
made up of General Officers and Senior Executives from the 
Services. The quarterly meetings can be held in person or by 
phone to deal with these issues. Among those issues are data 
collections and recruiting and retention issues from the Services. 
There is also an HCSC consisting of O‐6 level representatives 
from the Services, USUHS, TMA, CPP, and JTF Cap Med. Both 
forums allow for feedback and information sharing. Under the 
auspices of the HCSC, a Recruiting and Retention working group 
was chartered to brainstorm and work issues across the Services. 


Legislative Changes  N/A 


Funding Required  N/A 


Metrics to Assess Progress  Results of initiatives undertaken by group. 
 


Strategy # 10  Oversight of JTF Cap Med 


Constraint Addressed  Recruiting/retention 


Target Audience  Civilians on all levels and all Components 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


With the stand up of the JTF Cap Med and as a result of 
membership on the CHRC, the Department ensures civilian 
processes are standardized, staffing throughout the JTF is equal 
to mission, and issues are addressed. 


Legislative Changes  N/A for Human Capital Office 


Funding Required  N/A for Human Capital Office 


Metrics to Assess Progress  TBD 
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Strategy # 11  Strategic Plan Refresh 


Constraint Addressed  Work and strategic forecasting 


Target Audience  All Components across the MHS 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


Before CHCO was stood up in July 2008, a strategic plan was 
developed with five goals and 26 objectives spanning five years. 
In 2010, the plan was refreshed with a more realistic view of the 
office and its capabilities. The goals decreased to three with 13 
objectives based on the Human Capital Lifecycle of planning, 
recruiting, educating, developing, retaining, and transitioning. 
This plan is refreshed by the staff every year and designed to 
address specific needs of the MHS from a recruiting, retention, 
education, and staffing aspect. This living document is updated 
to keep human capital on the forefront of the Department’s 
mission. 


Legislative Changes  N/A 


Funding Required  N/A 


Metrics to Assess Progress  Each year, the staff lists accomplishments that are tied to the 
goals and objectives. 


 


Strategy # 12  Workforce Analysis 


Constraint Addressed  Workforce Demographics 


Target Audience  All Components. Likely beneficiaries of the reports/data 
generated include senior‐level employees in Health Affairs, Joint 
Services staff, and even Congress and the media. 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


Focus on the ability to collect data for shaping human capital 
programs for the civilian workforce. As a result of the emphasis 
in this area, in the fall of 2010, the MHS Human Capital Office 
developed and implemented a plan to maintain oversight of the 
success of the office by examining and analyzing data. Specific 
data analyzed included military and civilian demographics, 
number of Veterans hired, turnover rates, number of staff in 
healthcare occupations, position titles in use, composition of the 
healthcare community, fill‐time data, mental health staffing 
numbers, etc. A variety of data is analyzed monthly to ensure 
goals are met and to assess and respond to gaps.  


As FCM for the medical community, it is important to identify 
and collect human capital information and provide input to 
leadership (through various forums). This data is needed to 
facilitate accurate decisions on workforce shaping and alignment 
activities. Data analysis efforts will also facilitate numerous 
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Strategy # 12  Workforce Analysis 


ongoing efforts including: civilian recruitment and retention 
initiatives; the ability to provide responses to inquiries 
concerning delivery of mental health services; and the ability to 
communicate human capital guidelines, policy requirements, and 
the development of metrics to track programs. We will 
aggressively collaborate with the Components on data requests 
and ensure participation by all stakeholders. 


Legislative Changes  No legislative changes are required. 


Funding Required  N/A 


Metrics to Assess Progress  N/A 
 


Strategy # 13  Standardized Titling Project 


Constraint Addressed  Workforce demographics: 
OSD (HA) is responsible for overall human resource policy for 
DoD’s healthcare workforce. As a result of intense scrutiny by 
leadership and the media, as well as numerous congressional 
inquiries, the CHCO decided to explore standardizing basic and 
parenthetical titles throughout DoD for those delivering mental 
healthcare within the Department. It was determined that 
standardization would help manage the recruitment, use, and 
training of employees in these occupations as well as facilitate 
data analysis. Currently, DCPDS titling edits do not provide the 
ability to identify such positions (e.g., there are many variances 
of basic titles and parenthetical titles for mental healthcare 
positions among the Components).  
For the initial standard application, four occupations were 
identified that provide direct mental health patient care services 
within DoD: Psychologist (180), Social Worker (185), Psychiatrist 
(602), and Mental Health Nurse (610). In cooperation with the 
CPMS FAS (Classification), parenthetical titles were developed to 
include spelling, capitalization, and abbreviations, as well as a 
short definition of each title.  
This initiative was vetted with members of the Human Capital 
Steering Committee, comprised of representatives from all 
Services, Joint Staff, PHS, USHSU, et al., as well as with the Corps 
Chiefs of the respective Services. These titles and the 
parenthetical definitions were also staffed with the Services 
Medical Commands and CPMS. Work is ongoing to create 
standard titling conventions in DCPDS for each healthcare 
occupation by using a drop‐down menu.  


Future plans now include standardizing all healthcare occupation 
titles, and policy guidance will be issued to mandate exclusive 
use of standardized parentheticals across DoD. The Department 
is currently working on Physician and Dentist titles and will next 
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Strategy # 13  Standardized Titling Project 


work on titles for Pharmacists and Nurses.


Target Audience  Component HR and manpower staff. Likely beneficiaries of the 
reports/data generated as a result of this standardization project 
include senior‐level employees in Health Affairs, Joint Services 
staff, and even Congress and the media. 


Implementation Timeline  Project standardization of all healthcare occupation titles (more 
than 40 occupations) will occur in phases over the next two 
years. 


Strategy Details & Impact 
 


As FCM for the medical community, a better method for 
determining and analyzing numbers in the community will result 
from this strategy. Standardization of titles will facilitate 
numerous ongoing efforts including: reporting and data analysis, 
civilian recruitment and retention incentives, identification of 
skills usage, and ability to provide responses to inquiries 
concerning delivery of mental health services. 


Legislative Changes  No legislative changes are required. 


Funding Required  No costs are involved. 


Metrics to Assess Progress  TBD 
 


Strategy # 14  Civilian Healthcare Occupation Sustainment Plan (CHOSP) DoD 
Agency Qualifications Standards 


Constraint Addressed  The OPM qualifications standards for the 30 healthcare 
occupations covered by the CHOSP are generally outdated and 
do not address state‐of‐the‐art technology. 


Target Audience   


Implementation Timeline  October 2011 


Strategy Details & Impact 
 


In the interest of the need for sound HR management to meet 
the Department’s medical mission, DoD qualification standards 
for the 30 occupations were established. These standards are 
predictive of successful recruitment to meet management 
objectives. These standards will be applied uniformly for like 
positions throughout DoD. 


The application of qualification standards in DoD is an integral 
part of the MTF’s overall HR program. In that context, it includes 
applying those related policies and procedures in the applicable 
portions of the CFR. 


Legislative Changes  Authority delegated to DoD by NDAA 2008 amended Title 10, 
Section 1599c 


Funding Required  None 


Metrics to Assess Progress  Implementation simultaneously DoD wide 
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Strategy # 15  Joint Medical Executive Skills Institute 


Constraint Addressed  Leadership skills, retention, and succession planning 


Target Audience  All Components, GS‐15 and O‐5 and O‐6 levels 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


JMESI has established the Joint Medical Executive Skills Oversight 
Committee, and the CHCO has been recommended to be the 
chair. The members will meet to discuss JMESI successes, issues, 
and problems as presented by the JMESI, to establish consensus 
when needed, and to carry out initiatives as appropriate. They 
will also meet to request research, information, and subject 
matter expertise for matters requiring decisions and consensus 
from the JMESI. Members include Deputy Surgeons General of 
the Military Services; Commanding General, AMEDDC&S; USUHS 
MEDXellence course representative; Executive Director, JMESI; 
and Deputy Director, TMA. 


Legislative Changes  Policy document (DoDD 6000.15) in coordination 


Funding Required  N/A 


Metrics to Assess Progress  TBD 
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Workforce Requirements Analysis 
Social Worker, Series 0185 


Figure B11‐18: GS‐0185 Social Worker Requirements 


 


Data generated by OPM/EHRI CIVFORS Application: Population includes all appropriated funds. 


2005 2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018


Fourth Estate 3 3 3 3 4 8 94 111 111 111 111 111 111 111


Navy 246 243 251 251 272 264 270 256 257 255 253 255 255 255


Army 445 480 468 723 875 1,108 1,387 1,387 1,387 1,387 1,387 1,387 1,387 1,387


Air Force 143 153 151 154 159 195 189 190 188 188 192 197 197 197


Target 1,851 1,934 1,938 1,938 1,938 1,938 1,938 1938 1938
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Current vs. Future Competencies 


Current Competencies Required  Future Competencies 
Required 


 MSW (CSWE accredited); two to three years 
supervised clinical counseling experience, or 2,000 
to 3,600 hours of supervised clinical social work 
experience; current, active, unrestricted, 
independent practice level licensing; credentialed 
and privileged to deliver a full range of patient 
care in mental health; board certification 
encouraged. 


 Ability to evaluate, diagnose, counsel, and 
prescribe treatment for patients with a broad 
variety of psychological, emotional, mental, 
physical, and behavioral issues and disorders.  


 Ability to independently perform and successfully 
collaborate with medical professionals to provide 
services involving:  


 Crisis intervention 
 Assessment, development, implementation, 


and modification of treatment plans 


 Management of grief and loss  


 Recognition of risk factors for disorders 
 Medical discharge planning 


 Critical incident stress management (disaster, 
crisis) 


 Care management of behavioral health cases 


 Safety and emergency preparedness and 
response  


 Management and provision of substance‐
abuse program services (e.g. ADAPT) 


 Management and provision of family 
advocacy, treatment, and prevention 
programs 


 Counseling and advice to patients and groups 
 Evaluation and interpretation of case 


histories 


 Management of family violence programs. 


Same as current 
competencies 
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Projected Gains Requirements/Net Change 


Figure B11‐19: GS‐0185 Series Gains, Losses, & Net Change 


 
Data generated by OPM/EHRI CIVFORS Application: Gains include all personnel gains to the MCO as an aggregate of all 
Component gains, including new‐hires, transfers, and inactive status to active status. Losses include all personnel losses to the 
MCO as an aggregate of all Component losses including retirements, transfers, and active status to inactive status. 


 


MCO Analysis and Challenges 
Which factors impact your end‐strength targets?  


In the Army, MEDCOM had a requirement for social workers to have the highest level of 


independent licensure that could be obtained from the respective state. This requirement 


resulted in a small applicant pool and was a barrier to hiring. The Army is in the process of 


modifying the requirement. Remote areas continue to be difficult to recruit.  


Space/facilities are a problem for social workers since the social worker must have a private 


office to conduct interviews with patients. Work is not conducive to doubling up office 


spaces.  


In the Navy, the MCO in this report is limited to Licensed Clinical Social Workers only. These 


are master's‐prepared, licensed, independent practitioners, privileged to practice within a 


MTF. 


The information contained in this submission reflects the comments of Navy Medicine and 


the Marine Corps. Input on long‐term trends and problems from the Navy Installation 


Command were not available at the time this report was written; therefore, the numbers 


reported assume a steady state for that command.  


With the recognized demand placed on uniformed medical personnel to be available for 


deployment and the need to keep the Wounded Warrior Covenant of Care to the wounded, 


2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018


Gains 175 156 426 358 461 639 322 296 298 296 301 301 301


Losses ‐134 ‐164 ‐171 ‐189 ‐193 ‐276 ‐312 ‐296 ‐299 ‐295 ‐295 ‐295 ‐295


Net Change 41 ‐8 255 169 268 364 10 0 ‐1 1 6 6 6
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ill, and injured Service Members, funding levels are sufficient to meet the needs for the 


Federal civilian workforce. Navy Medicine employs a wide range of flexibilities with reserve, 


Federal civilian, and contractor personnel to satisfy its commitments. Thus, the Department 


has not included any unconstrained workforce requirement. However, it must be noted that 


much of the funding for mental/behavioral health services is time limited and thus subject 


to elimination. This report assumes the continuation of this funding or at least proportional 


funding based on the effect of mental/behavioral health services resulting from overseas 


contingency operations. 


With the current economic situation in the United States, Navy Medicine is not faced with 


any unusual recruitment and retention problems within its licensed clinical social work 


workforce. There may, at times, be specific locations where it is difficult to recruit licensed 


clinical social workers due to a lack of supply, the economy, or being priced out as a result 


of the Federal government compensation limitation. In many of those cases, contractor or 


reserve personnel provide a vehicle for attracting the talent needed to fill open positions. 


According to the Marine Corps, the labor market, space/facilities, certifications, and other 


factors affect end‐strength targets. 


The Air Force cites budget and manpower authorizations, hiring process, labor market, and 


public trust investigations as factors affecting end‐strength targets. 


Please provide specific details on how these factors affect your goals. 


Navy: Currently, the Federal classification and pay structure is sufficient to attract and 


retain licensed clinical social workers; however, it must be noted that this involves paying in 


the higher steps of the GS‐11 grade level. Should there be even a moderate rise in demand 


for licensed clinical social workers nationwide, the use of recruitment and retention 


incentives followed by SSRs will be needed. 


Marine Corps: Is conducting a Force Structure Review, which, when completed, may 


negatively affect budget and manpower authorizations. Results of the Force Structure 


Review Group were expected in January 2011. 


Air Force: Ordered the following in terms of highest negative effect (constraint) to least. 


Budget and manpower authorizations: Overall budget and end strength in civilian 


authorizations is constrained. 


Hiring Process: Hiring civilians is a very slow process. Delays in hiring frequently result in 


strong candidates accepting positions with other employers. Conversion of NSPS to GS has 


lengthened hiring delays. 


Labor market: Strong demand for social workers; VA and Services are competing with other 


healthcare organizations for candidates.  


Security clearance and public trust investigations: These investigations can take a 


significant amount of time, preventing a newly‐hired civilian from performing important 
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aspects of his or her duties until finally cleared. These delays make the civilian positions less 


attractive to the employer and employee. 


Please elaborate on how these factors will affect specific mission objectives. 


The Navy’s active‐duty social work community was downsized dramatically during the past 


decade through military‐to‐civilian conversion. The increased need for mental/behavioral 


health services to military personnel has reversed that strategy. However, the reversal has 


placed increased demands on Navy Medicine to find locations where recent social work 


graduates may obtain the needed supervised practice. These demands have been partially 


resolved through partnerships with private teaching hospitals and graduate programs. The 


rate at which active duty licensed clinical social workers become available will determine 


the future workforce mix. 


The newly enacted Federal pay freeze, which froze all SSRs, could provide a very serious 


problem if the need for SSRs in specific locations arises in the near future. 


Labor Market: OCONUS hiring may be affected. 


Space/Facilities: The warfighting effort results in greater use of services. Physical plant is 


generally worn and not spacious enough. 


Certifications: Retention is difficult when it comes to training and maintaining required 


CEUs as necessary with licensing. 


Other: Having identified the 0185 series as mission critical, it needs to be recognized that 


this series includes more than just licensed Clinical Social Workers. Perhaps this area needs 


to be recognized as "Mental Health Providers," as at least 50% of the workforce‐providing 


counseling includes licensed Marriage Counselors and such hybrids. 


These factors could affect the Air Force’s ability to hire well‐qualified civilian social workers 


if there is an increase in civilian social work authorizations. Without sufficient social 


workers, the Air Force’s ability to treat Airmen and their family members suffering from 


mental health problems is impaired. Current wartime operations are increasing stress on 


Airmen and their families. Mental health services frequently require the expertise of social 


workers: Mental health evaluation and therapy, domestic violence prevention and 


treatment, Command consultation, occupational evaluation, organizational assessments 


and interventions, prevention activities, etc.  


Are you currently using a competency model for talent management/HR practices? 


Army: No. The Licensed Clinical Social Workers are credentialed and have five peer reviews 


per month that validates competencies within the credentialing process through CCQAS 


(Centralized Credentials and Quality Assurance System). 


Air Force: No. Competency is initially assessed by meeting qualification standards (Masters 


Degree in Social Work from accredited institution and license to practice as independent 


clinician). Ongoing competency is assessed by peer reviews, specific certifications, and a 


variety of training provided to target required military specific skills. 
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If Yes: 


Did you/your Component develop/modify the competency model, or are you leveraging the 
efforts of others? 


Navy: Competency model developed by DoD Health Affairs in conjunction with subject 
matter experts in the three Services is specifically designed to improve competency 
matches and expectations for licensed clinical social workers working in a joint or multi‐
service environment. This model supplements the nationally‐accepted education, 
supervised practice, licensing, credentialing, and privileging models common within 
healthcare occupations.   


What is the scope of the competency model? i.e., who is the intended audience?  


Navy: National standards plus local privileging. DoD model is for those working in a joint of 
multi‐service environment. 


Do the competencies reflect both current and future mission requirements?  


Yes. 


If yes, please provide examples of competencies that are critical for future mission demands:  


Navy: Core privileges for licensed clinical social workers are covered in Appendix G of 
BUMEDINST 6320.66D, subj: Credentials Review and Privileging Program. 


What stages of the talent management process are the competencies used to support? 


Navy: Council on Social Work Education accredits clinical social work‐education programs. 
Graduates of such programs are eligible for licensure + credentials, once they have 
completed the required supervised practice. Only candidates with full credentials are 
considered for appointment within Navy Medicine. The privileging process is used for 
granting permission and responsibility to independently provide mental/behavioral health 
services within the scope of the practitioner’s licensure, certification or registration. Age‐
dependent criteria apply where appropriate. 


Federal civilian licensed clinical social workers are hired to provide a specific range of 
mental/behavioral health services and to assist in the supervision and training of junior 
military members. To fulfill expectations for that level of responsibility, they must have 
successfully completed all the appropriate education, supervised practice and licensure 
required for their practice. These standards are set nationally and carefully monitored by 
the Council on Social Work Education and The Joint Commission, which accredits healthcare 
organizations. 


Within the Navy Installations Command, recently‐graduated social workers are at times 
hired and provided with supervised practice required for licensure and credentialing. While 
working under supervision, these recent graduates occupy positions classified usually in the 
0101 occupational series. Also see U.S. Marine Corps comment under “other” in section IIA 
above. 


Please provide specific examples of how the use of competencies has supported and/or 
improved strategic planning and/or operations. 


Navy: Competencies have been useful in establishing a national recruiting service for 
licensed clinical social workers. Using the education, credential and competencies makes it 
possible to screen out candidates who would not be considered for privileging at Navy 
Medical Treatment Facilities. 
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If Yes: 


Please provide any specific details on the critical gaps between current workforce 
competencies and current/future competency needs. 


Navy: Not applicable for Federal civilian workforce because they must conform to the 
Council on Social Work Education standards, including supervised practice requirements. 


 


If No: 


Are you currently engaged in efforts to develop and/or implement a competency model? 


Marine Corps: Yes.  


Air Force: No, though assessment of Air Force social work workforce needs is accomplished 
by the Mental Health Division of the Air Force Medical Operations Agency through various 
ways (surveys, analysis of work requirements, etc.) to identify skill sets required by Air Force 
social workers. Training is then provided at various conferences and training forums.  


If so, please use the space below to provide 1) any additional detail on the project by phase 
to include methodology and technology used, and 2) the projected start date and end date 
for each phase: 


  Key Steps 


Phase  Not Yet Started 
Conducting Analysis 


and Research  Completed 


Identifying and defining 
competencies, tasks, 
proficiency levels, etc. 


Navy: Baseline 
competencies 
established by 
Marine Corps 
Community of 
Interest 


  Navy: Completed 
January 2008 


Validating competencies, 
tasks, etc. 


Navy: Conduct 
competency 
validation workshop 


Navy: Validation 
workshop planned 
in FY 2011 


 


Conducting workforce 
assessment 


Navy: Not yet started     


Conducting gap analysis        


Initiating implementation 
by incorporating into HR 
practices 


Navy: Not yet started  Navy and Marine 
Corps: Pending 
DOM guidance and 
formal Marine Corps 
policy 


 


Please provide any additional details regarding your competency model development. 


Marine Corps: Developing service‐level competency repository for all Marine Corps OCC 
series. Full deployment timeline is not established. 


Are you partnering with other communities? If so, please describe. 
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Career Level Targeted: Entry Level 


When will the strategy be developed and implemented? 


Navy: The education and licensure of clinical social workers is established at state levels 
based on national norms. Educational programs leading to a Masters of Social Work degree 
are established and regulated by the Council on Social Work Education. Master's 
preparation is now the standard within the profession. All clinical social workers hired 
within Navy Medicine also are expected to have several years’ experience in 
mental/behavioral health services before being hired. Many are also required to provide 
clinical supervision of junior military members as part of their education and development. 
Thus, the norm at hiring is senior level. 


Air Force: No unique strategies are currently required to fill current civilian social work 
positions at any level. Currently using DHA and will use EHA when series are approved. 
Working on process improvement of the hiring process through coordination with Air 
Force/A1, use of single staffing tool. Series 0185 is one of the 30 occupations being 
reviewed for implementation of Title 38 authorities, including update of qualification 
standards, appointments, and pay flexibilities, with the goal of making DoD more 
competitive with other Federal agencies. 


What type of strategy? e.g., hiring, training, etc. 


 


Summary of problem or gap to be addressed 


 


Detailed narrative on strategy 


Army: Where permitted, MEDCOM is allowing a dedicated supervisor (with limited patient 
caseload) to supervise between one to five Licensed Master Social Worker. Previously, most 
supervisors had a mix of supervisory duties plus their own patient caseload. 


For entry, mid, and senior levels, continued use of 3R’s and other incentives will be used to 
attract/retain candidates. MEDCOM has a specific recruitment and retention cell dedicated 
to recruitment efforts (job fairs, national professional conventions, etc.) Continued push of 
DHA. Continued efforts for Title 38/CHOSP task force to address the personnel system for 
30 occupations to include social workers that will grant greater recruitment/pay flexibilities. 
SMEs are finding that more and more universities are reaching out to the medical Federal 
workforce to ensure graduate students have competencies needed to do the job. 


Are you addressing this in the PPBE process? If so, please provide details by phase. If not, 
please identify what funding would be necessary to accomplish the strategy. 


 


Legislative/ policy changes needed? 


 
 







Fiscal Year 2010‐2018    DoD Strategic Workforce Plan 


96  Appendix B11: Medical Functional Community   


 


Career Level Targeted: Mid Level 


When will the strategy be developed and implemented? 


Navy 2007: Tri‐service review of the classification and qualification criteria for licensed 
clinical social workers resulted in the development of a draft classification and qualification 
standard for mental/behavioral specialists. Before approaching the OPM for a review of the 
proposed standard, it was determined that to be consistent with the VA, the full 
performance level of licensed clinical social workers should continue to be GS‐11 or 
equivalent in the NSPS. 


2008: Centralized recruiting capability established. 


2009: Due to the urging of DoD Health Affairs, Navy Medicine agreed to work in partnership 
with the University of Southern California as it instituted a new specialty in its Master's 
program for Military Social Work.  


2009‐2010: Monthly tracking and reporting of all licensed clinical social workers hiring was 
provided to DoD Health Affairs. Consideration was given to providing financial incentives to 
students in programs that would lead to appointments as licensed clinical social workers. 
The Surgeon General commits to increasing the number of active duty Military Licensed 
Clinical Social Workers. 


Air Force: N/A 


What type of strategy? e.g., hiring, training, etc. 


Navy: Recruiting and attracting ‐ Centralized recruitment allows for targeted recruitment 
and simplified referral of candidates and also allows for the targeting of recruitment funds 
to venues that produce the best results. 


Hiring authorities: DHA is available for licensed clinical social workers. 


Compensating: The higher steps on the GS‐11 pay schedule currently are sufficient to 
attract and retain licensed clinical social workers. In those areas where extra incentives are 
needed, recruitment and retention bonuses are available. Also, use of advanced leave 
accrual credit is considered since most are entering in mid‐career. 


Marine Corps: Recruitment, classification, and training/development 


Summary of problem or gap to be addressed 


Navy: Should there be even a moderate rise in demand for licensed clinical social workers 
nationwide, the across‐the‐board use of recruitment and retention incentives followed by 
SSRs will be needed. Careful monitoring of hiring and compensation trends is needed, and 
thus DoD Health Affairs has been working closely with both the VA and the PHS. 


Marine Corps: Difficulty in OCONUS recruitment and unequal compensation; job grading 
across the Military Components. Marine Corps positions within this series are typically      
GS‐11 and down; other services recognize this as GS‐12 and up, and level of funding and 
access to continuing education units is different by Command across the U.S. Marine Corps. 
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Career Level Targeted: Mid Level 


Detailed narrative on strategy 


Navy: Careful monitoring of hiring and compensation trends is needed, and as a result, DoD 
Health Affairs has been working closely with both the VA and the PHS. DoD Health Affairs is 
also planning to ask OPM to grant DHA for licensed clinical social workers. 


The newly enacted Federal pay freeze, which froze all SSRs, could provide a very serious 
problem if the need for SSRs in specific locations arises in the near future. 


Marine Corps: Implement a wider marketing of OCONUS positions to attract more 
applicants; standardize job grading standards across DoD; and standardize funding and 
access across the Commands for this MCO. 


Are you addressing this in the PPBE process? If so, please provide details by phase. If not, 
please identify what funding would be necessary to accomplish the strategy. 


Navy: It is being addressed at DoD Health Affairs level using tri‐service input. The need for 
additional funding to implement a Title 38‐based hybrid compensation system for 
healthcare occupations was addressed by BUMED in POM‐13 for Navy Medicine positions. 


Legislative/ policy changes needed? 


Navy: DoD Health Affairs has established a working group to examine the feasibility of 
incorporating additional VA appointing authorities, qualifications, and compensation 
flexibilities within DoD. Navy Medicine is participating actively in this effort. Close 
coordination with the NSPS Transition Office, Health Affairs, and CPMS is being maintained. 
In addition, close coordination is being maintained with congressional staffs to ensure that 
DHA for licensed clinical social workers continues through 2015. 


Critical to the recruitment of healthcare providers is the ability to be in contact with them 
during a period of career change. Contact is especially critical for those voluntarily choosing 
to leave the Military Service, either through resignation or retirement. For those 
considering Federal civilian careers after retirement, two policies have proven critical during 
the past decade—no waiting period between retirement and appointment and no penalty 
or offset for their civil service earnings. These policies must be maintained to ensure that a 
Federal career is considered a viable option. 
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Career Level Targeted: Senior Level 


When will the strategy be developed and implemented? 


Navy: Federal civilian hiring for licensed clinical social workers is exclusively for the 
independent provider level. Senior‐level positions are reserved for military members as part 
of their overall career agreement for active uniformed service. In those rare cases where a 
Federal civilian is considered for one of these senior management positions, it is done 
through a competitive process. 


Air Force: N/A 


What type of strategy? e.g., hiring, training, etc. 


Navy: Competitive selection 


Air Force: N/A 


Summary of problem or gap to be addressed 


Navy: None 


Air Force: N/A 


Detailed narrative on strategy 


Army: Where permitted, MEDCOM is allowing a dedicated supervisor (with limited patient 
caseload) to supervise between one to five Licensed Master Social Worker. Previously, most 
supervisors had a mix of supervisory duties plus their own patient caseload. 


For entry, mid, and senior levels, continued use of 3R’s and other incentives will be used to 
attract/retain candidates. MEDCOM has a specific recruitment and retention cell dedicated 
to recruitment efforts (job fairs, national professional conventions, etc.). Continued push of 
DHA. Continued efforts for Title 38/CHOSP task force to address the personnel system for 
30 occupations to include social workers, which will grant greater recruitment/pay 
flexibilities. SMEs are finding that more and more universities are reaching out to the 
medical Federal workforce to ensure graduate students have competencies needed to do 
the job. 


Are you addressing this in the PPBE process? If so, please provide details by phase. If not, 
please identify what funding would be necessary to accomplish the strategy. 


Air Force: N/A 


Legislative/ policy changes needed? 


Air Force: N/A 
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Army 
Civilian % of 
Total Force 


Military % of 
Total Force 


Contracted Support 
% of Total Force 


Total Force 


FY 2009 


Baseline 
68%  12%  20%  =100% 


FY 2012  77%  7%  16%  =100% 


FY 2014  77%  7%  16%  =100% 


FY 2016 Desired 
End State 


77%  7%  16%  =100% 


FY 2017 Desired 
End State 


77%  7%  16%  =100% 


FY 2018 Desired 
End State 


  Unknown    =100% 


Please provide an overview of the methods used to determine workforce mix: 


Army Contractor data for FY 2009: Provided by Healthcare HCAA/ACBIS contracts written by 
HCAA. Not all inclusive, as not all contracts are accounted for by HCAA. Steady state FY 2012+ 
years. 


Military data for FY 2009: APPD, MEDCOM Inventory FY 2009; out years FY 2012‐18 based on 
MEDCOM authorizations. 


Civilian data for FY 2009: DCPDS HQACPERS, MEDCOM End of month September 2009. FY 2012 
projection increase in strength based on percent increase from September 2009 to October 
2010 for FY 2011, then same increase percent for FY 2012, then steady state. 


 


Navy 
Civilian % of 
Total Force 


Military % of 
Total Force 


Contracted Support 
% of Total Force 


Total Force 


FY 2009 


Baseline 
44%  41%  15%*  =100% 


FY 2012  38%  50%**  12%*  =100% 


FY 2014  39%  51%**  11%*  =100% 


FY 2016 – FY 2018 
Desired End State 


39%  49%**  12%*  =100% 


* No figures for contracted support provided for the Navy Installations Command and assume 
steady state for contracted services. 


** Assumes steady state for military personnel within the Marine Corps. 


Please provide an overview of the methods used to determine workforce mix: 


Navy, BUMED actively manages the licensed clinical social work specialty for both active duty 
and reserves. Based on quality cost and access to healthcare/workload standards, the Federal 
civilian and contractor workforce is then added. Factors that have played a significant role in 
forecasting the Total Force needs for licensed clinical social workers have been overseas 
deployments, Reserve Force individual augmentees, military‐to‐civilian conversion and its 
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reverse, and to a limited extent, improvements in the civilian recruiting and compensation 
flexibilities.  


In March 2010, Navy Medicine held its first civilian recruitment workshop that brought together 
DoD and DON experts involved in hiring both Federal civilians and contractor personnel. From 
this conference came a much‐improved understanding of the tools and flexibilities available to 
“keep the health provider positions filled at all times.”  


Efforts are well underway, in partnership with The Johns Hopkins Applied Physics Lab, to 
develop a Total Force forecasting model. The model is in “test mode” for uniform 
billets/positions, and the testing should be complete by early FY 2011. Once it has been used to 
forecast and model the active and reserve component, the model will be expanded to cover 
Federal civilians and then possibly contractor support. 


It is also critical to understand that percentages within the Total Force will fluctuate based on 
workload and access to care/workload standards. Success in increasing the number of licensed 
clinical social workers on active duty would directly affect the size of the civilian workforce 
within Navy Medicine. Cost and access to healthcare standards are also being carefully 
monitored to re‐capture costs paid to the private sector through the use of the TRICARE 
network.  


The Marine Corps currently has no method to break down military and contractor support 
numbers by MCO. The information above reflects the overall Marine Corps workforce mix for 
FY 2010 based on available data for appropriated fund civilians, active duty Marines, and 
contractors. Additionally, the Marine Corps is currently conducting a Force Structure Review 
that will further define the workforce mix. 


 


Air Force 
Civilian % of 
Total Force 


Military % of 
Total Force 


Contracted Support 
% of Total Force 


Total Force 


FY 2009 


Baseline 
37%  41%  22%  =100% 


FY 2012  15%  71%  14%  =100% 


FY 2014  14%  73%  13%  =100% 


FY 2016 – FY 2018 
Desired End State 


13%  74%  13%  =100% 


Please provide an overview of the methods used to determine workforce mix: 


Source documents include FY 2012 POM, FY 2012 UMD, and Family Advocacy Staffing 
document. Percentages are based on projected staffing from FY 2012 POM, UMD documents 
and Family Advocacy Staffing. Authorizations include both DHP and non‐DHP positions (i.e. 
Family Advocacy staffing). Projected increases include NDAA 2010 plus up of 79 active duty 
social workers from FY 2012 to FY 2016 (FY 2012 = 8, FY 2013 = 18, FY 2014 = 18, FY 2015 = 20, 
FY 2016 = 15 ). 
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Figure B11‐20: GS‐0185 Series Turnover (Historical/Predicted) 


 


Data generated by OPM/EHRI CIVFORS Application: Turnover percent is calculated by summing all losses from MCO and 
Component divided by the average strength at the beginning and end of the FY. 


 


Figure B11‐21: Years to Retirement Eligibility/Forecast Retirements (All 0185) 


 


2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018


Air Force 16.2% 17.8% 20.3% 17.9% 17.5% 15.6% 16.4% 16.9% 17.6% 15.8% 15.9% 15.7% 15.7%


Army 13.2% 18.4% 14.9% 14.4% 12.9% 16.6% 14.9% 14.9% 14.9% 14.9% 14.8% 14.8% 14.8%


Navy 20.0% 20.2% 20.3% 17.6% 12.3% 12.4% 20.9% 14.8% 15.6% 15.4% 15.4% 15.3% 15.3%


Fourth Estate 0.0% 0.0% 0.0% 0.0% 8.4% 11.8% 18.5% 17.1% 17.1% 17.1% 17.1% 17.1% 17.1%


Total 15.6% 18.7% 17.1% 15.5% 13.3% 15.7% 16.0% 15.2% 15.4% 15.2% 15.1% 15.1% 15.1%
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MCO Strategies 


Strategy # 1  Direct Hiring Authority (DHA) for Medical Specialties 


Constraint Addressed  Recruiting 


Target Audience  All MCOs in all Components 


Implementation Timeline  Ongoing since 2003 


Strategy Details & Impact 
 


This authority was established by OPM as a targeted recruitment 
tool to improve Federal Government access to talented and 
critically needed medical skill sets. Currently, the Department 
has permanent DHA for nurses, pharmacists, and physicians. The 
Department also has DHA via the Appropriations Act. CHCO is 
working with OPM to add Series 180 and 185 to the Federal‐wide 
permanent DHA authority. 


Legislative Changes  The DHA in the Appropriations Act will expire at the end of         
FY 2011 and will not be renewed. 


Funding Required  N/A 


Metrics to Assess Progress  Number of annual hires using DHA 
 


Strategy # 2  Workforce Analysis 


Constraint Addressed  Recruiting 


Target Audience  All Components 


Implementation Timeline  Targeting legislation for inclusion in the NDAA 2013 


Strategy Details & Impact 
 


Background: The Department has received and used DHA for 
hiring healthcare positions since 2003. This authority was given 
through annual Defense Appropriations Acts. The current FY 
2011 Appropriations bill contains the last DH A that the MHS will 
see. If this authority is approved in the FY 2011 Appropriations 
bill (currently under CR), it would only be available for use 
through September 30, 2011. This authority has been used 
extensively by the Services due to its ease of use and ability to 
hire on the spot.  


The EHA was approved in NDAA 2009 but contained a 
burdensome candidate assessment requirement and applied 
only to shortage category medical positions. The NDAA 2011 
provided the Department with a revised version of EHA that 
removed the requirement that appointees be highly qualified 
and expanded the coverage of occupations to include those that 
were deemed a critical need occupation or a shortage category. 
This authority would be available for use through September 30, 
2015. Implementing guidance is currently pending for this EHA 
with plans to have it delegated for use by October 1, 2011.  


In addition, OPM has agreed to work with the Department in 
developing language for new EHA legislation that will mirror the 







DoD Strategic Workforce Plan    Fiscal Year 2010‐2018 


  Appendix B11: Medical Functional Community  103 


Strategy # 2  Workforce Analysis 


ease of use the current DHA provides. This authority will provide 
an efficient and expedient method of recruiting healthcare 
professionals. Legislation has been drafted and provides a hiring 
process that will not be overly burdensome, lengthy, or resource 
intensive.  


The proposed legislation, once developed, will give the SECDEF 
the ability to establish and designate any category of medical or 
health professional position within DoD as a shortage category 
or critical need occupation. It would also be available for use 
indefinitely. 


Legislative Changes  The CHCO is currently reviewing the proposed legislation and 
vetting it with the Services. It will be returned to OPM after 
Services reviews it for submission in the legislative process. 


Funding Required  Funding is at the discretion of the Components. 


Metrics to Assess Progress  Number of annual hires using EHA 
 


Strategy # 3  Physician and Dentist Pay Plan (PDPP) 


Constraint Addressed  Recruiting 


Target Audience  Potential recruits of varying medical occupations 


Implementation Timeline  2013: Awaiting Senate review for NDAA 2011, but with 
shortened version of NDAA 2011, it was not included. 


Strategy Details & Impact 
 


NDAA 2008, Section 1117, requires the SECDEF to report to 
Congress on the feasibility of establishing a scholarship program 
for civilian mental health professionals and to determine 
whether any existing DoD scholarship program could be used to 
meet this need. Given the congressional mandate and the need 
to formalize succession planning, ODUSD (CPP) and CHCO 
worked jointly to draft legislation for 2011 to authorize the 
SECDEF to provide scholarships for civilians pursuing mental 
health occupations. It is modeled after the existing military HPSP.


Legislative Changes  The ODUSD (CPP) in coordination with CHCO drafted legislation 
to expand the existing military HPSP to DoD civilians. The 
legislation will be resubmitted in FY 2012. The legislation will: 


 Provide the SECDEF authority to identify the Health 
Professional occupations that will be supported by the 
Health Professions Financial Assistance Program for Civilians.


 Provide funded education at either the medical school or 
graduate school level through graduation and subsequent 
licensure. For each year of education, the employee will owe 
a year of DoD service. 


 Provides a monthly stipend. 


 Provides mentorships and clinical experience at MTFs. 
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Strategy # 3  Physician and Dentist Pay Plan (PDPP) 


Funding Required  Funding is at the discretion of the Components. 


Metrics to Assess Progress  Number of entries into the MHS Civilian workforce via this 
scholarship program 


 


Strategy # 4  Student Loan Repayment 


Constraint Addressed  Recruiting and Retention 


Target Audience  All Components: entry, mid, and senior levels 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


To facilitate recruiting and retention, the MHS decided to 
aggressively use the OPM student loan repayment program 
authorized under Title 5. 


Legislative Changes  N/A 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  Loss rates of those whose loans were paid 
 


Strategy # 5  Strategic Diversity Initiative 


Constraint Addressed  Recruiting and Retention 


Target Audience  All levels of all Components 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


A diverse workforce is very important to the vitality and to 
building the bench within the MHS. The MHS Human Capital 
Office has collected demographics of all Components, active duty 
and civilian, to assess diversity across the spectrum. One of the 
initiatives is the increasing number of females applying to and 
graduating from medical schools. MHS has a working group that 
it advises, and several initiatives have come out of that work. 
First, a MHS‐wide award was given to outstanding female 
physicians, honoring the present and future members of this 
group. The junior Army, Navy, Air Force, Coast Guard, and Public 
Health Service female physicians received awards, as did the 
overall Senior female physician within the MHS. The female 
physician leadership course that was developed and held  
January 22‐23, 2011 was also very successful.  


As MHS continues to evaluate diversity and develop initiatives to 
ensure the civilian workforce is diverse, it will make a conscience 
effort to educate its leadership. 


Legislative Changes  None at this time 


Funding Required  TMA provided funding for this course in FY 2010. The intent is to 
continue with this initiative into the out years. 
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Strategy # 5  Strategic Diversity Initiative 


Metrics to Assess Progress  Climate survey results and number of female physicians 
recruited. For other strategic initiatives, appropriate metrics will 
be determined at the time of initiation. 


 


Strategy # 6  Job Seeker’s Toolkit 


Constraint Addressed  Recruiting 


Target Audience  Potential recruits assessing future career goals 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


The Human Capital Office for the MHS developed a Job Seeker’s 
Toolkit. This toolkit is designed to allow a potential recruit to 
closely examine 27 of the “harder to fill” medical occupations 
and includes job vignettes of the occupation in action. This 
toolkit is posted on the MHS Human Capital website. 


Legislative Changes  None required 


Funding Required  None 


Metrics to Assess Progress  TBD 
 


Strategy # 7  Social Media Information Guide 


Constraint Addressed  Recruiting and retaining 


Target Audience  All medical specialties 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


The MHS Human Capital Office authored a social media toolkit 
featuring the most recent social media tools. This kit was sent 
out to all Service recruiters to educate them to the different 
social media available to them to reach out to any interested 
recruits. 


Legislative Changes  None 


Funding Required  None 


Metrics to Assess Progress  TBD 
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Strategy # 8  Healthcare Recruiting Assistance 


Constraint Addressed  Recruiting 


Target Audience  All components and all medical specialties 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


The MHS has developed a variety of marketing tools advertising 
a phone number that is monitored to answer questions from 
potential recruits and to accept resumes. A process has also 
been developed to disseminate these resumes throughout the 
Services for interest. The MHS will continue to develop resources 
for the applicants. 


Legislative Changes  None 


Funding Required  None 


Metrics to Assess Progress  TBD 
 


Strategy # 9  Leadership Involvement 


Constraint Addressed  Group to deal with high‐level strategic issues 


Target Audience  All Components 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


Because many of the human capital issues are high level and 
strategic in nature, the CHCO chartered a Stakeholders’ group, 
made up of General Officers and Senior Executive Service from 
the Services. The quarterly meetings can be held in person or by 
phone to deal with these issues. Among the issues are data 
collections and recruiting and retention issues from the Services. 
There is also an HCSC consisting of O‐6 level representatives 
from the Services, USUHS, TMA, CPP, and JTF Cap Med. Both 
forums allow for feedback and information sharing. Under the 
auspices of the HCSC, a Recruiting and Retention working group 
was chartered to brainstorm and work issues across the Services. 


Legislative Changes  N/A 


Funding Required  N/A 


Metrics to Assess Progress  Results of initiatives undertaken by group 
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Strategy # 10  Oversight of JTF Cap Med 


Constraint Addressed  Recruiting/Retention 


Target Audience  Civilians all levels and all Components 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


With the stand up of the JTF Cap Med and as a result of 
membership on the CHRC, the MHS ensures that civilian 
processes are standardized, staffing throughout the JTF is equal 
to mission, and issues are addressed. 


Legislative Changes  N/A for Human Capital Office 


Funding Required  N/A for Human Capital Office 


Metrics to Assess Progress  TBD 
 


Strategy # 11  Strategic Plan Refresh 


Constraint Addressed  Work and strategic forecasting 


Target Audience  All Components across the MHS 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


Before CHCO was stood up in July 2008, a strategic plan was 
developed with five goals and 26 objectives spanning five years. 
In 2010, the plan was refreshed with a more realistic view on the 
office and its capabilities. The goals decreased to three, with 13 
objectives based on the Human Capital Lifecycle of panning, 
recruiting, educating, developing, retaining, and transitioning. 
This plan is refreshed by the staff every year and designed to 
address specific needs of the MHS from a recruiting, retention, 
education, and staffing aspect. This living document is updated 
to keep human capital on the forefront of the mission. 


Legislative Changes  N/A 


Funding Required  N/A 


Metrics to Assess Progress  Each year, the staff lists accomplishments that are tied to the 
goals and objectives. 
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Strategy # 12  Workforce Analysis 


Constraint Addressed  Workforce Demographics 


Target Audience  All Components: Likely beneficiaries of the reports/data 
generated include senior‐level employees in Health Affairs, Joint 
Services staff, and even Congress and the media. 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


Focus on the ability to collect data for shaping human capital 
programs for the civilian workforce. As a result of the emphasis 
in this area, in the fall of 2010, the MHS Human Capital Office 
developed and implemented a plan to maintain oversight of the 
success of the office by examining and analyzing data. Specific 
data analyzed included military and civilian demographics, 
number of Veterans hired, turnover rates, number of staff in 
healthcare occupations, position titles in use, composition of the 
healthcare community, fill‐time data, mental health staffing 
numbers, etc. A variety of data is analyzed monthly to ensure 
goals are met and to assess and respond to gaps.  


As FCM for the medical community, it is important to identify 
and collect human capital information and provide input to 
leadership (through various forums). This data is needed to 
facilitate accurate decisions on workforce shaping and alignment 
activities. Data analysis efforts will also facilitate numerous 
ongoing efforts including: civilian recruitment and retention 
initiatives; the ability to provide responses to inquiries 
concerning delivery of mental health services; and the ability to 
communicate human capital guidelines, policy requirements, and 
the development of metrics to track programs. We aggressively 
collaborate with the Components on data requests and ensure 
participation by all stakeholders. 


Legislative Changes  No legislative changes are required. 


Funding Required  N/A 


Metrics to Assess Progress  N/A 
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Strategy # 13  Standardized Titling Project 


Constraint Addressed  Workforce Demographics: 


OSD (HA) is responsible for overall human resource policy for 
DoD’s healthcare workforce. As a result of intense scrutiny by 
leadership and the media, as well as numerous congressional 
inquiries, the CHCO decided to explore standardizing basic and 
parenthetical titles throughout DoD for those delivering mental 
healthcare within the Department. It was determined that 
standardization would help manage the recruitment, use, and 
training of employees in these occupations as well as facilitate 
data analysis. Currently, DCPDS titling edits do not provide the 
ability to identify such positions (e.g., there are many variances 
of basic titles and parenthetical titles for mental healthcare 
positions among the Components).     


For the initial standard application, four occupations were 
identified that provide direct mental health patient care services 
within DoD: Psychologist (180), Social Worker (185), Psychiatrist 
(602) and Mental Health Nurse (610). In cooperation with the 
CPMS FAS (Classification), parenthetical titles were developed to 
include spelling, capitalization, and abbreviations, as well as a 
short definition of each title.  


This initiative was vetted with members of the Human Capital 
Steering Committee, comprised of representatives from all 
Services, Joint Staff, PHS, USHSU, et al., as well as with the Corps 
Chiefs of the respective Services. These titles and the 
parenthetical definitions were also staffed with the Services 
Medical Commands and CPMS. Work is ongoing to create 
standard titling conventions in DCPDS for each healthcare 
occupation by using a drop‐down menu.  


Future plans now include standardizing all healthcare occupation 
titles, and policy guidance will be issued to mandate exclusive 
use of standardized parentheticals across DoD. The Department 
is currently working on Physician and Dentist titles and will next 
work on titles for Pharmacists and Nurses. 


Target Audience  Component HR and manpower staff. Likely beneficiaries of the 
reports/data generated as a result of this standardization project 
include senior‐level employees in Health Affairs, Joint Services 
staff, and even Congress and the media. 


Implementation Timeline  Project standardization of all healthcare occupation titles (more 
than 40 occupations) will occur in phases over the next two 
years. 
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Strategy # 13  Standardized Titling Project 


Strategy Details & Impact 
 


As FCM for the medical community, a better method for 
determining and analyzing numbers in the community will result 
from this strategy. Standardization of titles will facilitate 
numerous ongoing efforts including: reporting and data analysis, 
civilian recruitment and retention incentives, identification of 
skills usage, and ability to provide responses to inquiries 
concerning delivery of mental health services. 


Legislative Changes  No legislative changes are required. 


Funding Required  No costs are involved. 


Metrics to Assess Progress  TBD 
 


Strategy # 14  Civilian Healthcare Occupation Sustainment Plan (CHOSP) DoD 
Agency Qualifications Standards 


Constraint Addressed  The OPM qualifications standards for the 30 healthcare 
occupations covered by the CHOSP are generally outdated and 
do not address state‐of‐the‐art technology. 


Target Audience   


Implementation Timeline  October 2011 


Strategy Details & Impact 
 


In the interest of the need for sound HR management to meet 
the Department’s medical mission, DoD qualification standards 
for the 30 occupations were established. These standards are 
predictive of successful recruitment to meet management 
objectives. These standards will be applied uniformly for like 
positions throughout DoD. 


The application of qualification standards in DoD is an integral 
part of the MTF’s overall HR program. In that context, it includes 
applying those related policies and procedures in the applicable 
portions of the CFR. 


Legislative Changes  Authority delegated to DoD by NDAA 2008 amended title 10, 
section 1599c 


Funding Required  None 


Metrics to Assess Progress  Implementation simultaneously throughout DoD 
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Strategy # 15  Joint Medical Executive Skills Institute 


Constraint Addressed  Leadership skills, retention, and succession planning 


Target Audience  All Components, GS‐15 and O‐5 and O‐6 levels 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


JMESI has established the Joint Medical Executive Skills Oversight 
Committee, and the CHCO has been recommended to be the 
chair. The members will meet to discuss JMESP successes, issues, 
and problems as presented by the JMESI, to establish consensus 
when needed, and to carry out initiatives as appropriate. The 
members will also meet to request research, information, and 
subject matter expertise for matters requiring decisions and 
consensus from the JMESI. Members include Deputy Surgeons 
General of the Military Services; Commanding General, 
AMEDDC&S; USUHS MEDXellence course representative; 
Executive Director, JMESI; and Deputy Director, TMA. 


Legislative Changes  Policy document (DoDD 6000.15) in coordination 


Funding Required  N/A 


Metrics to Assess Progress  TBD 
 


 


In conclusion, analysis shows an increased need for civilian healthcare practitioners throughout 


the MHS, and the supply of the personnel in the civilian labor market may not meet the 


demand required.  


The Department’s critical mental healthcare occupations include Psychiatrists, Psychiatric 


Nurses, Clinical Psychologists, and Licensed Clinical Social Workers engaged in direct patient 


care of wounded and injured members of the active duty military. When the overall staffing 


needs are considered for the mental health of military, civilians, and contractors, the Navy is 


reporting an 85% fill rate, while the Air Force shows 93%. Even the Army, as the service with 


consistent redeployments (to include deploying mental health providers), and the stand‐up of 


multiple Warrior Transition Units reflect a fill rate of 88%.  


DoD Components are planning for increases in emerging requirements for new mental 


healthcare positions. Their efforts to date to attract and recruit these professionals have fallen 


short, noting a clear disparity between qualified professionals available in densely populated 


areas (major cities) versus urban and rural areas of the country.  


This report identifies and assesses the current and future needs of DoD in MCOs, including the 


civilian mental health occupations. It also identifies gaps in human and fiscal resources and the 


workforce strategies for closing any gaps. Although some of the MCOs do not seem critical, the 


focus is on the wounded warriors and their continued care. Statistics show that more than 


16,000 individuals will require life‐time care, and it is believed that those numbers will only 


increase. The Department’s focus is also the focus of Congress, and the community as a whole, 
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as numerous articles and news specials have focused on the extent of the problem and DoD’s 


handling of that problem. The Department continues to monitor and analyze the five MCOs for 


the present and future health of all 9.6 million beneficiaries. 
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APPENDIX B12:  NATIONAL SECURITY PROFESSIONALS 


This report provides a status of DoD’s National Security Professional Development Program. It 


takes into account the work completed to date under Executive Order 13434 and current 


efforts to reconstitute and align the program with the 2010 National Security Strategy.  The 


intent is to enhance and integrate National Security Professionals’ skills and capabilities so they 


operate seamlessly across the Federal Government. 


 


Introduction and Background 
The President’s 2010 National Security Strategy describes the 21st‐century national security 


environment and capabilities that the U.S. will require to respond to new risks and threats. The 


strategy states that, “to succeed, we must balance and integrate all elements of American 


power and update our national security capacity for the 21st century.” In particular, the 


strategy emphasizes the importance of integrated interagency processes carried out by well‐


trained National Security Professionals (NSPs).   


Events such as the terrorist attacks on September 11, 2001, Hurricane Katrina, and the war in 


Iraq necessitated a requirement to better integrate efforts across the government. To effect 


improved interagency collaboration, Executive Order 13434 established the National Security 


Professionals Development (NSPD) Program in May 2007. This government‐wide initiative was 


designed to develop a community of NSPs who possess a broad understanding of our nation’s 


national security objectives beyond their individual Agency missions. These individuals must 


also possess the knowledge, skills, and abilities to effectively work with counterparts to lead, 


plan, and execute interagency national security operations. The continuing need for a 


coordinated and integrated Federal response is illustrated by recent domestic and international 


events such as the Deepwater Horizon oil spill; the earthquake in Haiti; and the earthquake, 


tsunami, and nuclear crisis in Japan. 


While the NSPD Program experienced a “strategic pause” with the change of Administrations, 


interagency partners continue to work together to offer courses and opportunities that foster 


the development of NSPs.   


NSPD Program Leadership and Members 
Initially, the NSPD program was governed by an Executive Steering Committee led first by OPM 


and later by OMB. Under the current Administration, program responsibilities rest with the 


National Security Staff (NSS). The program was led by an Interagency Policy Committee (IPC) 


chaired by Ambassador Mary Carlin Yates, Senior Advisor for Strategic Planning and Special 


Assistant to the President. When Yates moved to another White House position, the NSS 


decided to transfer the NSPD to its Resilience Directorate. The Senior Director for Resilience, 


Richard Reed, will assume Yates’ position as Chair of the NSPD IPC. 
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The NSPD IPC is responsible for establishing policies and procedures for governing, 


implementing, and executing the NSPD Program. Members of the NSPD IPC consist of 


representatives from each Department and Agency designated by the Executive Order: 


 OMB 


 OPM 


 DoD 


 Department of State 


 Department of the Treasury 


 Department of Justice 


 Department of Agriculture 


 Department of Labor 


 Department of Health and Human Services 


 Department of Housing and Urban Development 


 Department of Transportation   


 Department of Energy 


 Department of Education 


 Department of Homeland Security 


 Directorate for National Intelligence 
 


In addition, the Departments of Interior and Commerce and the U.S. Agency for International 


Development participate. The U.S. Institute for Peace (USIP), an independent, nonpartisan 


national institution, participates as a nonvoting member. When the IPC initially convened, NSS 


asked for representation to come from both human capital and policy. This was an important 


modification, reflecting an acknowledgment that the goals of personnel and policy must 


support and complement each other. DoD welcomed this change and is represented on the 


NSPD IPC by the DASD(CPP) and a senior representative from the OUSD(Policy). Military 


members are not formally identified as NSPs. However, as part of a Total Force approach, they 


participate in interagency forums and training. The NSPD Program as a whole has successfully 


leveraged professional military education and training programs by encouraging participation 


and marketing opportunities and mapping selected courses to NSP Shared Capabilities. Because 


of Congressional interest in potentially including the military in the program, an invitation has 


been extended to Military Personnel Policy to join the IPC. 


Over the last year, the IPC has been reviewing the overall NSPD Program and its guiding 


documents. The NSPD Program vision, goals for rotational assignments, and shared 


capabilities—and the definition of NSP—have been revised. The original process of defining 


who should be an NSP was ambiguous. Congress clarified the definition in NDAA 2010, which 


the IPC used as the basis for its review. The IPC intends to add clarification and criteria, which, 


when approved, will require a review of the identified positions. The new population will be 


comprised of employees who interact in interagency forums and have significant interagency 


responsibilities. The IPC is also determined to go beyond the initial mandate of identifying 


positions, to develop criteria by which individuals will hold NSP qualifications. Currently, the IPC 







DoD Strategic Workforce Plan    Fiscal Year 2010‐2018 


 


  Appendix B12: National Security Professionals  3 


is rewriting the NSPD Strategy, which will allow agencies to take a more systematic and 


structured approach toward identifying, developing, utilizing, assessing, and recognizing their 


interagency national security talent.   


Once the NSPD Strategy is approved by the IPC, the NSS will take the strategy and supporting 


documents to a Deputies Committee for approval. Once approved, a new NSPD Executive Order 


will be drafted for the President’s signature. Agencies will have new guidance for executing 


their respective programs. 


NSP Position Breakdown 
Table B12‐1 shows the number of DoD civilian NSPs in the program as identified by the Military 


Components. The scoping represents positions located within the Military Departments and 


combined Defense Agencies (identified as the Fourth Estate).  


 


Table B12‐1:  NSP Positions within DoD* 


Component  SES GS 14‐15 Total 


Army  67  78  145 


Navy  29  43  72 


Air Force  37  72  109 


Fourth Estate  110 541  651 


Combatant Commands (CCMDs) 18  147  165 


Joint Staff  2  0  2 


Combined DoD Numbers Totals 263 881  1,144 


*As of 8/2010 


 


Due to the strategic pause and revised NSP definition/criteria for program inclusion, it will be 


necessary to rescope the DoD NSP population once the new Executive Order is signed.   


HR and data management continue to be potential areas for establishing standards and 


processes to support program goals. A DoD NSPD HR working group was established for this 


purpose. A best practices web portal has been set up to provide information to HR 


practitioners.   


NSP Shared Capabilities 
In 2008, the NSPD ESC approved the NSP shared capabilities, shown in Table B12‐2. The shared 


capabilities are used to identify and develop training and education opportunities. The IPC is 


also revisiting the listed areas, which this report will discuss in detail. The shared capabilities are 


very similar to a competency model, which the DoD Human Capital Strategic Plan promotes as 


important in helping to meet human capital requirements that support the 21st‐century 


mission. 
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Table B12‐2:  NSP Shared Capabilities 


Strategic Thinking – NSPs must understand the country’s national security 
environment and the various documents describing it. They must be able to envision 
future states in collaboration with other Agencies, think strategically, and engage in 
interagency strategic planning. 


Critical and Creative Thinking – NSPs must be able to analyze problems in concert 
with other Agencies; seek out, evaluate, and synthesize information from multiple 
sources; assess and challenge assumptions; and offer alternative and creative 
solutions/courses of action. 


Leading Interagency Teams – NSPs in leadership roles must be able to create a shared 
vision and unity of purpose among the players; win the confidence and trust of the 
players; effectively utilize the knowledge, skills, and resources of each team member; 
develop/mentor staff from other Agencies; ensure collaborative problem solving; and 
manage internal conflicts. 


Collaborating – NSPs must be able to work with other Agencies to accomplish goals; 
build and maintain networks/relationships that span Agencies; and promote an 
environment that encourages collaboration, integration, and information/knowledge 
sharing. 


Planning and Managing Interagency Operations – NSPs must be able to develop 
interagency plans (strategic and operational); execute and monitor interagency 
operations (i.e., be adept at budget/financial management, project/program 
management, and performance management/evaluations in an interagency 
environment); maintain strong political and situational awareness; and navigate 
interagency decision‐making processes (i.e., technical level, policy level, political 
level). 


Maintaining Global and Cultural Acuity – NSPs must maintain an integrated 
understanding of factors that influence national security (e.g., 
global/regional/country trends); they must have knowledge of relevant foreign 
cultures and histories and foreign language(s) proficiency. NSPs must be familiar with 
the structures, processes, and cultures of the other Agencies that work with them. 


Mediating and Negotiating – NSPs must be able to mediate disputes and/or 
negotiate with partners and stakeholders during operations. 


Communicating – NSPs must be able to clearly articulate information (written and 
verbal), read nonverbal cues, manage the expectations of diverse groups, listen 
actively, and tailor communication approaches to different circumstances and 
audiences. 


 


A DoD representative serves as Vice Chair of the National Security Education and Training 


Consortium (NSETC). The NSETC’s primary responsibility is to advise NSPD Executive Steering 


Committee (now IPC) on education and training strategy and promote the development of NSPs. 


Pursuant to these responsibilities; the NSETC chartered the Curriculum Working Group (CWG) 


to develop a core curriculum common to all NSPs. On March 17-18, 2010, the CWG conducted 







DoD Strategic Workforce Plan    Fiscal Year 2010‐2018 


 


  Appendix B12: National Security Professionals  5 


focus groups to assess the validity of previously developed shared capabilities and training/ 


educational needs of NSPs across the interagency spectrum. The shared capabilities will provide 


the basis for common learning objectives and curricula. The focus groups were facilitated by the 


U.S. Institutes of Peace (USIP) and held at the State Department’s Foreign Service Institute. 


Each half‐day session consisted of a small group of participants, with no more than one 


representative from each of the 13 participating agencies.  Focus group results were compiled 


and analyzed by NDU research analysts.   


The groups were asked to:  


 Assess the validity of the currently identified shared capabilities  


 Identify shared challenges in interagency collaboration  


 Share ideas on how best to provide training and education for NSPs 


Results included suggestions on how the shared capabilities could be approved and revealed 


the need for additional NSP capabilities. When the IPC met to review the shared capabilities, 


the suggestions from the CWG were incorporated and greatly enhanced the list.   


For the purposes of this report, the original shared capabilities are included. Once approved by 


a Deputies Committee, the revised list will be published.   


Key Program Tenets 
DoD fully supports and has worked to shape the NSPD initiative since its inception. DoD’s 


Civilian Human Capital Strategy provides a foundation to support the NSPD initiative by 


leveraging its three major pillars: education, training, and professional experience.  


 Education: Opportunities to enhance a person’s capacity for critical and innovative 
thinking and level of understanding of authorities, risks, responsibilities, and tools to 
perform a current or future national security mission successfully 


 Training: Opportunities to enhance, exercise, or refine a person’s ability to apply 
knowledge, skills, and abilities in performing national security missions 


 Professional Experience: Opportunities to enhance a person’s capabilities to perform 
national security missions 


Education and Training Implementation: Before the inception of NSPD, DoD partnered with the 


Department of State, the Department of Homeland Security, and the Intelligence Community as 


members of a National Security Education Consortium. The group was reconstituted under the 


NSPD initiative and chartered as the NSETC, with expanded membership. As previously 


mentioned, a CWG was established under the NSETC. Although the group began by validating 


the shared capabilities, it had larger goals: to define the foundational knowledge required of all 


interagency NSPs; to identify or develop curricula that provide basic understanding; and to 


document outcome measures that validate achievement. DoD remains active in leading these 


initiatives under NSETC purview.   


To meet educational needs as a critical component of DoD world‐class Enterprise and mission‐


ready workforce goals, the Department employs a variety of residential and distributed learning 
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courses. To aid in the development of the NSP shared capabilities, the DoD NSPD 


Implementation Office has identified 12 courses:  


 Global Strategic Landscape 


 Organizational Culture for Strategic Leaders 


 Enterprise Strategic Planning 


 Multiagency Information‐Enabled Collaboration 


 Strategic Communication for Government Leaders 


 Decision Making for Government Leaders 


 Strategic Thought 


 National Security Decision Making 


 Interagency Communications for Stability Operations 


 Conflict Management and Stability Operations II: Future Interagency Outcomes 


 Homeland Security/Defense Course 


 National Security Executive Leadership Seminar 


These offerings will be expanded as additional courses are reviewed and vetted for alignment 


with revised NSP shared capabilities. All of the named courses are open to DoD NSPs and 


interagency partners.   


Over the last year, the DoD NSPD Implementation Office has been able to regularly offer “just‐


in‐time” training opportunities to the NSPD workforce. Partners at the Department of State, 


Department of Homeland Security, Department of Energy, USIP, and others have conducted 


training, conferences, and other forums to encourage the exchange of ideas and networking 


among NSP colleagues.   


To enhance this capability, a training and education portal is available to DoD employees and 


interagency partners and includes these courses. Other courses will be added as they are 


identified.  Recently, a listserv was launched to provide the most up‐to‐date information 


regarding training, education, and professional development opportunities.   


Professional Experience Implementation. Critical to the success of this initiative is helping NSPs 


to achieve a well‐rounded, experiential understanding of the multifaceted, complex national 


security issues facing our nation. While education and training opportunities are essential to 


this effort, enhancing core capabilities through a variety of challenging and engaging 


professional experiences facilitates the NSP’s broad understanding of the goals, policies, and 


priorities for national security missions. Interdisciplinary assignments, fellowships, and 


interdepartmental exchanges within the National Security Community are some of the 


professional experiences that could aid in achieving NSPD Program objectives:  


 Enable NSPs to understand the roles, responsibilities, and cultures of other 
organizations and disciplines 


 Promote the exchange of ideas and practices 


 Build trust and familiarity among NSPs with differing perspectives 


 Minimize obstacles to coordination 
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Although DoD does not have a central function for managing job rotations, several existing 


agreements allow exchanges to take place. DoD intends to create a more deliberate process for 


providing and managing rotational assignments. DoD works with the GAO, which recently 


initiated a follow‐on study that focuses on these and other agreements and will make 


recommendations on ways to facilitate worthwhile exchanges on a broader basis. The NSPD 


Implementation Office will serve as the primary office for the study.   


Building the NSP Community 
DoD conducted the first NSP Development Symposium, hosted by the NDU on August 4‐5, 


2010. The symposium, titled “National Security Professionals: Forming an Interagency 


Community,” provided the foundation for the development of a community of NSPs.   


The highly successful event was planned by an interagency Symposium Working Group, which 


included 16 representatives from more than 17 Agencies, the USIP, and the NSPD Integration 


Office. The event was planned and coordinated over 11 months, and it attracted speakers from 


across the interagency spectrum, including Ambassador Yates, Special Assistant to the 


President and Senior Advisor for Strategic Planning, who also chaired the NSPD‐IPC. Yates gave 


the keynote speech.   


Present were 266 attendees from 11 executive agencies, USIP, the National Security Staff, and 


the Intelligence Community. Figures B12.1 and B12.2 reflect the breakdown of symposium 


attendees by grade/rank and Federal Department/Agency. 


Communication Efforts 
The DoD NSPD website was enhanced to provide a mechanism for NSPs and others to obtain 


information. When funding for the Government‐wide website ended, the DoD site provided the 


source of NSPD information for interagency partners. DoD also established an electronic 


newsletter to provide relevant program information and disseminate training and educational 


opportunities to .mil, .gov, and .edu subscribers.   
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Figure B12‐1: Interagency Symposium Attendance by Grade/Rank 


 
 


Figure B12‐2: Interagency Symposium Attendance by Department/Agency 
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NSP Studies 
There is a tremendous amount of interest in changing the national security system to develop 


NSPs. Congress and other stakeholders have initiated studies and drafted legislation for this 


effort. 


The President appointed DoD to commission an independent study of an interagency NSPD 


system as required by NDAA 2010. OUSD (Policy) led this effort. The Project for National 


Security Reform was awarded the competitive contract and completed the study according to 


the statement of work and within the Congressionally‐mandated timeline. The report describes 


NPSD efforts for nine agencies and provides a vision for an Integrated National Security System 


that reflects a whole‐government approach. 


DoD was also involved in GAO study GAO‐11‐108, "National Security: An Overview of 


Professional Development Activities Intended to Improve Interagency Collaboration" 


(November 2010). Congress requested the report to identify the professional development 


activities and opportunities within the interagency spectrum explicitly intended to build staff 


knowledge or skills for improving interagency collaboration. DoD worked with GAO 


representatives to test the initial survey, help establish contacts for data collection, and review 


and provide input as required by GAO. The findings showed DoD was one of three agencies 


providing most of the professional development activities that met GAO criteria, including 


education, training, exercise programs, and interagency rotational programs.   


The Congressional Research Service (CRS) is in the process of updating its July 8, 2008 report, 


“Building an Interagency Cadre of National Security Professionals: Proposals, Recent Experience 


and Issues for Congress.” DoD representatives met with the researcher and provided input for 


that effort.   


FY 2010 Accomplishments 
Many activities have been mentioned in this report. The following is a summary of key NSPD 


accomplishments over the last year:  


 Senior representatives from OUSD (P&R) and OUSD (Policy) serve on the IPC and the 
sub‐IPC to clarify the definition of NSP, align shared capabilities with the definition, and 
draft an implementation strategy. 


 Representatives from the DoD NSPD Implementation Office serve on the NSETC and the 
NSETC‐chartered CWG. The CWG conducted several focus groups comprised of 
stakeholders to validate the shared capabilities. The capabilities were then modified to 
incorporate input from the working group and the sub‐IPC. 


 DoD hosted the inaugural Interagency Symposium, “National Security Professionals: 
Forming an Interagency Community” at NDU, August 4-5, 2010.   


 DoD was the executive agent for the NDAA 2010‐required independent study of the 
NSPD Program. The Project for National Security Reform won the contract and 
completed the study. 
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 DoD supported GAO‐11‐108, "National Security: An Overview of Professional 
Development Activities Intended to Improve Interagency Collaboration" (November 
2010) and a CRS study. 


 New Mexico State University Institute for Defense Public Policy received a $10 million 
grant (required by the NDAA 2009). The institute based its mission on Executive Order 
13434 language call for the development of NSPs with specific focus on national security 
issues in the southwestern part of the country. DoD representatives manage the grant 
on behalf of DoD.   


 DoD continues to leverage HR and data management policies and principles to establish 
standards and processes to support program goals. 


 The Department continues to provide an NSPD website for NSPs and interagency 
partners who seek relevant and up‐to‐date program information. DoD also established 
an electronic newsletter to provide relevant program information and to share training 
and educational opportunities with NSP subscribers. 


DoD launched a training and education web portal; recommended courses aligned with shared 


capabilities. DoD also developed a LISTSERV that provides the most up‐to‐date information 


regarding training, education, and professional development opportunities. 


Summary and Way Forward 
The Department continues to be actively involved in advancing the NSPD Program. During  


FY 2010, DoD led and engaged in efforts to improve training, education, and professional 


development experiences for DoD and interagency NSPs.   


DoD enthusiastically supports the efforts to reconstitute and institutionalize the NSPD Program 


and will continue to work with interagency partners. The new NSPD Strategy will provide 


guidance for Federal Departments and Agencies to take a more systematic and structured 


approach in identifying, developing, utilizing, assessing, and recognizing NSP talent. Once the 


NSPD IPC and Deputies Committee approves the NSPD Strategy, an Executive Order will be 


drafted to provide explicit guidance.  The Deputies Committee will review and approve the 


Strategy and Executive Order. The new Executive Order will serve as the authoritative source 


for program direction, intent, and requirements.   


The functional community remains committed to establishing a community of NSP leaders to 


address present and future security challenges faced by the U.S. It recognizes the imperative to 


lead policy decisions on how the NSPD program should be implemented across DoD 


Components.  The community will continue to meet Components’ needs by providing the 


support, policy, and guidance required to enable them to develop their respective NSP 


workforces. While taking a deliberate approach, DoD will maintain the flexibility to adapt to 


changes and leverage existing capabilities, systems, and interagency and non‐governmental 


partnerships. During FY 2011, Defense NSPD representatives will continue to support the IPC; 


work with interagency partners to bring developmental opportunities to NSPs; and discover 


ways to leverage existing efforts for the good of the NSP community. 
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APPENDIX B13:  SENIOR EXECUTIVE SERVICE (SES) 


In March 2010, DoD submitted its annual response to the reporting requirement established by 


Section 1122(c) of NDAA 2006 (P.L. 109-163) and Section 1102 of the John Warner NDAA 2007 


(P.L. 109-364). The DoD FY 2009 Update to the Civilian Human Capital Strategic Plan submission 


was delayed until March 2010 to incorporate changes recommended in the GAO February 2009 


audit of DoD’s FY 2008 report. During the period of delay, NDAA 2010 was enacted. It contained 


additional reporting requirements to be incorporated in the FY 2010 report and subsequent 


reports.  


The Government Accountability Office (GAO) audited the FY 2009 report and identified a total 


of 16 legislative reporting requirements based on NDAA 2010. The report contained a 


summary1 of the NDAA 2010 requirements applicable to overall civilian, senior leaders, and 


acquisition workforce. Critical skills and competencies of the existing and future workforces 


were divided into 5 items, (1) critical skills for the future workforce, (2) critical competencies for 


the future workforce, (3) critical skills for the existing workforce, (4) critical competencies for 


the existing workforce, and (5) projected trends.  


In completing the audit, GAO drew distinctions between skills and competencies and evaluated 


the report for current and future needs. GAO’s audit determined that, for the senior leader 


workforce, the FY 2009 report fully met seven requirements; partially met 7 requirements; and 


failed to address two requirements.  


The GAO audit identified seven areas of the report in need of improvement:  


 Assessment of Critical Skills: The audit determined the report did not fully identify and 


assess present and future skills needed for senior leaders. Based on feedback to this 


year’s report, DoD may request a legislative fix to the language in this requirement 


because at the Executive level, the Department focuses on competency identification 


and assessment rather than a skills-based review. 


 Assessment of Critical Competencies: The FY 2009 report was based on NDAA 2007, 


which required forecasting for five years for critical competencies. GAO’s audit was 


based on the NDAA 2010 requirement for a seven-year forecast. The audit noted that 


critical competencies have not been identified in the workforce plan for Scientific and 


Professional or the Intelligence segments of the senior leader workforce. However, this 


requirement is addressed in DoD’s FY 2010 report.  


 Workforce Mix: Since this was a requirement of NDAA 2010, the DoD report did not 


address the appropriate mix of General/Flag Officers and civilian senior leaders. 


However, this requirement is addressed in DoD’s FY 2010 report.  


 Workforce Gap Assessment: While the report identified gaps for the number of 


required versus allocated senior leaders, a skills and competencies gap analysis was not 


included. However, this requirement is addressed in DoD’s FY 2010 report.  


                                                      
1
 (GAO-10-814R DoD's Civilian Strategic Workforce Plan, September 27, 2009) 
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 Action Plan for Recruiting and Retention: DoD’s action plan lacked details regarding the 


recruiting goals for senior leaders in areas identified as critical skills and competencies. 


In addition, under NDAA 2010, funding requirements must be identified. 


 Action Plan for Developing and Training: The audit acknowledged that the report had a 


number of initiatives to develop, train, deploy, compensate, and motivate senior 


leaders; however, no funding requirements were identified. Since this was a 


requirement of NDAA 2010, the DoD report did not address funding requirements. This 


requirement is addressed in the FY 2010 report.  


 Component and Defense Agency Reports: The audit found that the FY 2009 report 


included Component and 


Agency input on MCO plans. 


However, for FY 2010, 


Military Services and Defense 


Agencies will be required to 


submit separate reports.  


Figure B13-1 provides an overview of 


the composition of DoD’s Civilian 


Senior Executives/Equivalent (CSE) 


community, and an updated status 


on 15 of the 16 elements applicable 


to the Department’s senior leader 


workforce as set forth in NDAA 2010. 


The CSE community includes the 


Senior Executive Service (SES), Senior 


Level (SL), Senior Technical (ST), 


Defense Intelligence Senior 


Executive Service (DISES), Defense 


Intelligence Senior Level (DISL) and 


Highly Qualified Experts (HQEs). 


Assessments, plans and strategies 


for the Intelligence senior leader 


(DISES and DISL) population were 


overcome by the SECDEF’s August 


2010 Efficiency Initiatives discussed 


later in this appendix. 


 


Assessment of critical competencies 


required by the future DoD senior 


leader workforce to support 


national security requirements and 


effectively manage the Department 


Figure B13-1: Demographics 


FY 2010 Current Allocations  3,232 


FY 2018 Target 3,117 
    


Dept of Army-Current Allocations 17% 


Dept of Navy - Current Allocations 15% 


Dept of Air Force - Current Allocations 11% 


Fourth Estate - Current Allocations 56% 


CCMDs 2% 
    


%Male 79% 


%Female 21% 
    


%Veteran 50% 
    


%Disability 6% 
    


Education 


Unknown 1% 


<Bachelors 6% 


Bachelors 33% 


Masters 44% 


Doctorate 16% 
    


Planning Considerations 


Age, 35 or below >1% 


Age, 36–55 57% 


Age, 56+ 43% 
    


Years of Service, 0-5 25% 


Years of Service, 6-15 20% 


Years of Service, 16-25 22% 


Years of Service, 26+ 33% 
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during the seven-year period following the year in which the plan is submitted [10 U.S.C. 


§115b(c)(2)(A); 10 U.S.C. §115b(b)(1)(A)] 


The Department has continued to progress in its talent management and succession planning 


efforts. Through these processes, the Department is able to assess the current capabilities and 


developmental needs of senior leaders. More importantly, DoD is able to identify gaps in the 


workforce and assess skills and competencies needed now and in the future. In addition to the 


five ECQs established by OPM and applied to executive positions across the government, DoD 


has added a sixth OPM-validated leadership competency referred to as Enterprise Perspective, 


which incorporates two sub-competencies: Joint Perspective and National Security Perspective.  


While the ECQs and related core and sub-competencies are qualifying criteria for selection into 


the SES workforce, DoD considers these competencies, including the Enterprise Perspective, 


essential for its senior leader workforce. This requirement is being phased in and will be a 


“mandatory selection” criterion for Tier 2 and Tier 3 positions in DoD as of January 2012. For 


Tier 1 positions, it will be a “desirable selection” criterion. The Department applies its 


competency criteria in the same fashion for such positions. Under its OPM-certified 


performance management system, for supervisory senior leader positions, DoD requires that 


the mandatory performance element “Leadership/Supervision” is included in performance 


plans. The Leadership/Supervision performance element identifies and defines Vision, Service 


Motivation, Integrity/Honesty, Leveraging Human Capital, Decisiveness, and Balancing 


Perspectives as associated competencies. The OPM ECQ sub-competencies include Vision, 


Decisiveness, and Human Capital Management. The definitions provided for “Service 


Motivation” and “Balancing Perspectives” are comparable to the OPM sub-competencies of 


Customer Service and Influencing/Negotiating. Accordingly, the alignment of performance 


elements contained in the performance management system, the OPM ECQs, and DoD’s “6th 


ECQ” of Enterprise-wide Perspective satisfy the element for the non-SES senior leader 


workforce.  


Over a year ago, the Department identified a total of 18 mission-critical competencies that SESs 


should possess now and in the future to effectively meet the Department’s mission. In addition to 


assessing and identifying critical competencies for DoD , the competencies have been further 


defined for DoD executives. This year, extensive work has been performed in a joint effort with 


OPM to identify appropriate proficiency-level definitions for each of the executive critical 


competencies. The Department is working to create proficiency level illustrations, including 


behavioral examples of work assignments and training programs that help build and enhance 


each competency. The illustrations are being consolidated into a comprehensive guide that will 


serve as a resource for HR officials and CSEs in the Department. Components’ talent management 


panels can use the illustration guide to identify potential assignments and training opportunities 


for senior leaders. It can also be used by SES members preparing executive development plans. In 


FY 2011, the Department will implement training for HR officials and SES members to provide 


assistance in using the illustration guide for talent management and career planning.  
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The Defense Intelligence Components also rely on the OPM ECQs, and their core and sub-


competencies, as essential to leadership development and as qualifying criteria for selection 


into the DISES corps.   


An assessment of the appropriate mix of military, civilian, and contractor personnel 


capabilities. [10 U.S.C. §115b(c)(2)(A); 10 U.S.C. § 115b(1)(B)] 


The Department remains committed to the institution of a deliberate, systematic, and 


predictable approach for the management of the career lifecycle and has begun a more focused 


approach toward each lifecycle element to better address the needs of senior leaders. Planning 


has begun in coordination with Military Departments, the Fourth Estate, CCMDs, the 


Intelligence Community, and OSD. DoD assesses senior leader workforces to identify gaps 


between the number of existing allocations authorized by OPM and the need for new senior 


leader authorizations identified by Components. Figures B13.2 and B13.3 show DoD’s projected 


requirements for CSE positions for FY 2010 through FY 2018 by pay plan and Component, 


respectively. Because of its support for ongoing contingency operations and the related 


demand for military leadership, the Department does not believe it is realistic to define an 


“appropriate” mix of military and civilian leaders at this time. Based on the Department’s 


ongoing demand for military leaders to support contingent operations, civilian leaders are 


called to perform activities previously led by General or Flag Officers. Accordingly, the 


Department’s focus has been ensuring a high-caliber leadership cadre on both civilian and 


military sides capable of operating interchangeably.  


As part of the Secretary’s Efficiency Initiative, in September 2010, the Military Departments, the 


Fourth Estate, the Intelligence Community, and the CCMDs prioritized all CSE positions and 


proposed a list for achieving efficiencies and aligning the CSE workforce to DoD’s most critical 


mission. Simultaneously, other teams conducted a clean-sheet review of positions throughout 


the Fourth Estate, including OSD and Defense Agencies; they also conducted a review of all 


General and Flag officer positions. Reviews were cross-walked to ensure no critical mission was 


affected by the elimination of both an SES and a General Officer, and to ensure that priorities 


classified as nonessential were either eliminated or portions of the work were redistributed as 


necessary. This approach permitted DoD to deliberately capture a more accurate picture of the 


right mix of military and civilian leadership within the Department. The Secretary announced 


the results of the Efficiency Reviews in January 2011, and the Department will be strategically 


implementing plans over the next 24 months to achieve the targeted results. 


There is little need for a contractor workforce at the CSE level. Prior to 2010, DoD obtained the 


services of senior mentors to provide knowledge, training, and expertise to address needs as 


key advisors retired. These advisors included Flag, General, or other military officers and senior 


civilian officials who provided expert, experience-based mentoring, teaching, training, and 


recommendations to senior military officers, staff, and students throughout war games, 


warfighting courses, operational planning, operational exercises, and decision-making 


exercises. Senior mentors are essential to the successful execution of the training and 


deployment exercises. The Department also appointed contractors to be senior mentors for 


short time frames (e.g., one day to one month) in support of specific Joint Force readiness 
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requirements. In April 2010, SECDEF issued a policy requirement and NDAA 2011 mandated 


that all future senior mentors be hired as temporary civilian employees, using the HQE hiring 


authority. The HQEs were included in the CSE review, and accordingly, these positions are 


included in the CSE Projected Requirements. 


Figure B13-2. 


 


 


Figure B13-3. 


 


 


FY10 FY11 FY12 FY13 FY14 FY15 FY16 FY17 FY18 


DISL 759 759 759 705 705 705 705 705 705 


DISES 594 594 594 591 588 588 588 588 588 


HQE 246 246 243 235 260 286 314 346 380 


ST 149 149 135 132 133 133 135 135 136 


SL 57 57 55 53 58 60 61 62 63 


SES 1423 1423 1368 1323 1333 1342 1352 1364 1373 


Total 3228 3228 3154 3039 3077 3114 3155 3200 3245 
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Civilian Senior Executive Projected Requirements  
by Pay Plan for FY 2010‒FY 2018 


FY10 FY11 FY12 FY13 FY14 FY15 FY16 FY17 FY18 


CoComs 59 59 55 55 58 58 58 58 58 


Navy 472 472 453 436 448 454 460 466 473 


Air Force 355 355 331 309 317 325 332 341 350 


Army 542 542 523 490 499 508 519 531 544 


4th Estate 1800 1800 1792 1749 1755 1769 1786 1804 1820 


Total 3228 3228 3154 3039 3077 3114 3155 3200 3245 
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Civilian Senior Executive Projected Requirements by 
Component for FY 2010-FY 2018 
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An assessment of critical skills and competencies of DoD’s existing senior leader workforce 


and projected trends in the workforce based on expected losses due to retirement and other 


attrition. [10 U.S.C. §115b(c)(2)(A); 10 U.S.C. §115b(b)(1)(C)] 


DoD conducts an assessment of the competencies of its entire SES workforce on an annual 


basis through its Talent Management Process. With some exceptions based on professional 


qualifications, senior executives receive a readiness rating that measures the executive’s 


current reassignment potential for the purpose of succession management within DoD. This 


robust talent management system includes an evaluation of mission-critical competencies and 


development of succession plans for key positions. 


In addition to the Talent Management Process, all career Federal SES candidates are subject to 


OPM’s certification and must undergo a qualifying process prior to placement in career 


executive positions. OPM Board members assess the overall scope, quality, and depth of the 


SES candidate’s demonstrated experience to certify that experience meets the five ECQs: 


leading change, leading people, results-driven, business acumen, and building coalitions. As 


mentioned above, DoD has developed and is phasing in the implementation of a requirement 


for its SES workforce to meet a sixth DoD-unique technical competency: Enterprise-wide 


perspective. This competency requires the candidate to possess joint (i.e., intra or interagency) 


perspective and national security awareness. DoD also assesses the need for position-specific 


competencies based on position requirements through its Functional Community Management 


Initiative, allowing the Department to obtain input from stakeholders. DoD supports the 


government-wide requirements and expectations for senior leaders as demonstrated through 


the five ECQs, supplemented by the DoD-specific leadership competency and any additional 


critical competencies associated with the specific functional community of a given position. 


FY 2010 brought about many changes for the allocation of resources within the Department, 


specifically senior leadership. With the projection of the Department’s combined CSE 


population, DoD expects an overall 5.7% decrease in the next two years, followed by a steady 


state and slight increase within some Components through FY 2018. Although this is a different 


direction than expected in FY 2009, DoD underwent a dramatic change in order to reevaluate 


and reshape its workforce via the DoD Efficiency Initiative. While DoD is undergoing a reduction 


in positions, the Department is still concerned with the percentage of retirement-eligible 


individuals in the SES cadre. Today, 26 % of DoD’s SES are eligible to retire; that number will 


increase to 45% in 2013 and to 58% by 2015. The DoD’s Senior Leader/Scientific or Professional 


(SL/ST) workforce demonstrates a similar model. Thirty-five percent of SLs and 42% of STs are 


now eligible to retire. In 2013, 51% of SLs and 57% of STs will be eligible to retire, and the 


number will increase to 65% of SLs and 66% of STs by 2015. Figure B13.4 shows the retirement 


eligibility of SES members by DoD Component as of October 1, 2010. The Department will 


continue to monitor the necessary levels of resources in order to accomplish its mission while 


ensuring it is efficient throughout the process.  
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Figure B13-4: Retirement Eligibility of SES by DoD Component 


 
 


An assessment of gaps in the existing or projected DoD senior leader workforce should be 


addressed to ensure that the Department has continued access to the critical skills and 


competencies.  [10 U.S.C.§115b(c)(2)(A); 10 U.S.C.§115b(b)(1)(D)] 


As discussed, on an annual basis, DoD conducts an assessment of the competencies of its senior 


leader workforce. Most senior executives receive a readiness rating that measures the 


executive’s current reassignment potential for the purpose of succession management. In 


addition, each executive is rated against a scale of 1-Baseline, through 5-Mastery to determine 


an executive’s proficiency level for a mission-critical competency. Once the process is complete, 


Components and Department-level SMEs compile statistics to identify where DoD falls short on 


particular gaps.  


In the summer of FY 2010, Components conducted Talent Management Panels using the 


Defense Talent Management System (DTMS), an automated tool that supports the strategic 


management of talent. DTMS is used to assess each executive’s readiness and developmental 


needs, create succession plans, create and project executive bench strengths, assess and 


address competency and position gaps, and share talent across DoD. Readiness ratings are 


provided after the evaluation of an executive’s current potential for reassignment. As part of 


the Talent Management Process, Components slate for Tier 2 and Tier 3 positions in the 


Department. There are two types of slates used for filling positions in DoD: Succession Planning 


slates and Recruitment slates. Slating is a process by which DoD Components assess, identify, 


and present qualified candidates for executive positions to the hiring authority. This process 


includes the review of positions within the Component to ensure that a strong bench of 


executive talent is available. As part of the Succession Planning slating process, executives are 
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identified for qualified positions and for positions that will provide career development 


opportunities to help them acquire or further refine competencies. 


Succession Planning slating provides the Department with the ability to view bench strengths 


and provide slates for present; mid-term (three to five years); and far-term (five to seven 


years). Through the Talent Management Process, the Department can review retirement trends 


and gaps in critical positions and identify positions that possess a weak bench of available 


talent.  


Another aspect of the Talent Management Panels is assessment of an executive’s 


competencies. Executives are rated on a 1 to 5 scale, from Baseline to Mastery, on approved 


competencies. Only one Component used DTMS for competency assessments in FY 2010, with 


implementation across the Department anticipated by FY 2012. The Components are at varying 


stages of refining the Talent Management Process to incorporate the Enterprise perspective in 


talent management and succession planning strategies to ensure consistent and transparent 


processes across DoD. Once all Components are utilizing DTMS for competency assessment, the 


Department will be able to use this method to assess competency gaps throughout DoD. Along 


with Succession Planning slates, this process will allow the Department to assess competency 


gaps in the near future and five to seven years out. While the entire Department is not yet able 


to use DTMS, many use offline tools such as a decision matrix to identify weaknesses within a 


functional community, occupational series, tier, or Component.  


Following the Talent Management Panels, feedback is provided to executives with respect to 


career broadening and developmental growth opportunities. Feedback following the FY 2010 


Talent Management Panels provided executives with a readiness rating, courses for 


development, and opportunities for diverse experiences that provide broader range of 


leadership. Although competency element of DTMS is not fully functional, feedback from Talent 


Management Panels can provide information that targets competency gaps of senior leaders.  


Enhancements and modifications to DTMS will cost an additional $2.5 million and will continue 


the system’s many benefits and offerings. Additional program modules and aspects will 


enhance the system’s ability to more accurately project DoD-wide functional community gaps 


and competency needs and identify training and developmental opportunities within DTMS. 


Funding will allow for the expansion of the competency assessment capability across the 


Enterprise. 


 


A plan of action that includes specific recruiting and retention goals, especially in areas 


identified as critical skills and competencies. Plan includes DoD program objectives to be 


achieved through such goals and funding needed to achieve such goals.  


Executive feedback is a required element of the Talent Management Process. One element of 


the feedback is to provide personalized developmental opportunities in areas where the 


executive’s competency proficiency levels need improvement. Developmental opportunities 


are targeted at strengthening an executive’s skill and competency levels. Through targeted 


feedback, the Department can grow and retain a capable workforce.  
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Following the conclusion of the panels, Components are better equipped and prepared for the 


recruitment slating process. A recruitment slate is provided by all Components in response to a 


Component’s request to fill a Tier 2 or Tier 3 SES position. Components are able to identify 


candidates based on results of their Talent Management Panels. Talent Management Panel 


results keep Components informed on the readiness and capabilities of their SES cadre. 


Recruitment slates allow Components to provide career-broadening opportunities to advance 


the experiences of the current workforce; they also allow for both Joint and Enterprise 


perspective opportunities. Over the past year, DoD has refined the slating process to make it 


more consistent and transparent. DoD will continue to review slating processes; it intends to 


expand the capabilities and functionalities of the Succession Planning and Talent Management 


Processes within the automated tool. In addition, a dashboard will be added to DTMS 


functionality within the next year and will allow for a broad view of DoD to evaluate needs and 


identify functional groups with recruitment or retention issues. As a result, DoD will be able to 


develop programs that target and address specific areas.  


The Talent Management Panel will also allow the Department to achieve its retention goals by 


providing personalized feedback to executives on current and future developmental needs. It 


will inform and support the Department’s Succession Planning decisions.  


 


A plan of action that includes specific strategies for developing, training, deploying, 


compensating, and motivating DoD’s senior leader workforce. It includes DoD program 


objectives, goals, and funding. [10 U.S.C. §115b(c)(2)(B); 10 U.S.C. §115b(2)(A)] 


Results from Talent Management Panels and Succession Planning activities guide the 


Department’s training and development decisions. Upon conclusion of the annual Talent 


Management Panel process, gaps are analyzed to identify DoD-wide training and development 


requirements for executives. Gaps are addressed through development and training 


opportunities intended to focus on weaknesses of the senior leader workforce and improve 


proficiency levels required to obtain Departmental goals and objectives. The Department is 


enhancing leadership capabilities by providing high-potential and high-value leaders who have 


specialized, intensive, and targeted development through the continued use and improvement 


of leadership development programs.  


To guide the development of senior executives, the Department established the DoD Executive 


Leadership Development Framework in 2010. The framework includes a matrix of required and 


recommended training courses and development programs for SESs; it is divided by leadership 


competency groupings and by Tier levels 1, 2, and 3 (for lower, middle, and upper, 


respectively). DoD’s Senior Leader Advisory Group (SLAG) identified the 18 most critical 


leadership competencies based on the DoD Civilian Leader Development Framework, and they 


are the focus of planning for associated executive development initiatives for the Department’s 


career senior ranks. The 18 competencies are shown in Table B13-1. 
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Table B13-1: Critical Leadership Competencies for DoD SES Positions 


Enterprise-Wide Perspective 


1 Joint Perspective  


2 National Security 


Leading Change 


3 Creativity/Innovation 


4 External Awareness  


5 Strategic Thinking 


6 Vision 


Leading People 


7 Leveraging Diversity 


8 Developing Others  


9 Teambuilding 


Results Driven 


10 Accountability  


11 Decisiveness 


12 Customer Service 


13 Problem Solving 


Business Acumen 


14 Financial Management  


15 Human Capital Management 


16 Technology Management 


Building Coalitions 


17 Political Savvy 


18 Influencing/Negotiating 
 


The Department is making significant progress in building and implementing targeted training 


and development programs to complete the Executive Development Framework. The following 


examples of current and planned executive development activities address critical leadership 


competencies for the Department’s civilian senior executives. 


 For joint perspective, strategic thinking, decisiveness, customer service, human capital 


management, and influencing/negotiating: In Spring and Summer 2010, the 


Department initiated four one-week pilot sessions of a Joint Executive Management 


Training Program. Tier 1 and Tier 2 executives from across DoD gathered to explore 


leadership competencies from a joint perspective. Based on positive evaluation 


feedback from the 2010 pilot sessions, the Department plans to offer sessions of Joint 


Executive Management training on an annual basis to enhance leadership competencies 
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as new leaders move into senior executive positions.  


 For teambuilding and accountability: In September 2010, the Department initiated pilot 


360-degree assessment and executive coaching programs for senior executives. In 


addition to ensuring accountability in leadership roles, the 360-degree process and 


associated coaching serves as a method for assessing and improving supervisory 


capabilities. The pilot assessment and coaching programs will be evaluated in FY 2011 to 


determine the extent to which these developmental approaches assist executives in 


enhancing leadership competencies and fulfilling leadership roles.  


 For developing others and leveraging diversity: In FY 2011, the Department will pilot a 


training course for senior executives on the topic of coaching and mentoring for 


excellence. This pilot course will serve as the springboard for developing a formalized 


mentoring and coaching program and will include civilian senior leaders from across the 


Department. The pilot course will be used as a potential approach for delivering specific 


management and supervisory training requirements for senior executives as required by 


NDAA 2010 §1113 and 5 C.F.R. 412. The pilot courses will be evaluated in FY 2011 to 


assess the extent to which these developmental approaches assist in enhancing 


leadership competencies. 


 In addition to linking executive development activities to critical leadership 


competencies, the Department is ensuring that its civilian senior leaders have the 


appropriate development opportunities throughout the SES lifecycle to meet the 


different needs of executives in various stages of their careers. For example: 


 In FY 2011, the Department’s Senior Executive Management Office is undertook a needs 


analysis for the development of an enhanced SES orientation program, which is called 


Vanguard. Vanguard focused on Enterprise-wide leadership and interagency awareness 


and collaboration. DoD Components will continue to implement SES orientation 


programs to spotlight Component-specific issues. As envisioned, SES members will first 


attend the Component SES orientation programs and then participate in the enterprise 


Vanguard program.  


 The Department’s Senior Executive Management Office is undertaking a needs analysis 


in FY 2011 for the development of a new executive development program. The analysis 


will prepare Tier 2 and Tier 3 SES members for serving in key leadership roles designated 


as Enterprise Positions. Based on results, a pilot of the executive development program 


is anticipated for FY 2012, with implementation in 2013.  


The annual funding required to implement the Department’s targeted strategy for the 


development and training of senior executives is $5 million.  
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A plan of action that includes necessary incentives for attracting and retaining senior leaders 


who possess identified skills and competencies. 


The Department has reviewed current recruitment and retention incentives for its workforce. In 


FY 2010, the Senior Executives Association (SEA) published “Taking the Helm: Attracting the 


Next Generation of Federal Leaders.” The report includes survey results from GS-14/15 


employees and their equivalents from across the Federal Government on issues pertaining to 


senior career Federal positions. The report cites the top three detractors for considering SES or 


ST/SL positions: 


 Potential negative impact on balance of work and family responsibilities 


 Geographical reassignments or job transfers 


 Complexity of the job application process  


The complexity of the application process was also identified in the President’s direction to 


overhaul the hiring process. Although the President’s Hiring Reform Initiative did not 


specifically refer to the SES, DoD implemented a streamlined hiring process to eliminate lengthy 


applications. The process allows candidates to apply for jobs using a resume or accomplishment 


record and shortens executive job announcements. To address the geographical reassignment 


of executives, Components allow executives to provide justification on movement preferences 


and barriers through the Talent Management Process. While DoD considers geographic 


barriers, it is instilling a culture of movement and rotation to prepare a more agile, flexible, and 


capable workforce. Outside of recruitment, retention, and relocation incentives, a significant 


method of incentivizing new talent and maintaining present talent is to offer executives career 


broadening and developmental opportunities through the Talent Management Process. The 


Department supports and encourages the telework program. This effort targets employees and 


SES staff members.  


 


A plan of action that includes changes in the number of personnel in any personnel category 


in the senior leader or acquisition workforce. The plan may be needed to address inequities 


and ensure that DoD has full access to appropriately qualified personnel, addressing gaps and 


meeting Department needs. 


In August 2010, SECDEF announced the Efficiency Initiative, which directed a review of the 


Department’s entire CSE workforce. The goal of the initiative was to reduce the workforce by a 


minimum of 150 CSE positions. The SECDEF also directed a cap on all CSEs to preclude further 


personnel growth at the various CSE levels. The initiative was implemented to address fiscal 


difficulties and ensure the Department was appropriately staffed and aligned to efficiently and 


effectively carry out its mission. Over the past 10 years, the Department has taken on more 


priorities—some resulting from 9/11 and others from Federal initiatives, Presidential and 


Congressional mandates, and additional sources. DoD has been committed to rebalancing and 


reforming current priorities to ensure that lower priorities were eliminated and allocations 


were distributed to areas where they were most needed. The Secretary’s intent was not for the 
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Department to do more with less; it was to reprioritize missions and identify and eliminate 


those that were redundant, inefficient, or had surpassed their initial timeframe or purpose.  


To control growth in the Department, several processes were implemented or improved. HQE 


positions will be allocated on a biennial basis versus an annual basis; an annual audit will be 


conducted by DASD CPP to ensure compliance and oversight in the use of the HQE policy. The 


Military Departments and Fourth Estate have recommended internal processes to ensure that 


allocations do not remain vacant for long periods of time and are being used for the most 


critical positions. A new allocation provided by OSD will undergo a functional crosswalk to 


ensure similar functions are using similar types of positions (i.e., SES, HQE, DISL).  


In his August 16, 2010 statement on Efficiencies, Secretary Gates indicated that a senior task 


force would assess the number and locations of senior positions and the associated overhead 


and accoutrements. Specifically, the Secretary said, “I expect the results of this effort by 


November 1st. At a minimum, I expect this effort to recommend a reduction of at least 50 


General and Flag Officer positions and 150 senior civilian executive positions over the next two 


years. These reductions would represent 50% of the total growth in senior military and civilian 


positions since 2000. That is the minimum.” 


On January 6, 2011, the Secretary announced the Efficiency Initiative results, which called for 


the reduction of over 200 CSE positions. As a result of the Department's assessment, DoD will 


eliminate 211 Senior Executive positions, of which 128 will be eliminated and 83 will be 


downgraded to GS-15 positions. The 211 Senior Executive positions include: 97 SES; 21 SL/ST; 


six DISES; 54 DISL; and 33 HQE. 


The eliminations followed a review of the senior civilian staff to ensure it is properly sized and 


aligned with DoD missions and goals. The Department will work with the appropriate executive 


agents for all civilian personnel actions as it implements these changes. Over a 2-year period, 


these positions will be combined with other functions, downgraded, or eliminated. In the first 


year of implementation, Components will have the opportunity to manage their workforces and 


reach new targeted numbers. Concurrently, a cross-Component team has been established to 


provide oversight and address issues regarding the needs of any affected personnel. Every 


effort will be made to retain key talent in the Department and minimize impact to personnel 


and the mission. With projections in place, DoD is able to assess what new positions or 


functions are needed and the associated skills and competencies.  


 


A plan of action that includes changes in resources or rates/methods of pay for any category 


of the senior leader workforce. The plan would address inequities and ensure that DoD has 


full access to appropriately qualified personnel who close gaps and meet Department needs.  


The Department employs a robust system of Talent Management to ensure it plans for 


workforce needs. The recently completed clean-slate review, a part of the Efficiency Initiative, 


included a Department-wide review of CSE resources. The Department’s performance 


management system sets forth required and optional performance elements for which SES and 


SL/STs are held accountable. Appendix A of the Department’s performance management 
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system applies to the SES; Appendix B applies to the SL and ST workforce. The Department has 


invested resources to ensure certification of its performance management systems to allow 


access to the highest levels of compensation for its SES/SL/ST workforce. Currently, the 


Department’s SL/ST performance management system has been fully certified through FY 2012; 


the SES system has been certified through FY 2011. The request for recertification of the SES 


performance management system will be submitted by April 2011. In March 2010, the 


Department revised its HQE policy to include access to the higher pay rates as long as those 


systems retained OPM certification. Given the Government-wide pay freeze in 2011, 2012, and 


potentially in future years, the Department will look to greater use of flexibilities such as 


recruitment, relocation, and retention incentives—rather than increases to pay rates—to 


recruit and retain a qualified workforce and address mission needs.  


 


A plan of action that includes legislative changes that may be necessary to achieve the goals. 


The Department does not anticipate proposing legislative changes related to its senior leader 


workforce at this time. 


 


Specific strategies for developing, training, deploying, compensating, motivating, and 


designing career paths and career opportunities.  


The CSE workforce is viewed as one entity throughout the Department. Given the intent to 


have capable CSEs who are ready to move to areas where an emerging requirement exists, 


collaboration is an ongoing process amongst the Military Services, Defense Agencies, Joint Staff, 


and OSD. To support this effort, the Defense Executive Advisory Board (DEAB) was created in 


2007. The Board consists of representation from all Military Departments, the Fourth Estate, 


and the Joint Staff, and is responsible for:  


 Developing ideas, methods, and procedures regarding SES career lifecycle management 


of career SES and other career members of the executive cadre; providing advice and 


recommendations to the DEPSECDEF. 


 Ensuring continuity of the highest caliber of SES leadership within the Department. 


 Defining and recommending core precepts for lifecycle management decisions. 


 Providing advice and guidance on policies, plans, programs, requirements, resources, 


systems, criteria, and standards for DoD leadership pipeline development. 


 Analyzing the trends in career SES selection, assignment, incentives and pay to inform 


policy decisions, ensuring compliance with the requirements of DoDI 1403.03. 


Throughout the year, the DEAB makes policy and process recommendations as one entity. 


While many of the views and projection data were obtained from representatives at each of the 


Component Senior Executive Management Offices, all CSE initiatives are vetted and approved 


through the DEAB. This process ensures that the Department is speaking in one voice for its CSE 


workforce to ensure transparency, develop and recommend enterprise policy, and support the 


overall lifecycle. While the Board has mainly focused on the SES, it is broadening its 
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representation to consider bringing the Intelligence and SL/ST communities under its scope to 


provide more opportunities and cross-pollination of initiatives and career development.  


 


Specific steps the Department has taken or plans to take to ensure that such workforce is 


managed in compliance with the requirements of Section 129 of Title 10.  


Section 129 of title 10 requires, in applicable part, that the civilian personnel of the DoD shall 


be managed each fiscal year solely on the basis of and consistent with (1) the workload 


required to carry out the functions and activities of the Department and (2) the funds made 


available to the Department for such fiscal year. The Department is drafting a policy (DoDI 


1400.25 V923, “DoD Civilian Personnel Management System: Career Life Cycle Management of 


Executive Talent and Sourcing”), that explains the manpower requirements determination 


process and addresses allocation and management of manpower resources in support of 


strategic objectives, daily operation, and effective and economical Department administration. 


It ensures senior management, functional, and technical workforce is managed in compliance 


with section 129 of title 10. The Department’s policy requires that manpower officials 


determine requirements based on mission requirements, workload, and prescribed 


performance objectives. The policy requires that, when possible, measures of performance are 


established as indicators of mission accomplishment and are regularly monitored by 


management officials. This oversight ensures that budgeted manpower reflects the minimum 


level necessary to achieve program objectives consistent with Defense priorities.  


With specific reference to the Department’s CSE workforce as part of the Secretary’s August 


2010 Efficiency Initiative, a bottom-up, clean-slate review of the Department’s entire civilian 


senior leadership workforce was conducted. This review focused on evaluating workforce 


structures and leadership chains to ensure the greatest efficiencies were achieved while 


maintaining the highest levels of efficiency, eliminating redundancies, and aligning functions to 


best support mission requirements. The results of the Efficiency Initiative were announced in 


January 2011 and will be implemented over the next 24 months. 
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APPENDIX B14:  INFORMATION TECHNOLOGY / 
INFORMATION ASSURANCE / CYBER 
(IT/IA/CYBER) FUNCTIONAL COMMUNITY 


OSD FCM Overview 
OSD FUNCTIONAL COMMUNITY MANAGER: 


Ms. Joyce France, 
Director Management Service,  


ASD NII/DoD CIO 


IT Workforce Management Roles and Responsibilities 


The Department of Defense Chief Information Officer (DoD CIO) has workforce‐specific 


statutory and regulatory authorities, codified in 40 U.S.C. §11315 (Clinger‐Cohen Act); 44 U.S.C. 


3506 (Paperwork Reduction Act); 44 U.S.C. §3501 note (E‐Government Act, Section 209, Federal 


IT Workforce Development); 44 U.S.C. §3544 (Federal Information Security Management Act, 


Information Security); 10 U.S.C. §2200 et seq. (IA Scholarship Program); and OMB Circular        


A‐130 (Management of Federal Information Resources).  


Under these authorities, the DoD CIO is responsible for ensuring that the Department has well‐


trained, highly‐qualified IT, Information Assurance (IA), and Cyber (IT/IA/Cyber) professionals 


who create, support, and defend DoD’s information enterprise. To execute these 


responsibilities, the DoD CIO works across government at the Federal and DoD levels, as well as 


with industry and academia, to influence and represent the interests of the DoD IT/IA/Cyber 


community. The DoD CIO works in strategic partnership with key stakeholders throughout the 


IT/IA/Cyber community and other communities to address current and emerging skill and 


technological requirements. Communities include Human Capital; Acquisition; the Joint Chiefs 


of Staff; the Military Departments and Defense Agencies; and other Federal entities, including 


the OPM, the OMB, and the Federal CIO Council. 


In addition to the authorities cited above, the DoD CIO exercises IT OSD functional community 


management responsibilities outlined in DoDI 1400.25, Volume 250, Civilian SHCP and 


promulgated by the USD (P&R) in November 2008. The DoDI provides the DoD CIO and other 


key functional offices within OSD with a broader spectrum of civilian workforce planning and 


management responsibilities under an OFCM framework. As the civilian IT OFCM, the DoD CIO 


is responsible for a multi‐year effort to meet DoD‐wide civilian workforce planning needs and 


facilitate lifecycle management of the Department’s civilian IT/IA/Cyber workforce. The DoD 


Civilian SHCP process must be applied across the IT civilian community, which requires 


manpower requirements analysis, specific job analysis procedures, validation methods, and 


other processes. As part of the effort to achieve the goals of the DoD Civilian SHCP policy, the 


DoD CIO leads the establishment of a common taxonomy for competencies for individual IT 


occupations, development of career paths, and identification of training and education.   
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The IT/IA/Cyber Workforce 


The total DoD IT/IA/Cyber workforce community is comprised of more than 196,500 personnel 


(109,700 active duty service members and reservists and 86,800 civilians), as shown in Figure 


B14‐1. The Navy/Marines have the largest number of civilians followed by the Army, Air Force, 


and Fourth Estate. 


Figure B14‐1: DoD IT/IA/Cyber Workforce 


   


The DoD civilian IT community consists of 28 occupational series, four of which are designated 


as MCOs. These MCOs will be discussed in detail later in this report. The four MCOs include: 


 IT Management (series 2210)  


 Series associated with the Engineering and Scientific MCO clusters having an IT 
Component (Computer Science [series 1550]) 


 Computer Engineering [series 0854] 


 Electronics Engineering [series 0855]) 


Using this categorization process, two‐thirds of the positions in the DoD civilian IT/IA/Cyber 


community are mission critical and key to effectively meeting the Department’s IT mission 


requirements. Cybersecurity/IA, which is part of the larger IT community, crosses series 


boundaries and is a critical functional area within DoD.  


Within the DoD civilian IT/IA/Cyber workforce, a significant population of managerial and 


technical individuals is designated as members of the IA workforce. The IA functions focus on 


developing, operating, and managing the security capabilities for systems, networks, and 


infrastructure. Personnel who perform IA functions are responsible for establishing and 


implementing security measures and procedures for DoD and affiliated information systems 


and networks.  


The IA workforce is identified by functional position requirements and includes both full‐time IA 


personnel and those who perform IA functions as an additional duty. These individuals occupy 


positions in many series but predominantly in several specialty areas of the 2210 series. The 
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IT/IA/Cyber workforce engaging in Cybersecurity Defense accounts for approximately 80% of 


the IA personnel identified in the DCPDS. The 2210 series comprises 67% of the workforce, 


while other IT series comprise 13%. The difference leaves 20% of IA individuals in occupations 


that are not typically defined as IT series. Figure B14‐2 displays the dispersion of the 


Cybersecurity (IA) workforce across the military services, Joint Chiefs of Staff, CCMDs, and 


Defense Agencies. The percentages include both full‐ and part‐time individuals. The Army 


employs more than half of this segment of the DoD civilian IT workforce. 


Figure B14‐2: Distribution of the DoD Civilian Cybersecurity/IA Workforce* 


 


*Based on data from the FY 2009 FISMA report (FY 2010 data not available). 


DoD needs to locate and leverage IT/IA/Cyber professionals with key competencies to address 


critical mission requirements and national emergencies. Because of this need, the ability to 


track personnel with critical IT skills is an urgent national security concern. To help track 


IT/IA/Cyber personnel, the DoD CIO partnered with the USD(P&R) to improve certain aspects of 


IT/IA/Cyber workforce identification and tracking. Identification and tracking methods included 


modifying and populating DoD civilian personnel systems with more comprehensive IT skill 


identifiers. The 2210 database changes forced the preexisting specialty titles to be selected and 


used. As a result, DoD has improved the granularity of its accession, loss, and population 


strength data. The IT OFCM also can review certification and position information for 


managerial and technical individuals designated as members of the IA workforce.  


The ability to more closely track and monitor civilian personnel has helped us create more 


targeted human capital strategies. For example, the majority of individuals in the civilian IA 


workforce are in the 2210 series. With greater tracking capability, DoD is now able to 
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demonstrate that these critical members of the IA workforce span all specialty areas within the 


series, as shown in Figure B14‐3. 


Figure B14‐3: IT Management Personnel Certified as IA Professionals 


 


By demonstrating that certified IA personnel span multiple series, the DoD CIO was able to 


work with USD(P&R) to obtain more comprehensive direct hiring authority for individuals 


within the IA/Cybersecurity workforce. In the past, DoD and other Federal organizations were 


limited to a direct hiring authority targeted only to individuals within the 2210 specialty title 


“Information Security.” With better data, the DoD CIO and USD(P&R) together provided a 


compelling case to authorize DoD direct‐hire authority for Cybersecurity personnel spanning 


multiple series and all disciplines within the 2210 series engaged in IA/Cybersecurity. This 


authority was particularly welcome, given the large spike in 2210 hiring in FY 2010, as shown in 


Figure B14‐4. 


Figure B14‐4: FY 2010 Hiring Trends in the Civilian IT Management Series 
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Workforce Assessments Skill Gaps 
IA Workforce Surveys 


Results of a 2006 workforce survey indicated that personnel performing Information Systems 


Security Certification and Network Security on a moderate or part‐time basis had medium skill 


gaps for part‐time Cybersecurity (IA) personnel. At the time of the survey, DoD was finalizing 


the implementation strategy for a long‐term, wide‐scale Cybersecurity (IA) training and 


certification initiative that would address these gaps. In 2007, the Department launched the 


first phase of an extensive four‐year, multi‐tiered certification program for its full‐time and 


part‐time Cybersecurity (IA) personnel. Personnel performing IA management and technical 


functions are being trained in baseline skills through a multidimensional program that includes 


in‐residence courses, distributed learning, blended training, exercises, and certification testing. 


DoD continues to emphasize education, training, certification, and documents certifications in 


the DCPDS.  


DoD conducted IA Skill Standards Surveys in 2007 and 2008 that validated the critical work 


functions identified in the DoD 8570.01‐M, which outlines an IA Workforce Improvement 


Program for Information Assurance Technical and Management category personnel. In 2009, 


DoD conducted a similar study to validate the critical work functions identified in the DoD 


8570.01‐M associated with IA Architects and Engineers. The studies also explored the priority 


and importance of each IA job function and the percentage of time spent performing such 


functions. The process was not focused on developing competencies but did provide validated 


documentation that was used for the Federal‐wide Cybersecurity (IT Infrastructure, Operations, 


Maintenance, and IA) competency identification effort. The DoD conducted a study that started 


in 2010 regarding the value of certification. Input was due in March 2011. 


Events and exercises conducted in 2008 showed that DoD Cybersecurity (IA) positions are 


inadequately staffed to provide an effective security posture at all times and to surge in 


response to incidents. The Department is continuing to transform to meet the challenges of  


this dynamic domain. As part of the 2009 Quadrennial Roles and Missions (QRM) Review 


Report, the Department set out to define its roles, missions, and objectives in cyberspace 


through the year 2030. In particular, the 2009 QRM focused on the Department’s roles and 


missions related to: 


 Structuring forces and associated processes and procedures to effectively execute DoD 
policies and priorities in cyberspace 


 Developing capable forces equipped with requisite skills, training, education, and 
experience 


 Employing those forces to achieve desired effects across the full range of military 
operations 


As funding permits, several initiatives will enhance Cybersecurity (IA) education, training, and 


exercise of knowledge and skills for civilian personnel. Initiatives include expanding existing 


Service Schoolhouse capacity to train civilian Cybersecurity (IA) personnel. Service and Agency 


civilians, and expeditionary surge manpower would be trained to the same proficiency as 
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military personnel, providing an effective security posture and surge capabilities in response to 


incidents. Expanding capabilities at the NDU’s Information Resources Management College 


(NDU iCollege) will bring an advanced curriculum to both DoD and Federal Cybersecurity 


leadership. The IA Range—a simulator and an IA boundary network infrastructure that exists on 


any available closed net—will leverage the Security Assessment and Simulation Toolkit (SAST) 


to create realistic and secure environments for training and exercises. DoD Components will 


leverage the IA range in conjunction with the Rapid Experience Builder (a training‐focused, 


portable simulation environment) to rapidly build Cybersecurity experience and reinforce 


learning without disrupting live networks. The capability also will permit DoD agencies to 


conduct their own internal cyber exercises and participate in military department/joint 


exercises, like BULWARK DEFENDER, to test processes and interfaces between support agencies 


and combatant forces. Future exercises depend on the SECDEF Efficiency Initiative (e.g., 


disestablishment of Joint Forces Command and who is assigned responsibility for these types of 


exercises). 


Federal CIO IT Workforce Capabilities Assessment 
DoD plays a lead role for Federal CIO Council workforce initiatives as evidenced by its 


involvement in the IT Workforce Capabilities Assessment (ITWCA). The DoD 2210 community 


participated in developing survey content and deploying Federal ITWCA for 2003, 2004, 2006, 


and 2011. The competencies listed in the survey are based on the 2210 series. The ITWCA helps 


shape the Federal IT workforce by providing information on work activities, experience, 


competencies, skills, and certifications that can be used for Federal‐wide and Agency‐specific 


human capital planning and reporting efforts. This assessment can also be used in conjunction 


with the Federal CIO Council's competency‐based IT Roadmap. This outlines the general and 


technical competencies associated with 10 of the 12 specialty titles contained within the 2210 


series. The Clinger‐Cohen Core Competencies (CCC) and IT Roadmap provide agencies and their 


employees with capabilities to conduct competency assessments, perform skill gap analyses, 


create individual development plans, create career progression plans, and identify Federal 


training and development sources available to assist in closing skill gaps. 


The Net Generation 


DoD realizes that the workforces of today and tomorrow are somewhat different. Over the last 


year, the office of the DoD CIO has been engaged with the nGenera Innovation Network, a 


generational thought leader, to use and expand its research on the “Net Generation,” the 


workforce of the future. nGenera research and ancillary research from the Council for 


Excellence in Government, Partnership for Public Services, and National Academy of Public 


Administration has been enlightening and encouraging; it helps identify the need for a 


significant cultural shift to attract and retain  personnel. The DoD CIO finalized a report in April 


2010 on the Net Generation for use by the Department and the Federal CIO Council to provide 


a succinct source to highlight the many implications affecting recruitment, retention, and 


professional development, as well as the need for strategic workforce planning. 
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In general, members of the Net Generation are predisposed to give back to their communities, 


and many may welcome the opportunity to make a difference in government if the 


organizational vision and mission are compelling and authentic. In research conducted before 


the U.S. economic downturn, Net‐Gen members were more apt to move from organization to 


organization in search of the ideal employer, to develop new skills, and even to take sabbaticals 


from work as part of a general odyssey of self‐discovery. This behavior is supported due to this 


generation’s proclivity to live with their parents beyond college graduation—and based on the 


rationale that they have time for self‐exploration given the length of time they expect to be in 


the workforce. Within the workplace, the Net Generation desires flexibility in work hours, pay 


for performance, the ability to have their voices heard, continual performance feedback, 


promotion and career opportunities, challenging work, and access to advanced technology and 


social networking applications.  


For DoD, there will be several challenges, including: 


 Attracting Net‐Gen members to DoD as an IT employer of choice and then managing 
their work and compensation expectations 


 Adapting to a more flexible, multigenerational work environment 


 Creating a dynamic professional development program for these hands‐on learners 


 Retaining enough of the Net‐Gen to build the foundation of the future workforce 


 Ensuring pursuit and use of the latest technologies in the workplace, such as Web 2.0, 
social networking applications, and Wikis 


Cyber Efforts 


While the entire civilian IT/IA/Cyber workforce is important, cyberspace is an area that is 


receiving increased emphasis. Specific examples of the increased emphasis on cyberspace are 


DoD’s efforts associated with the President’s National Initiative for Cyber‐security Education 


(NICE) and the Cyber Operations report to the House Committee on Armed Services outlined in 


Section 934 of NDAA 2010 (Public Law 110‐84). 


Cyberspace is a decentralized domain characterized by increasing global connectivity, ubiquity, 


and mobility where power can be wielded remotely, instantaneously, inexpensively, and 


anonymously. Amid the rush of technological advancement, the Department seeks cyberspace 


capabilities that maintain its freedom of action and that of its allies and partners, while 


ensuring superiority over potential adversaries in militarily‐relevant portions of the domain. 


This environment presents enormous challenges and unprecedented opportunities to the DoD 


Cybersecurity (IA) workforce charged with defending national interests and advancing U.S. 


policy. 


The DoD IT OFCM supported OPM’s NICE efforts to establish a flexible, Federally‐focused 


taxonomy defining specific competencies and work activities (tasks) required of the 


Cybersecurity workforce. DoD, the largest participating agency, and the Department of 


Homeland Security (DHS) led a Federal Cybersecurity Transformation Working Group, with OPM 


and the Office of the Director for National Intelligence (ODNI) participation. The organizations 


gathered stakeholders to better define the IT Infrastructure, Operations, Maintenance, and IA 
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Competency taxonomy. In developing the taxonomy, OPM used the competencies developed 


by the working group to inform a workforce survey (completed in December 2010) to collect 


job analysis data to help define the appropriate Cybersecurity workforce structure. OPM 


analyzed the survey results to develop a Cybersecurity competency model. The OPM 


Classification Branch will use the model to develop and update classification standards for 


Cybersecurity, as needed, and DoD will incorporate the competency and classification results 


into ongoing efforts as appropriate. Further, the taxonomy will provide content for the 


measurement of current, relevant Cybersecurity capabilities across the Federal landscape, 


describe the Cybersecurity body of work, and provide Agencies with a common framework that 


can be used to drive their recruitment/ retention programs and develop training.  


In Section 934 of NDAA 2010 (Public Law 110‐84), the House Armed Services Committee (HASC) 


requested the SECDEF to submit a report to the Congressional Defense Committees that 


includes a study of the recruitment, retention, and career progression of uniformed and civilian 


Cyber Operations personnel. The committee directed that the analysis address: 


 Sufficiency of the numbers and types of personnel available for cyber operations, 
including an assessment of the balance between military and civilian positions and the 
availability of personnel with expertise in matters related to cyber operations from 
outside of DoD 


 The definition and coherence of career fields for members of both the Armed Forces 
and civilian workforce, including the sufficiency of training and experience levels 
required and measures to improve them if necessary 


 Types of recruitment and retention incentives available 


 Identification of legal, policy, or administrative impediments to attract and retain Cyber 
Operations personnel 


 DoD standards for measuring effectiveness in recruiting, retaining, and ensuring 
adequate career progression 


 Management and effectiveness of educational and outreach activities and newly 
proposed activities 


 Efforts to establish public‐private partnerships with respect to cyber‐related training 


 Recommendations for legislative changes necessary to increase the availability of Cyber 
Operations personnel. 


The committee defined “Cyber Operations personnel” as members of the Armed Forces and 


civilian workforce of DoD involved with the operations and maintenance of a computer 


network connected to the global information grid (GIG), including the offensive, defensive, and 


exploitation functions of such a network.  


A Department‐wide data call to address the Congressional reporting requirement was launched 


on July 28, 2010. The DoD CIO’s office is compiling and analyzing Component responses. The 


Cyber Operations workforce is essential to the Department’s mission, and DoD must continue 


to identify needs, close identified gaps, and track progress in this area.  


The Department’s roles and missions in cyberspace will continue to mature. As the U.S., its 


alliance and coalition partners, and its adversaries learn to employ these capabilities in all 
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phases of collaboration, cooperation, and conflict, DoD expects the demand for cyber‐effective 


capabilities to grow. This growth will require corresponding growth of the technical Department 


workforce, expansion of scientific and technological capabilities, and potential shifts in 


traditional culture. These factors could result in additional growth in the Cyber Operations 


workforce. Conversely, IT consolidations and Departmental efficiency reviews ultimately may 


offset growth in the upcoming years. DoD’s approach to cyberspace must remain flexible, as 


the definition of the domain continues to mature and operational capabilities in cyberspace 


increase. 


IT Acquisition 


The IT Acquisition workforce is an integral part of the overall IT workforce. In June 2010, the 


OUSD(AT&L) appointed the IT OFCM as the IT functional leader for the IT Acquisition 


Workforce. The IT functional leader establishes, maintains, and oversees the IT career field 


competency model, certification standards and framework, and position category descriptions. 


Additionally, the IT functional leader certifies currency and accuracy of courses in the IT 


Acquisition career field annually. The IT OFCM has reenergized the IT Functional Integrated 


Process Team (IT FIPT); participated in senior‐level meetings (Workforce Management Group 


and Senior Steering Board); completed the first phase of a comprehensive IT competency 


review in partnership with DAU; and engaged DAU and the IT FIPT in the analysis of the IT 


Acquisition workforce.  


Expected outcomes from continued engagement of the IT FIPT include a quality IT Acquisition 


workforce with clear career‐field certification requirements; a governance structure to improve 


IT Acquisition results; and an improved IT Program Management workforce with an expanded 


set of competencies and a broader range of training options. The next steps to achieve these 


expected outcomes include: 


 Completing competency review and analysis of the career field  


 Developing a comprehensive action plan to improve the IT Acquisition workforce in line 
with NDAA 2010 Section 804 and NDAA 2011 Section 875, Thoroughly reviewing DAU 
curriculum to ensure new IT Acquisition methodology is embedded 


The IT functional leader will fully support the Federal CIO’s 25‐Point Implementation Plan to 


Reform Federal Information Technology Management IT Acquisition workforce initiatives. The 


creation of a government‐wide IT Program Manager Career path and the design and 


development of a cadre of specialized IT Acquisition professionals are important among these 


initiatives. While DoD has well‐established career paths in IT Acquisition and program 


management, the Department believes these fields can be strengthened through exploring the 


intersection of the IT and Program Management career fields. DoD also plans to support the 


initiatives throughout the Federal government by participating with the Federal CIO Council and 


established teams to directly address them. 


The DoD CIO has applied and will continue to apply the DoD Civilian SHCP process across the 


IT/IA/Cyber civilian community. They will conduct manpower requirements analysis; 


competency‐specific job analysis procedures; and measure progress against set objectives. 
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Throughout the Department, DoD continues to work on improving its ability to numerically 


forecast changing, long‐term civilian requirements at the series, competency, or skill level. The 


Department is working to improve capabilities to conduct forecasts at a more granular level as 


it continues to implement functional community management concepts. Over the long term, 


these efforts will help identify emerging and long‐term IT requirements; develop targeted 


compensation strategies; and enable more extensive gap analyses in the areas of recruiting, 


retention, assignment qualifications, and professional development. 


IT OFCM MCO Demographic Overview 


The overall civilian IT/IA/Cyber workforce grew from 78,000 in FY 2009 to nearly 87,000 in FY 


2010, increasing by 12%. Combined, the four IT MCOs increased by 11% for the same period, 


from approximately 55,000 to 61,000 employees. Specific MCO comments will be noted in 


individual MCO sections; additional comments regarding overall demographics are provided in 


Figure B14‐5. 


Figure B14‐5: IT MCO Demographics 


 


Data generated by OPM/EHRI CIVFORS Application and DCPDS. 
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FY10 Demographics**


FY 2010 Workforce Strength 3,271 17,603 5,160 34,891


FY 2018 Workforce Manpower  Target 3,296 17,483 5,165 37,219


Dept of Army ‐ Strength 1,341 3,074 1,064 12,296


Dept of Navy ‐  Strength 1,376 8,695 2,900 9,059


Dept of Air Force ‐  Strength 368 4,983 858 6,831


Fourth Estate ‐  Strength 186 851 338 6,705


% Male 85% 89% 73% 72%


% Female 15% 11% 27% 28%


% Targeted Disability 1% 0% 1% 1%


% Non‐Targeted Disability 4% 4% 5% 8%


% Prior Military 14% 17% 18% 56%


Basic Salary (33% percentile) $71,674 $78,355 $72,083 $62,283


Basic Salary (66% percentile) $90,803 $93,175 $90,786 $78,355


Basic Salary (97% percentile) $127,173 $129,517 $124,774 $114,854


Basic Salary (99% percentile) $129,521 $133,993 $129,522 $137,612
Education


< Bachelors 4% 7% 6% 60%


Bachelors 69% 68% 68% 30%


Masters 25% 22% 24% 10%


Doctorate 1% 2% 2% 0%
Planning Considerations


Age, 35 or below 41% 25% 35% 17%


Age, 36‐55 50% 59% 53% 64%


Age, 56+ 9% 16% 12% 19%


Years of Service, 0‐5 35% 24% 38% 39%


Years of Service, 6‐15 33% 23% 34% 22%


Years of Service, 16‐25 23% 31% 17% 19%


Years of Service, 25+ 10% 21% 11% 19%


 Strength in three of the four 
MCOs is projected to increase 
through FY 2018; the 0855 
series is projected to decrease 
by less than 1%.  


 Employees in the four MCOs are 
predominately male. Attracting 
women to STEM fields is a 
nationally recognized challenge; 
education and outreach 
programs are among the 
strategies being used to reverse 
this trend. Degrees are typically 
within two areas: 1) Computer 
and Information Sciences and 
Support Service and 2) 
Engineering and Engineering 
Technologies. 


 The 2210 series relies heavily on 
Veterans, as 56% of the 2210 
employees are Veterans. 


 Over 90% of the 0854, 0855 and 
1550 series workforce have a 
Bachelor’s degree or higher. On 
the other hand, 60% of the 2210 
series has less than a Bachelor’s 
degree. Unlike the other three 
MCOs, the series does not 
require a degree. 


 With large percentages of 
employees in the 36 to 55 age 
range, the potential for high 
attrition through retirement 
requires that DoD Components 
have good succession plans in 
place. Implementing knowledge 
transfer plans so organizations 
do not lose the intellectual 
capital of departing employees 
is critical to the operation’s 
continuity. 
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MCO Analysis 
Information Management Specialist, GS 2210 


Workforce Requirements 


The 2210 series, IT Management, is the most populous of the IT/IA/Cyber community’s four 


MCOs. Individuals in this series develop, deliver, manage, and support IT systems and services 


and can be found in every major DoD organization— ensuring the operability, sustainability, 


and security of the Defense Information Enterprise. Members of the 2210 series perform a wide 


array of functions, which are organized into 12 specialty areas: 


 Applications Software: Translate technical specifications into programming 
specifications; develop, customize, or acquire applications software programs; and test, 
debug, and maintain software programs. 


 Customer Support: Provide technical support to customers who need advice, assistance, 
and training in applying hardware and software systems.  


 Data Management: Develop and administer databases used to store and retrieve data 
and develop standards for handling data.  


 Enterprise Architecture: Analyze, plan, design, document, assess, and manage the IT 
enterprise structural framework to align IT systems with the organization’s mission, 
goals, and business processes.  


 IT Project Management: Manage IT projects to provide a unique service, product, or 
system.  


 Internet: Provide services that permit the publication and transmission of information 
about Agency programs to internal and external audiences using the Internet.  


 Network Services: Test, install, configure, and maintain networks, including hardware 
(servers, hubs, bridges, switches, and routers) and software that permit sharing and 
transmitting information.  


 Operating Systems: Install, configure, and maintain the Operating Systems 
environment, including systems servers and software by which applications programs 
run.  


 Policy and Planning: Develop, implement, and ensure compliance with plans, policies, 
standards, infrastructures, and architectures that establish the framework for managing 
all IT programs.  


 Security: Plan, develop, implement and maintain programs, policies, and procedures to 
protect the integrity and confidentiality of systems, networks, and data.  


 Systems Administration: Install, configure, troubleshoot, and maintain hardware and 
software to ensure system availability and functionality.  


 Systems Analysis: Consult with customers to refine functional requirements and 
translate functional requirements into technical specifications. 


Continuous, significant developments in technology and its application dramatically influence 


the field, with a particular emphasis on information systems. IT management will continue to 


evolve rapidly as current functions change and new functions and specializations emerge. 
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Historical and projected requirements for GS‐2210 IT management are shown in Figure B14‐6. 


The Department’s heavy reliance on IT in virtually every functional and mission area and its new 


focus on insourcing were expected to increase end strength by approximately 3% in 2010. This 


number is expected to drop slightly through FY 2012 and gradually return to FY 2010 levels by 


FY 2015. However, in FY 2010, end strength increased by nearly 16% based on the following 


factors:  


 Multiple insourcing assessment initiatives designed to address manpower requirements 
and insourcing targets 


 New job growth driven by network systems/data communications, computer 
applications/software, and the increasing demand for security of data, systems, and 
networks 


 The stand‐up of the Cybersecurity Command 


 The impact of Cybersecurity and IA across the enterprise 


End strength increased nearly 16% in FY 2010.The series is projected to increase by nearly 6% 


from FY 2010 to FY 2011 and by nearly 8% from FY 2010 through FY 2018. Actual increases will 


depend on the impacts of the SECDEF Efficiency Initiatives. 


Figure B14‐6: GS‐2210 IT Specialist Requirements 


 


Data generated by OPM/EHRI CIVFORS Application: Population includes all Appropriated funds. 


 


2005 2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018


Fourth Estate 5,962 5,783 5,762 5,756 6,069 6,705 6,818 6,933 6,948 6,949 6,924 6,916 6,916 6,916


Navy 7,161 7,222 7,084 7,253 7,685 9,059 9,533 9,721 9,813 9,879 10,095 10,091 10,091 10,091


Army 9,420 9,480 9,401 9,803 10,728 12,296 13,797 13,959 13,940 13,923 13,914 13,932 13,932 13,932


Air Force 5,392 5,455 4,932 5,085 5,602 6,831 6,844 6,834 6,820 6,815 6,810 6,796 6,796 6,796
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Factors Influencing Workforce Requirements 


Several environmental factors influence DoD IT workforce requirements. Specific factors 


include budget reductions and BRAC. 


Budget Reductions 


Budget reductions and the reorganization/elimination of organizations based on the SECDEF 


Efficiency Initiatives will impact the IT/IA/Cyber workforce. The SECDEF directed a 


comprehensive assessment of how the Department is organized and operated to inform the FY 


2012 budget request. The SECDEF also announced eight initiatives and decisions, including a 


freeze in billets at FY 2010 levels, consolidations of IT infrastructure facilities, and closing or 


consolidating three organizations. The full extent of the impact of these initiatives is unknown 


until further reviews are completed. This series may continue to increase due to evolving cyber 


operations, but until ongoing Component analyses are complete, the full effect is unknown. 


Insourcing requirements were identified, and many Components had increased numbers of 


employees as a result. However, this trend is not expected to continue because of expected 


reductions based on the SECDEF Efficiency Review Initiatives, e.g., IT consolidation. 


BRAC 


The Army noted that BRAC has had a negative impact. Although the Army projects an increase 


in this series, it did have challenges filling vacated positions and dealing with the impact of 


training new employees. 


The Defense Information System Agency’s (DISA) BRAC move is expected to have a slight impact 


on GS‐2210 manning. Currently, 973 GS‐2210 positions will relocate from Northern Virginia to 


Fort Meade, MD. Although DISA estimates an up‐to‐30% attrition rate of the overall workforce 


based on the BRAC move, maximum use of the conditional BRAC hire authority approved by 


OPM will be exercised to minimize the impact of attrition. Further, DISA’s GS‐2210 


authorizations increased by 276 in FY 2010 based on an OSD directive to support a 


Cybersecurity initiative. 


Reasons for Differences between FY 2009 and FY 2010 End‐Strength Projections 


The Army had a large increase from FY 2009 to FY 2010, increasing by 2,323 employees or 24%, 


as a result of insourcing. Overall, the 2,323 employees accounted for 33% of the 7,000 


employees the Army insourced in FY 2010. 


Marine Corps employees increased from 1,280 in FY 2009 to 1,699 in FY 2010, an increase of 


419 employees or 33%, due to Next Generation Network (NGEN) requirements. 
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Current and Future Skill/Competency Requirements 


Since 1998, the DoD IT/IA/Cyber workforce has been guided by the universal, Federal‐wide 


Clinger‐Cohen Core Competencies. The competencies are updated periodically; the last update 


was completed in 2008, and the next update is planned for 2011. The competencies were 


developed by DoD through collaboration with the Federal CIO Council, private‐sector, staffing, 


and academia representatives include: descriptive knowledge requirements, was and include 


descriptive knowledge requirements. This set of competencies constitutes the critical baseline 


for developing IT skill requirements that help carry out DoD’s various IT missions. They are used 


for skill and developmental requirements that support the CIO Certificate; Components in their 


2210 series skill requirements/competency development; and the IT Acquisition community’s 


development of competencies for Acquisition key leadership positions (KLPs) and other critical 


Acquisition positions. The Army, Navy, and Marine Corps have used the Clinger‐Cohen Core 


Competencies as a baseline to update MCO competencies. Analyses show that Component 


competencies are strongly aligned, which will enable DoD to leverage efforts in further 


developing enterprise competencies. While Component‐developed competencies are 


beneficial, DoD recognizes the need for enterprise competencies, with proficiencies and career 


road maps that outline training, education, and developmental activities to help maximize 


workforce development.  


To begin enterprise development of competencies, the USD(P&R) initiated a pilot for five 


MCOs, including the 2210 series. DoD has contracted with OPM to conduct a job analysis of the 


2210 series. This effort, led by the IT OFCM, will begin with three of the 12 specialty areas in the 


series: Policy and Planning, Enterprise Architecture, and IT Project Management. The IT OFCM 


and selected Components have provided OPM with legacy competency data and, in March 


2011, they initiated SME focus groups. In addition to their use in helping to determine training, 


education, and developmental activities, the competencies will be used in hiring reform. 


Concurrently, the IT OFCM, as the IT functional leader, is in the process of reviewing and 


updating competencies for the IT Acquisition career field. The updated IT Acquisition 


competencies will be incorporated into the DAU curriculum and will inform initiatives aimed at 


selecting, recruiting, and retaining the IT Acquisition workforce population. 


Results of the IT Acquisition competencies review will inform planning requirements for future 


human capital and the Federal CIO’s IT Reform Initiatives (25 Point Implementation Plan). 


In addition to using OPM competency models, some Components use the Defense Acquisition 


Workforce Improvement Act (DAWIA) competency model for IT Acquisition personnel. 


Components also use the IA Workforce Improvement Plan (IAWIP) for its IA personnel. 


DAWIA training enhances the professional knowledge and capabilities of DoD personnel 


involved in developing, acquiring, and sustaining warfighting capabilities, systems, and services. 


Courses and training requirements are continuously reviewed and updated to meet the 


evolving needs of the Department. Additionally, the model requires all certified personnel to 


complete 80 continuous learning points every two years, which helps personnel stay current on 


changes and emerging technologies. The IAWIP provides different methods for becoming 
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certified. Certifications are maintained and updated by the certifying company. All personnel 


receiving certification are required to meet minimum requirements to maintain certification. 


DAWIA and IAWIP are active in many steps of the talent management process. Billets are coded 


to require a certain level of certification. An employee can be hired with the certification or can 


be required to achieve the certification level within a certain time period after being hired. The 


system provides a simple way for employees to develop their careers. 


Use of competencies has supported and improved strategic planning and operations. DAWIA 


training has led to a greater knowledge of the processes required by DoD. Similarly, the IAWIP 


shows employees how to protect the Agency’s information resources from threats, while 


allowing resources to be leveraged. As a result, employees comply with processes outside the 


Agency and improve policies inside the Agency. In addition, more assessments of the Agency’s 


current abilities are conducted before the Agency tries to acquire new capabilities. 


Current and future competencies are provided in the table: 


Current vs. Future Competencies 


Current Competencies Required  Future Competencies Required 


 Clinger‐Cohen Core Competencies 
(Appendix 1)  


 OPM 2210 Competencies (Appendix 2) 


 Being identified in the following 
efforts: 


 OPM Competency Model for 
Cybersecurity (Appendix 3) 


 USD(P&R) enterprise competency 
effort 


 Federal IT Workforce Capabilities 
Assessment 


 Acquisition FIPT review 
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Projected Gains Requirements/Net Change 
Figure B14‐7 depicts the gains and retention (losses not‐to‐exceed) goals based on the MCO 


targets provided and historical attrition patterns. Significant gains in FY 2009–FY 2011 are 


representative of the Department’s focus on insourcing, the increasing priority on cyber 


operations, and the need for 2210 series personnel to support that priority. The overall impact 


of the SECDEF Efficiency Initiative is pending. 


Figure B14‐7. GS‐2210 Series Gains, Losses, & Net Change 


 


Data generated by OPM/EHRI CIVFORS Application: Gains include all personnel gains to the MCO as an aggregate of all 
Component gains, including new‐hires, transfers, and inactive status to active status. Losses include all personnel losses to the 
MCO as an aggregate of all Component losses, including retirements, transfers, and active status to inactive status.  


 


MCO Analysis and Challenges 
Specific human capital‐related factors that could impact the community’s ability to meet 


forecasted MCO requirements (workforce skills and size).  Factors include: recruiting, labor 


market, hiring process/hiring reform, onboarding, compensation, certifications, and attrition. 


Recruiting 


The private sector is DoD’s greatest competitor for IT talent. Nationally, the demand for IT skills 


is increasing, while the number of U.S. graduates in the two major degree areas most related to 


this series has been declining. DoD had new hires of more than 4,800 Information Management 


Specialists in FY 2010 and employs more than 44% of the Federal 2210 series population. 


2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018


Gains 3,155 3,179 4,152 5,389 8,894 6,569 5,067 4,660 4,617 4,758 4,567 4,567 4,567


Losses ‐3,162 ‐3,949 ‐3,455 ‐3,296 ‐4,090 ‐4,470 ‐4,610 ‐4,587 ‐4,572 ‐4,580 ‐4,576 ‐4,576 ‐4,576


Net Change ‐7 ‐770 697 2093 4804 2099 457 73 45 178 ‐9 ‐9 ‐9
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Labor Market 


The labor market is defined as the availability of qualified personnel to meet hiring needs. The 


Department of Labor (DoL) has analyzed occupations across the industry, and has developed 


detailed statistics on the 2008 workforce as well as a projection of future occupational 


information for 2018. According to DoL projections, the greatest percentage of new IT job 


growth will be in Computer Application Software Engineers and Network Systems/Data 


Communications Analysts. New job creation is being influenced by: 


 Changing technologies 


 The increasing demand for security of data and systems 


 The increasing need for collaboration and work in networked mobile environments 


Adopting new technologies, integrating systems, and developing and maintaining secure 


software and systems will drive the demand for IT professionals. Figure B14‐8 shows the 


percentages of growth by occupation. 


Figure B14‐8: percentage Changes in U.S. IT Job Growth, by Occupation 


 


Source: U.S. DoL, Bureau of Labor Statistics. 


Several high‐demand occupations (i.e., Computer Systems Analysts, Computer Support 


Specialists, System Administrators, Database Administrators) are included in the 2210 series. 


DoD demand for these positions parallels an increased demand for these jobs industry wide. To 


meet the need for high‐demand jobs, the Department needs to identify primary skill gaps; 


determine which roles to hire, cultivate, or outsource; and develop recruitment and retention 


strategies. 


As emphasis on aligning IT priorities with mission capabilities has increased, so has the focus on 


the right skill mix for IT professionals. The need to integrate technology into business processes 


IT Occupations 2008 2018 Change by 2018


Computer Applications Software Engineers 514,800 689,900 175,100


Network Systems/Data Communications Analysts 292,000 447,800 155,800


Computer Systems Software Engineers 394,800 515,000 120,200


Computer Systems Analysts 532,200 640,300 108,100


Network/Computer System Admins (includes Security Specialists) 339,500 418,400 78,900


Computer Support Specialists: Tech Support/ Helpdesk Techs 565,700 643,700 78,000


Computer/ Information Systems Managers 293,000 342,500 49,500


Computer Specialists, all other 209,300 236,800 27,500


Database Administrators 120,400 144,700 24,400


Computer/ Information Scientists, Research 28,900 35,900 7,000


Computer Programmers 426,700 414,400 ‐12,300


Computer Operators 110,000 89,500 ‐20,500


NET INCREASE IN IT JOBS 3,827,300 4,618,900 791,700
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has created a greater desire for business acumen and interpersonal skills combined with 


expected technical skills. Strong foundational skills, such as communication and leadership, are 


becoming increasingly important for IT professionals. Looking forward, DoD will continue to 


seek IT professionals who understand business fundamentals and are able to work with 


individuals at all levels throughout the Department, from end users to engineers to executives. 


Hiring Process/Hiring Reform 


Components have stated that the hiring process takes too long. As a result, DoD loses eligible 


candidates to the private sector. DoD initiated a Department‐wide effort on hiring reform in 


2009 to coincide with the President’s focus on government‐wide hiring reform goals for 


streamlining the hiring process. The Hiring Reform Initiative directly addresses the priorities 


presented in OMB, OPM, and DoD Strategic Plans and issued memoranda. It is a collective 


effort to remove the complexities and inefficiencies of existing hiring processes within the 


Department, as mandated by the President of the United States. The ability of DoD to perform 


its mission effectively depends on a talented and engaged workforce. A reformed hiring process 


is necessary to further strengthen that workforce.  


The Hiring Reform Initiative addresses the four key hiring elements or phases: 


 


The following are the President’s six key directives: 


 Elimination of essay‐style questions  


 Ability to accept resumes and cover letters  


 Selection using category rating  


 Increased involvement and accountability of hiring managers and supervisors  


 Improvement in the quality and speed of hiring 


 Notification of application status via the USAJOBS website. 


While hiring reform is specifically highlighted in this section, it will be applicable to all four IT 


MCOs. 


Onboarding 


Onboarding processes within DoD should be designed to provide the right start to new 


employees, including bringing them into an agency’s culture as quickly as possible. Near term, a 


positive experience will form the basis of employees’ full integration into the workplace. Longer 


term, onboarding will provide new employees with the tools they need for success and 


potentially influence future retention.  
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Compensation 


DoD is aware of the competitiveness of current grade structures and/or salaries to compete for 


talent and has targeted available compensation incentives. Two specific examples are special 


salary rates/ bonuses and loan repayment programs. 


 Special salary rates. The DoD CIO has championed the cause of special salary rates; 
these rates were applicable to individuals in the Computer Science, Computer 
Engineering, and IT Management fields and were weighted more heavily toward entry‐
level Federal workers. Special salary rates have eroded over time; with the moratorium 
on pay increases over the next two years, not much traction is expected in this area. 


 Bonuses and Loan Repayment Program. Even without effective special salary rates, 
monetary compensation is still available to individuals, including retention bonuses and 
loan repayment programs. Loan repayment programs can be particularly attractive, 
because the average undergraduate college debt is $24,000.1  


DoD is concerned about negative rhetoric regarding overpaid government employees and does 


not support the belief that employees in IT career fields are overpaid. In the past year, bonus 


programs have also been scrutinized. Retention bonuses for IT personnel have dropped, 


commensurate with lower loss rates. The decrease in retention bonuses applies to all MCOs. 


Certifications 


DoD has certification requirements—managed through its IA Training, Certification, and 


Workforce Management program and DAWIA—that affect its ability to hire, train, and retain 


sufficient individuals with required certifications. The DoD CIO, in collaboration with the 


Services, Components and Joint Chiefs of Staff, has developed a multi‐tiered IA Workforce 


Certification Program. A significant portion of the IT workforce is required to attain certification 


in IA programs tailored to individuals who are in technical or managerial positions. Personnel 


without certification may be assigned to an IA position but must get a certification or waiver 


within six months of being assigned to the position. Once certified, they must recertify every 


three years. Components must monitor employees’ certification and recertification dates and 


have mitigation strategies in place to deal with failure to certify. 


DoD is authorized to pay the expenses for DoD civilian personnel to obtain professional 


credentials, including expenses for professional accreditation, state‐imposed licenses, and 


professional certifications. In each case, the authority is exercised at the discretion of the 


Department; it is not an entitlement. Such authorities provide greater flexibility in training and 


education programs; they are used to support the initiative to certify the IA workforce.  


Attrition 


Attrition in the 2210 series is an ongoing DoD concern. Turnover for the 2210 series is projected 


to remain above 10% though FY 2018, as shown in Figure B14‐9. Remaining above 10% depends 


on economic conditions, the job market, private‐sector competition, and how the SECDEF 


Efficiency Initiative affects IT consolidation and the expansion of cyber requirements. 
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Figure B14‐9: 2210 Series Turnover (Historical/Predicted) 


 


Data generated by OPM/EHRI CIVFORS Application: Turnover percent is calculated by summing all losses from MCO and 
Component divided by the average strength of the beginning and end of the FY. 


 


In addition to increasing requirements, the Department anticipates increased losses over the 


next several years due to the large retirement‐eligible population within the 2210 series, shown 


in Figure B14‐10. The Federal government needs the right mix of high‐performing IT personnel 


with the skills necessary to meet current and future mission requirements. As the “baby 


boomers” in the Federal IT workforce retire, many of their replacements will come from a new, 


younger generation of workers, the “Net Generation.” This large, incoming generational wave is 


expected to bring a variety of new dynamics to the Federal workplace. To effectively manage 


the changing generational mix, managers will need to reconcile the distinct and sometimes 


conflicting expectations, needs, and life experiences of workforces; they must establish a 


context for success that highlights the strengths of each generation. 


 


2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018


Air Force 11.5% 22.2% 14.5% 13.9% 16.5% 15.9% 16.1% 16.3% 16.7% 16.8% 16.9% 16.9% 16.9%


Army 12.6% 14.1% 14.1% 12.9% 14.2% 14.2% 14.1% 13.7% 13.4% 13.2% 13.1% 13.1% 13.1%


Navy 10.1% 12.0% 9.9% 9.5% 9.8% 9.7% 9.7% 9.7% 9.7% 9.8% 9.7% 9.8% 9.8%


Fouth Estate 10.7% 10.6% 11.6% 8.8% 9.6% 9.2% 9.0% 8.8% 8.9% 9.0% 8.8% 8.8% 8.8%


Total 11.3% 14.3% 12.5% 11.4% 12.6% 12.4% 12.4% 12.2% 12.2% 12.2% 12.1% 12.1% 12.1%
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Figure B14‐10: Years to Retirement Eligibility/Forecast Retirements (All 2210) 


 


Data generated by OPM/EHRI CIVFORS Application: Note that “Forecasted Retirements” are forecasted against projected future 
strength forecasts, while other categories of Retirement Eligibility reflect the workforce as of 30 Sep 2010. 


 


Typically, replacement hires have prior work experience, and Veterans have been a rich source 


of talent to populate this series. Currently, only 20% of new hires are age 30 or below, although 


this trend may increase as the Components work to balance the age and experience base of the 


2210 community. Components will need to have knowledge transfer and succession plans in 


place to try to compensate for the loss of skills and experience. 


 


MCO Strategies 
The strategies listed in Table 14.1 are available for Component use as workforce planning 


strategies are completed (i.e., recruiting and retention, competency gap closure, employee 


development, and employee engagement). Strategies are based on FY 2010 funding, and future 


use will depend on the impact of the pending Secretary of the Army Efficiency Initiative. Fully‐


funded programs provide an increased opportunity for Components to obtain quality recruits 


who have the qualifications to meet DoD mission requirements. 


 


Forecasted 
Retirements
(0‐5 years)


Current‐5 6‐10 11‐15 16‐20 >20


Fouth Estate 746 2320 1317 988 720 1307


Navy 861 2671 1631 1357 1157 1599


Army 1547 3204 2054 2082 1889 2816


Air Force 811 1611 1234 1352 979 1415


Cumulative 29.1% 47.6% 64.7% 78.8% 100.0%


Percentage 10.6% 29.1% 18.5% 17.1% 14.1% 21.2%
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Table 14.1: MCO Strategies 


Strategy # 1  DHA for IT Management (2210) Series 
(Information Security) 


Constraint Addressed  Recruiting 


Target Audience  All Components: 2210 series, GS grades 9 and above, in the 
Information Security specialty area 


Implementation Timeline  Ongoing since 2003 


Strategy Details & Impact 
 


This authority was established by OPM as a targeted recruitment 
program to improve the Federal government’s access to talent 
with critical information security skill sets. 


Legislative Changes  N/A 


Funding Required  Funding is at the discretion of the Component 


Metrics to Assess Progress  Number of annual hires 
 


Strategy # 2  Schedule A: Hiring Authority for the Cybersecurity Workforce 


Constraint Addressed  Recruiting 


Target Audience  All Components. The occupations under this authority include IT 
and non‐IT civilian job series related to Cybersecurity: Security 
Administration (0080); Intelligence (0132); Criminal Investigation 
(1811); Operations Research (1515); and the four IT MCOs of 
Computer Engineering (0854), Electronics Engineering (0855), 
Computer Science (1550), and IT Management (2210). The 
authority is limited to positions that require unique qualifications 
not currently established by OPM to perform such functions as: 


 Cyber risk and strategic analysis 
 Incident handling and malware/vulnerability analysis 


 Program management, distributed control systems security, 
cyber incident response, and cyber exercise facilitation and 
management 


 Cyber vulnerability detection and assessment 


 Network and systems engineering 


 Enterprise architecture 
 Intelligence analysis, investigation, investigative analysis, 


and cyber‐related infrastructure inter‐dependency analysis  


All positions are GS‐9 through GS‐15. 


Implementation Timeline  November 2009 through December 2012 (unless cancelled by 
OPM) 
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Strategy # 2  Schedule A: Hiring Authority for the Cybersecurity Workforce 


Strategy Details & Impact 
 


This authority was established for DoD by OPM with the 
recognition that critical Cybersecurity positions crossed 
occupational specialties and series, and that the 2210 DHA was 
too limiting in the face of cross‐cutting Cybersecurity discipline 
requirements. This authority assisted with key hires in FY 2010, 
particularly within the 2210 community, which saw a 60% 
increase in new hires. 


Legislative Changes  N/A 


Funding Required  Funding is at the discretion of the Component 


Metrics to Assess Progress  Number of annual hires 
 


Strategy # 3  DoD IA Scholarship Program (IASP) and  
new IASP Hiring Authority 


Constraint Addressed  Recruiting and retention 


Target Audience  All Components: entry‐ and mid‐level 


Implementation Timeline  IASP: The DoD IASP has been in place since 2001 and is governed 
by a steering committee of representatives from Office of the 
Assistant Secretary of Defense (OASD(NII))/DoD CIO; the 
National Security Agency (NSA), which administers the program; 
and participating DoD schools, such as the NDU’s iCollege. The 
three main aspects of the program are: recruitment, retention, 
and capacity building.  


IASP Hiring Authority: The USD(P&R) memorandum—
Implementation of Authority to Employ Individuals Completing 
DoD Scholarship or Fellows Programs, dated April 5, 2010—
provides implementing guidance for the DoD Components. 


Strategy Details & Impact 
 


IASP: The DoD IASP authorized by NDAA 2001 (codified in 10 
U.S.C. §2200) is designed to:  


 Increase the number of qualified personnel entering the IA 
and IT fields within the Department 


 Serve as a retention tool for the Department’s military and 
civilian personnel  


 Serve as a mechanism to strengthen the IA infrastructure 
through grants to Centers of Academic Excellence (CAEs) in 
IA Education 


Since its inception, the program has awarded a total of 452 
scholarships (292 recruitment and 160 retention). Feedback from 
DoD supervisors indicates that IASP scholars and graduates have 
superior skills compared to other IT staff and are well prepared 
to perform assigned duties and meet the critical IT/IA/Cyber 
needs of their supporting organizations. These findings, and 
increasing IT/IA/Cyber personnel and skill requirements, have 
resulted in increased demand for IASP scholars.  


The importance of this program continues to grow; anticipated 
increases in cyber personnel requirements could expand the 
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Strategy # 3  DoD IA Scholarship Program (IASP) and  
new IASP Hiring Authority 


reach and enhance the prominence/visibility of this program, 
internally and externally, with Congress and key cyber leaders. 


IASP Hiring Authority: The DoD IT OFCM drafted proposed 
language and initiated action to obtain hiring authority for IASP 
graduates; with the support of USD(P&R) staff, the hiring 
authority was granted. NDAA 2010 added a provision permitting 
DoD to appoint IASP graduates to excepted appointments 
following completion of their academic program for which an 
IASP scholarship was awarded. Additionally, the authority 
permitted DoD to noncompetitively convert these individuals 
from excepted to career or career‐conditional appointments in 
the competitive service upon completion of two years of 
substantially continuous service in the excepted appointments. 
The excepted appointment authority and the competitive 
conversion authority should help retain IASP graduates. 


Legislative Changes  N/A 


Funding Required  The annual program budget is $5 million and provides funding 
for returning and new recruitment and retention scholars. The 
budget also provides grants for partnering colleges and 
universities to enhance their information assurance capabilities 
and programs. 


Metrics to Assess Progress  Number of recruitment and retention scholarships awarded.  


Assessment of Component satisfaction with scholar’s 
performance. 


 


Strategy # 4  Science, Mathematics, and Research for Transformation 
(SMART) Scholarships 


Constraint Addressed  Recruiting and retention 


Target Audience  All Components: entry‐ and mid‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
  


The SMART Scholarship‐for‐Service Program has been 
established by DoD to support undergraduate and graduate 
students pursuing STEM degrees. The program is part of a 
concentrated effort to improve the flow of new, highly‐skilled 
technical labor into DoD facilities and agencies and to enhance 
the technical skills of the workforce already in place. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
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Strategy # 5  IT Exchange Program (ITEP) Pilot 


Constraint Addressed  Retention 


Target Audience  All DoD Components: targeted IT private‐sector organizations, 
mid‐level (GS‐11 or above or equivalent), and exceptional DoD 
and private‐sector employees working in the field of information 
technology management 


Implementation Timeline  Ongoing and placement of ITEP pilot candidates by June 2011 


Strategy Details & Impact 
 


The ITEP pilot provides an opportunity for DoD Components and 
private‐sector organizations to share best practices and gain a 
better understanding of each other’s IT management practices 
and challenges. The pilot is designed to enhance the IT 
competencies and technical skills of employees from the DoD 
civilian and private sectors who work in the field of IT 
management. The pilot will focus on enhancing competencies 
and skills in the following areas: IT/IA/Cyber, IT consolidation, 
telecommunications, cloud computing, storage, and database. 


Legislative Changes  Authorization for the pilot, Section 1110 of NDAA 2010. No 
changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  Placement of ITEP candidates and enhanced IT competencies 
and skills based on participation as an ITEP pilot detail 


 


Strategy # 6  SCEP/STEP 


Constraint Addressed  Recruiting and retention 


Target Audience  All Components: entry‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
  


This program allows students to be appointed to positions that 
are related to their academic field of study. Employment as a 
student is in the excepted service, and public notice is not 
required. Participants who meet all the requirements of the 
program may be noncompetitively converted to term, career, or 
career‐conditional appointments. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
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Strategy # 7  Student Loan Repayment 


Constraint Addressed  Recruiting and retention 


Target Audience  All Components: entry‐, mid‐ and senior‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


Agencies are authorized to establish a program under which they 
may agree to repay certain types of Federally‐insured student 
loans as a recruitment or retention incentive for highly qualified 
personnel. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
 


Strategy # 8  Component Intern Programs 


Constraint Addressed  Recruiting 


Target Audience  All Components: entry‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
  


Select specific target schools for recruitment efforts based on a 
variety of factors, such as the school’s program and curriculum 
relevance, past success with interns, diversity, and geographic 
proximity. Create a year‐round presence on campus through 
sponsoring on‐campus events (i.e., information sessions, 
seminars, career workshops, career fairs) and communications 
with newly‐hired interns as well as faculty and career counselors. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
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Strategy # 9  Building Long‐term Relationships with Colleges /  
Professors / Counselors 


Constraint Addressed  Recruiting and retention 


Target Audience  All Components: entry‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


A diverse IT workforce is very important to the vitality and 
effectiveness of the overall DoD IT/IA/Cyber community. 
However, of the 117 current CAEs in IA Education, only three are 
Historically Black Colleges and Universities (HBCUs), and 12 are 
historically underrepresented colleges and universities (HUCUs). 
Several CAEs partner with well‐known HBCUs and HUCUs to 
participate in IASP, but these institutions do not reap the full 
benefits of their counterparts who have CAE designation status. 


The DoD CIO, in conjunction with the IA Scholarship Program 
Office, focused on certain schools (which currently have well‐
established computer science programs) in 2010 to increase 
awareness of the IASP among HBCUs and increase the pool of 
diverse talent available for participation in the scholarship 
program. The schools include: 


 Hampton University 


 Morgan State University 


Representatives from the DoD CIO and the NSA visited Hampton 
University in Fall 2010. The primary purpose of the visit was to 
inform Hampton University of the benefits of applying to 
become a National Center of Academic Excellence in IA 
Education (CAE/IAE). As part of the visit, the representatives 
toured the school’s IT/IA department and computer labs and met 
with IT professors and students. They also provided guidance to 
Hampton on processes for obtaining CAE/IAE status. As a result 
of their visit, Hampton will apply to become a CAE/IAE in FY 
2011. 


Legislative Changes  No changes are required at this time. 


Funding Required  Potential funding would come from the IASP Program discussed 
in Strategy 3 if a school applies for CAE status and is accepted. 


Metrics to Assess Progress  TBD 
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Strategy # 10  IT Job Shadow Day Program 


Constraint Addressed  Recruiting 


Target Audience  All Components: entry‐level 


Implementation Timeline  Conducted every February 


Strategy Details & Impact 
 


DoD, in partnership with the Federal CIO Council, sponsors an 
annual IT Job Shadow Day. This event is used to recruit the next 
generation of rising stars to the Federal government’s IT 
workforce. The benefit of establishing relationships with high 
schools is to initiate a talent pipeline by identifying interns and 
future workers. The IT Job Shadow Day helps students 
understand the correlation between learning and earning. For 
Q2 FY 2011, 13 DoD Components hosted 167 high school 
students, 50 of whom were hosted by Army, Air Force, and the 
Office of the DoD CIO at an IT Job Shadow Day at the Pentagon. 


Legislative Changes  N/A 


Funding Required  Limited funding comes from the Federal CIO Council for student 
materials. 


Metrics to Assess Progress  Number of students and Components participating 
 


Strategy # 11  Social Networking / Telecommuting 


Constraint Addressed  Recruiting and retention 


Target Audience  All Components: entry‐, mid‐ and senior‐level 


Implementation Timeline  TBD 


Strategy Details & Impact 
  


This incentive could entice the Net Generation, which is seeking 
a flexible working environment. 


Legislative Changes  N/A 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
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Strategy # 12  Internet Positioning/IT Branding (Top Employers) 


Constraint Addressed  Recruiting 


Target Audience  All Components: entry‐, mid‐ and senior‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


Developing a branding campaign that touts DoD as an employer 
of choice could result in increased accession of talented 
employees who may not have been aware of the opportunities 
available at DoD. 


Legislative Changes  N/A 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
 


Strategy # 13  Workforce Recruitment Program (WRP) 


Constraint Addressed  Recruiting and retention 


Target Audience  All Components: entry‐ and mid‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


The WRP is a recruitment and referral program that connects 
Federal and private‐sector employers nationwide with highly 
motivated, post‐secondary students and recent graduates with 
disabilities who are eager to prove their abilities in the workplace 
through summer or permanent jobs. The program is co‐
sponsored by the DoL’s Office of Disability Employment Policy 
and DoD. 


Legislative Changes   


Funding Required  No changes are required at this time. 


Metrics to Assess Progress  Funding is at the discretion of the Component. 
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Strategy # 14  Cybersecurity Certification Incentive Pay 


Constraint Addressed  Retention 


Target Audience  All Components: entry‐, mid‐ and senior‐level 


Implementation Timeline  TBD 


Strategy Details & Impact 
  


With the support of USD(P&R) staff, the DoD IT OFCM 
recommended Cybersecurity certification incentive pay as a 
means to motivate individuals to seek certification and to help 
retain certified individuals. The consensus of the OPM working 
group was that this proposal should be presented to OMB as a 
recommended legislative change. 


Legislative Changes  TBD 


Funding Required  If approved, funding would be provided at the discretion of the 
Component. 


Metrics to Assess Progress  TBD 
 


Strategy # 15  Advanced Degree‐Tuition Assistance 


Constraint Addressed  Recruiting and retention 


Target Audience  All Components: mid‐ and senior‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


Individuals receive tuition assistance in exchange for continued 
service for a specified time, based on the duration of the 
education assistance. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
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Strategy # 16  DoD‐funded Academic Institutions (Air Force Institute of 
Technology (AFIT), Naval Postgraduate School (NPS),  


 iCollege, etc.) 


Constraint Addressed  Retention 


Target Audience  All Components: mid‐ and senior‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
  


The rate of change in IT requires robust professional 
development programs that provide continuous learning 
opportunities for DoD IT personnel. Employees are provided with 
the opportunity to receive graduate‐level education through 
certificate and degree programs at no personal cost. These types 
of programs ensure that DoD has high‐performing IT personnel. 
High‐performing personnel have greater engagement and 
retention. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component that is managing 
the academic institution. The Component provides resources to 
maintain the academic institution and allots quotas across DoD, 
as applicable. 


Metrics to Assess Progress  TBD 
 


Strategy # 17  IA/Cybersecurity Certification Program (Long‐term Training) 


Constraint Addressed  Retention 


Target Audience  All Components: entry‐, mid‐ and senior‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


DoD established an IA/Cybersecurity certification program to 
enhance the qualifications of key members of the IT workforce 
that is charged with the security of information and information 
systems. More than 13,000 MCO members are currently 
certified. These types of programs ensure that DoD has high‐
performing IT personnel. High‐performing personnel have 
greater engagement and retention. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
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Strategy # 18  Build Coalitions with Graduate Schools, Industry Professionals, 
and Other Agencies 


Constraint Addressed  Recruiting 


Target Audience  All Components: entry‐, mid‐ and senior‐level 


Implementation Timeline  TBD 


Strategy Details & Impact 
  


Developing relationships with graduate schools, industry 
professionals, and other agencies provides an opportunity to 
showcase the opportunities DoD has to offer and identifies it as 
an employer of choice. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
 


Strategy # 19  Pay Banded / Alternate Pay Plan Compensation 


Constraint Addressed  Retention 


Target Audience  All Components: entry‐, mid‐ and senior‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


Within the IT community, particularly the Computer Science and 
Engineering occupations, it is recognized that more flexible pay 
scales are required than afforded by the GS. Subsequently, DoD 
was able to offer compensation alternatives to the MCO 
community: 15% of IT specialists, 72% of Computer Scientists, 
61% of Electronics Engineers, and 64% of Computer Engineers 
are paid outside the GS. (Note: The NSPS pay bands had 
increased the percentage of the 2210 community in alternate 
pay plans to more than 30%; the disestablishment of this 
program has reduced compensation flexibility for this series.) 


Legislative Changes  Continue pay‐banded/pay plan compensation as authorized 


Funding Required  N/A 


Metrics to Assess Progress  TBD 
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Strategy # 20  Reemployed Annuitants 


Constraint Addressed  Recruiting 


Target Audience  All Components: mid‐ and senior‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
  


Agencies may reemploy retired Federal employees based on 
their eligibility for reinstatement to competitive service. All re‐
employed annuitants serve at the will of the appointing official; 
they may be terminated at any time. Usually, a re‐employed 
annuitant is subject to dual compensation offset, meaning the 
salary is offset by the amount of the annuity. Without a specific 
authority, agencies require OPM approval to reemploy an 
annuitant without salary offset. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
 


Strategy # 21  Recruitment, Retention, and Relocation Incentives 


Constraint Addressed  Recruiting and retention 


Target Audience  All Components: mid‐ and senior‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
  


Providing recruiting, retention, and relocation bonuses can help 
bring new employees on board and keep them. Being able to 
compete with private industry in these areas is critical when the 
talent pool is getting smaller. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD by Components, e.g., number of employees receiving 
incentive by type 
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Strategy # 22  Targeted Internet Mining 


Constraint Addressed  Recruiting 


Target Audience  All Components: entry‐ and mid‐level 


Implementation Timeline  TBD 


Strategy Details & Impact 
 


The growth of Internet social media and networking sites has 
created additional avenues for DoD to research and market to 
potential job candidates. This opportunity creates a proactive 
capability to search for new sources of talent rather than waiting 
for talent to come to the DoD. 


Legislative Changes  No changes are required at this time. 


Funding Required  Allocation of specific resources is at the discretion of the 
Components. 


Metrics to Assess Progress  TBD 
 


Strategy #23  Professional Organizations, Society Speaking Engagements 


Constraint Addressed  Recruiting 


Target Audience  All Components: entry‐, mid‐ and senior‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


In the competition to recruit highly‐qualified IT talent, reaching 
out to organizations and educating them on the DoD mission 
improves the visibility of technology initiatives ongoing in the 
Department. Education can serve as another vehicle for 
promoting DoD as an employer of choice. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
 


Strategy # 24  Highly Qualified Experts 


Constraint Addressed  Recruiting 


Target Audience  All Components: senior‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


At times, DoD needs highly‐qualified individuals for complex 
problems for a limited duration. Use of this strategy allows quick 
hiring for a specified time. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
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Strategy # 25  Veterans’ Hiring Authorities 


Constraint Addressed  Recruiting 


Target Audience  All Components: entry‐, mid‐ and senior‐level 


Implementation Timeline  TBD 


Strategy Details & Impact 
 


The three authorities specific to Veterans are: Veterans’ 
Recruitment Appointment, authority to hire 30% or more 
disabled Veterans, and authority under the Veterans 
Employment Opportunities Act (VEOA), as amended. All three 
provide streamlined opportunities to hire Veterans, some 
noncompetitively. Hiring Veterans provides a rich source of 
talent and continues to be a high priority within DoD. 


Legislative Changes  No changes are required at this time. 


Funding Required  N/A 


Metrics to Assess Progress  Number of employees hired with military experience 
 


Strategy # 26  Pathways Programs 


Constraint Addressed  Recruiting 


Target Audience  All Components: entry‐ and mid‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


Pathways Program offers an exception to the competitive hiring 
rules for certain positions in the Federal civil service. It combines 
the Intern Program, Recent Graduates Program and Presidential 
Management Fellows Program under one title. This program 
aims to attract outstanding men and women from a variety of 
academic disciplines who have an interest in and commitment to 
public service. 


Legislative Changes  Executive Order published December 27, 2010 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
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Strategy # 27  Schedule A: Excepted Service‐Appointing Authority for Persons 
with Disabilities 


Constraint Addressed  Recruiting 


Target Audience  All Components: entry‐, mid‐ and senior‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
  


This authority provides a way to hire persons who have been 
certified as having severe physical, psychological, or intellectual 
disabilities. The authority improves the Federal government’s 
ability to hire persons with disabilities. It is designed to remove 
barriers and increase employment opportunities for these 
individuals. Eligible persons may be appointed to a temporary, 
time‐limited, or permanent position. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  Number of employees hired with this appointing authority 
 


Strategy # 28  Non‐Competitive Hiring Authority for Military Spouses 


Constraint Addressed  Recruiting 


Target Audience  All Components: entry‐, mid‐ and senior‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
  


This authority facilitates the entry of military spouses into the 
Federal civil service, minimizes disruption when military families 
move due to permanent relocations, and recognizes and honors 
service members who become disabled or die during active duty 
service. This is a noncompetitive hiring authority to positions in 
the competitive service for qualified military spouses. Qualified 
spouses may be appointed to temporary, term, or permanent 
appointments only after public notice is provided via USAJOBS. 
These applicants are considered with other noncompetitive 
applicants. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
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Strategies Specific to Acquisition 


Strategy # 29  Expedited Hiring Authorities (EHA): IT Acquisition Positions 


Constraint Addressed  Recruiting 


Target Audience  All Components: mid‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


Provides that the SECDEF can designate Acquisition positions 
within DoD as shortage positions and can recruit and appoint 
highly‐qualified persons to those positions 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
 


Strategy # 30  DHA for IT Management (2210) Series 
(Information Security) 


Constraint Addressed  Retention 


Target Audience  All Components: mid‐ and senior‐level 


Implementation Timeline  TBD 


Strategy Details & Impact 
 


As part of the 25‐Point Implementation Plan, over the next 12 to 
18 months, OMB and OPM will be responsible for developing a 
process that will support and encourage movement of IT 
Program Managers across government and industry. 


Legislative Changes  TBD 


Funding Required  TBD 


Metrics to Assess Progress  TBD 


 


Workforce Mix 
Active‐duty, Reserve, and National Guard military personnel, DoD civilians, and an extensive 


contractor workforce all perform crucial IT/IA/Cyber roles. The SECDEF Efficiency Initiative will 


affect the IT/IA/Cyber workforce mix. Going forward, DoD must verify the mission requirements 


and determine: 


 Functions that can be performed by government personnel, and whether the personnel 
should be military, civilian personnel, or private‐sector contractors 


 Functions, including inherently governmental functions; functions exempted from 
private sector; and performance  


 Functions subject to review for potential government or private‐sector performance 


Projecting an accurate workforce mix is heavily contingent on the SECDEF Efficiency Initiative. 


DoD must know the budget constraints and organizational changes to fully analyze the impacts 


and clearly define its workforce mix. 
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2210 Series 


Defense Finance & 
Accounting Service 


Civilian % of 
Total Force 


Military % of 
Total Force 


Contracted Support 
% of Total Force 


Total Force 


FY 2009—Baseline  67%  0  33%*  =100% 


FY 2012    0    =100% 


FY 2014    0    =100% 


FY 2016—Desired 
End State 


  0    =100% 


Current methodology for reviewing the contractor workforce is performed retroactively. How 
contractor employees affect the total DFAS workforce mix is reviewed after the NDAA 2008 
Section 807 contract inventory is completed. DFAS is working to review the workforce mix prior 
to the Acquisition process. Reviewing the workforce mix first will allow DFAS to determine the 
appropriate workforce mix before any contracts are awarded. After the review, DFAS will take 
the necessary steps to meet the requirement with civilian employees or contractor employees. 
 


Defense Threat 
Reduction Agency 


Civilian % of 
Total Force 


Military % of 
Total Force 


Contracted Support 
% of Total Force 


Total Force 


FY 2009—Baseline  24.02%  11.17%  64.80%  =100% 


FY 2012  25.27%  10.75%  63.98%  =100% 


FY 2014  24.86%  10.81%  64.32%  =100% 


FY 2016—Desired 
End State 


24.86%  10.81%  64.32%  =100% 


The workforce mix is contained in the manning documents. These numbers account for the 
authorizations requested across the Agency in the job series to satisfy mission requirements. It 
should be noted that the military and contractors were placed under the 2210 series, even 
though they may support the 854 and 855 job series. 
 


Defense Logistics 
Agency 


Civilian % of 
Total Force 


Military % of 
Total Force 


Contracted Support 
% of Total Force 


Total Force 


FY 2009—Baseline  60%  1%  39%  =100% 


FY 2012  65%  1%  34%  =100% 


FY 2014  70%  1%  29%  =100% 


FY 2016—Desired 
End State 


75%  1%  24%  =100% 


Used management end‐strength report to forecast baseline and President’s Budget Request 
(PBR). The Department anticipates a reduction of contractor support in out years. To support 
the contractor reduction, the Department reduced its contracted workforce by 5% for the 
identified fiscal years while increasing the civilian workforce by 5% for the fiscal years 
identified. Military is expected to maintain at 1%. 
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Navy  Civilian % of 
Total Force 


Military % of 
Total Force 


Contracted Support 
% of Total Force 


Total Force 


FY 2009—Baseline  40%  60%  N/A  =100% 


FY 2012  40%  60%  N/A  =100% 


FY 2014  40%  60%  N/A  =100% 


FY 2016—Desired 
End State 


TBD  TBD  TBD  =100% 


Percentages are from NDAA 2010 Section 934 submission. Activities include Cyber Operations, 
Information Assurance, Defensive Operations, and Offensive Operations. Current information 
systems do not support breakout by military and civilian across these work areas related to 
specific MCOs. Current systems capabilities do not support the ability to accurately capture 
contract support personnel numbers. Percentages are representative. FY 2016 numbers and 
changes to FY 2012 and FY 2014 numbers will be determined based on completion of in‐
progress studies. Future workforce mix will also be determined by further refining Inherently 
Governmental work and determining military essential capabilities. How SECDEF Efficiency 
Reviews affected the workforce mix is unknown. Similarly, it is unknown how the revised 
Inherently Governmental guidance affects the workforce mix. 
 


Marine Corps  Civilian % of 
Total Force 


Military % of 
Total Force 


Contracted Support 
% of Total Force 


Total Force 


FY 2009—Baseline  9%  86%  5%  =100% 


FY 2012  N/A  N/A  N/A  =100% 


FY 2014  N/A  N/A  N/A  =100% 


FY 2016—Desired 
End State 


N/A  N/A  N/A  =100% 


Currently, there is no method for breaking down military and contractor support numbers by 
MCO. The information above reflects the overall USMC workforce mix for FY 2010 based on 
available data for appropriated fund civilians, active duty Marines, and contractors. 
Additionally, USMC is currently conducting a Force Structure Review that will further define the 
workforce mix. 
 


OSD and IT 
Management 


Directorate (ITMD) 


Civilian % of 
Total Force 


Military % of 
Total Force 


Contracted Support % 
of Total Force 


Total Force 


FY 2009—Baseline  12%  3%  85%  =100% 


FY 2012  22%  0%  78%  =100% 


FY 2014  =100% 


FY 2016—Desired End 
State   


=100% 


The current authorized civilian FTEs and current onboard contract support were used to 
determine ITMDs workforce. As OSD/CIO and ITMD are merging, the years out will be provided 
later. 
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Workforce Requirements Analysis 
Electronics Engineering, GS0855 
Electronics Engineering includes skills related to generating theories, principles, and systems 


related to the science of electronics engineering and the traditional science of engineering, 


physical science disciplines and advanced mathematics, computer science, and economics. 


Electronics Engineering involves electromagnetic energy transmission for purposes such as 


sensor processing, remote sensing, communications, guidance and control, information 


processing, and defense work.  


Historical and projected workforce requirements for GS‐0855, Electrical Engineering, are shown 


in Figure B14‐11. Strength was projected to increase by 3% from FY 2009 to FY 2010, but 


actually increased by 4%. This increase can be attributed to increased insourcing and cyber 


operations requirements. Strength is projected to remain fairly consistent through 2018, but 


that continued consistency depends on the impact of the SECDEF Efficiency Initiative, budget 


constraints, and cyber requirements expansion. 


Figure B14‐11: GS‐0855 Electronics Engineering Requirements 


 


Data generated by OPM/EHRI CIVFORS Application: Population includes all appropriated funds. 


 


2005 2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018


Fourth Estate 156 157 182 181 196 186 205 205 205 205 205 205 205 205


Navy 1,238 1,233 1,240 1,291 1,356 1,376 1,377 1,372 1,375 1,380 1,380 1,373 1,373 1,373


Army 1,166 1,181 1,194 1,232 1,299 1,341 1,345 1,278 1,380 1,354 1,276 1,369 1,369 1,369


Air Force 335 334 347 344 352 368 368 367 371 370 370 370 370 370


Total Strength 2895 2905 2963 3048 3203 3271.07 3295 3222 3331 3309 3231 3317 3317 3317


Target 3,285 3,289 3,216 3,312 3,284 3,206 3,296 3296 3296
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Factors Influencing Workforce Requirements 


Several environmental factors influence DoD IT workforce requirements. Specific factors 


include budget reductions and BRAC. 


Budget Reductions 


Budget reduction and the reorganization/elimination of organizations resulting from the 


SECDEF Efficiency Initiative will affect the IT/IA/Cyber workforce. The full extent is unknown 


until further reviews are completed. 


This series may continue to increase due to evolving cyber operations, but until ongoing 


Component analyses are completed, the full effect is unknown. Insourcing requirements were 


identified, and many Components experienced increases as a result. However, this trend is not 


expected to continue because of expected reductions resulting from the SECDEF Efficiency 


Initiative. 


BRAC 


DISA could potentially see a negative impact on end‐strength targets resulting from BRAC 


relocation. The loss of key knowledge will require DISA to use aggressive recruiting and 


retention strategies to maintain a highly competent, mission‐ready force. 


Current and Future Skills/Competencies Requirements 


In addition to using OPM competency models, some Components use the DAWIA competency 


model for Acquisition personnel. Components also use the IAWIP for their Information 


Assurance personnel. 


DAWIA training enhances the professional knowledge and capabilities of DoD personnel 


involved in developing, acquiring, and sustaining warfighting capabilities, systems, and services. 


Courses and training requirements are continuously reviewed and updated to meet the 


evolving needs of the Department. Additionally, the model requires all certified personnel to 


complete 80 continuous learning points every two years, which helps personnel stay current on 


changes and emerging technologies. The IAWIP provides different ways to get certified. These 


certifications are maintained and updated by the certifying company. All personnel getting 


certified are required to meet minimum requirements to maintain their certification. 


DAWIA and IAWIP are active in many steps of the talent management process. Billets are coded 


to require a certain level of certification. An employee can be hired with the certification or 


required to achieve the certification level within a certain time period of starting work. The 


system provides a simple way for employees to see ways they can develop their skills or find 


alternate career choices. 


The use of competencies has supported and improved strategic planning and operations. 


DAWIA training has led to a greater knowledge of processes required by DoD. Similarly, the 


IAWIP shows employees how to protect the Agency’s information resources from threats while 


still allowing these resources to be leveraged. This has led to employees complying with 
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processes outside of the Agency and improving policies inside the agency. It has led to more 


assessments of the Agency’s current abilities before trying to acquire new capabilities. 


Current and future competencies are shown below: 


Current vs. Future Competencies 


Current Competencies Required  Future Competencies Required 


 Clinger‐Cohen Core Competencies 
(Appendix 1)  


 OPM 2210 Competencies (Appendix 2) 


Being identified in the following efforts: 


 OPM Competency Model for 
Cybersecurity (Appendix 3) 


 USD(P&R) enterprise competency 
effort 


 Federal IT Workforce Capabilities 
Assessment 


 Acquisition FIPT review 
 


Projected Gains Requirements/Net Change 
Figure B14‐12 depicts the gains and retention (losses not‐to‐exceed) goals based on the MCO 


targets provided and historical attrition patterns. This continued trend depends on the SECDEF 


Efficiency Initiative.  


Figure B14‐12: GS‐0855 Gains, Losses, & Net Changes 


 


Data generated by OPM/EHRI CIVFORS Application: Gains include all personnel gains to the MCO as an aggregate of all 
Component gains including new‐hires, transfers, and inactive status to active status. Losses include all personnel losses to the 
MCO as an aggregate of all Component losses, including retirements, transfers, and active status to inactive status. 


2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018


Gains 628 610 742 1,031 1,361 750 733 822 829 914 900 900 900


Losses ‐1,287 ‐1,466 ‐1,331 ‐1,149 ‐1,222 ‐1,264 ‐1,282 ‐1,300 ‐1,312 ‐1,312 ‐1,320 ‐1,320 ‐1,320


Net Change ‐659 ‐856 ‐589 ‐118 139 ‐514 ‐549 ‐478 ‐483 ‐398 ‐420 ‐420 ‐420
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MCO Analysis & Challenges 
Specific human capital‐related factors that could affect the IT/IA/Cyber communities’ abilities 


to meet forecasted MCO requirements (workforce skills and size) include labor market, hiring 


process/hiring reform, onboarding, compensation, certifications, and attrition.  


Labor Market 


The DoL study discussed in the 2210 series section applies to Electronics Engineers as well. The 


Computer Sciences and Computer Software Engineering professions will continue to be high‐


demand IT fields, given the increasing need to develop and test software for the Internet and 


mobile devices and the need to safeguard software, pre‐empt attacks, and ensure high 


assurance of mission‐critical systems. Further, the major employers of Electronic Engineers in 


DoD are the same as for Computer Scientists, with a significant segment of the population 


currently serving in labs.  


Hiring Process/Hiring Reform 


The previous comments in the 2210 series section regarding the hiring process and hiring 


reform apply to the 0855 series. 


Onboarding 


Onboarding processes within DoD should be designed to provide the right start to new 


employees, including bringing them into an Agency’s culture as quickly as possible. Near term, a 


positive experience will form the basis of the employees’ full integration into the workplace. 


Longer‐term onboarding will provide new employees with the tools they need for success and 


may influence retention.  


Compensation 


DoD is aware of the competitiveness of current grade structure and/or salaries to compete for 


talent and has targeted compensation incentives. Two specific examples are: 


 Special salary rates. The DoD CIO has championed the cause of special salary rates; 
these rates were applicable to individuals in the Computer Science, Computer 
Engineering, and IT Management fields and were weighted more heavily toward entry‐
level Federal workers. Special salary rates have eroded over time; with the moratorium 
on pay increases over the next two years, not much traction is expected in this area. 


 Bonuses and Loan Repayment Program. Even without effective special salary rates, 
monetary compensation is still available to individuals, including retention bonuses and 
loan repayment programs. Loan repayment programs can be particularly attractive, 
because the average undergraduate college debt is $24,000.1 


DoD is concerned about negative rhetoric regarding overpaid government employees and does 


not support the belief that employees in IT career fields are overpaid. In the past year, bonus 


                                                       
1 Diane Cheng and Matthew Reed, Student Debt and the Class of 2009, October 2010, The Project on Student Debt, 
http://projectonstudentdebt.org/files/pub/classof2009.pdf. 
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programs have also been scrutinized. Retention bonuses for IT personnel have dropped, 


commensurate with lower loss rates. The decrease in retention bonuses applies to all MCOs. 


Certifications 


DoD has certification requirements that are managed through DoD’s IA Training, Certification, 


and Workforce Management program and DAWIA. These requirements affect DoD’s ability to 


hire, train, and/or retain individuals with the required certifications. The DoD CIO, in 


collaboration with the Services/Components and JCS, has developed a multi‐tiered IA 


Workforce Certification Program. A significant portion of the IT workforce is required to attain 


certification in Information Assurance programs tailored to individuals who are in either 


technical or managerial positions. Personnel without certification may be assigned to an IA 


position but must get certification or a waiver within six months of being assigned to the 


position; once certified, they must recertify every three years. Components must monitor their 


employees’ certification and recertification dates and have mitigation strategies in place to deal 


with failure to certify. 


DoD is authorized to pay the expenses for DoD civilian personnel to obtain professional 


credentials, including expenses for professional accreditation, state‐imposed licenses, and 


professional certifications. In each case, the authority is exercised at the discretion of the 


Department and is not an entitlement. These authorities allow greater flexibility in training and 


education programs and are being used to help certify the IA workforce.  


Attrition 


Attrition is a continuous concern of DoD in the 0855 series. Turnover for the 0855 series is 


projected to remain above 7% though FY 2018 as shown in Figure B14‐13. Whether it remains 


above 7% depends on economic conditions, the job market, private‐sector competition, and 


how the SECDEF Efficiency Initiative affects IT consolidation and cyber requirements expansion. 
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Figure B14‐13: GS‐0855 Series Turnover (Historical/Predicted) 


 


Data generated by OPM/EHRI CIVFORS Application: Turnover percent is calculated by summing all losses from MCO and 
Component divided by the average strength at the beginning and end of the FY. 


 


Although forecasted strength remains fairly consistent though FY 2018, DoD anticipates 


increased losses over the next several years due to the large retirement‐eligible population 


within the 0855 series. (See Figure B14‐14 on the following page.) The Federal government 


needs the right mix of high‐performing IT personnel with the skills necessary to meet current 


and future mission requirements. The Net Generation comments in the 2210 series section also 


apply to this series. 


 


2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018


Air Force 6.9% 8.6% 8.3% 7.2% 7.5% 7.7% 8.0% 8.2% 8.2% 8.2% 8.4% 8.4% 8.4%


Army 9.2% 9.1% 9.9% 9.3% 8.5% 8.8% 9.0% 9.2% 9.2% 9.3% 9.1% 9.1% 9.1%


Navy 7.1% 8.4% 6.8% 5.4% 6.0% 5.9% 5.8% 5.8% 5.9% 5.9% 6.0% 6.0% 6.0%


Fouth Estate 10.5% 12.6% 13.6% 12.0% 11.3% 11.6% 11.8% 12.0% 12.3% 11.8% 12.1% 12.1% 12.1%


Total 7.6% 8.8% 8.1% 6.9% 7.1% 7.2% 7.3% 7.4% 7.5% 7.5% 7.5% 7.5% 7.5%
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Figure B14‐14: Years to Retirement Eligibility/Forecast Retirements (All 0855) 


 


Data generated by OPM/EHRI CIVFORS Application: Note that “Forecasted Retirements” are forecasted against projected future 
strength forecasts, while other categories of Retirement Eligibility reflect the workforce as of 30 Sep 2010. 


 


MCO Strategies 
The strategies in Table 14.2 are available for Component use as workforce planning strategies 


are completed (i.e., recruiting and retention, competency gap closure, employee development, 


and employee engagement). The strategies are based on FY 2010 funding, and future use will 


depend on the impact of the SECDEF Efficiency Initiative. Fully funded programs provide an 


increased opportunity for Components to obtain quality recruits who have the qualifications to 


meet DoD’s mission requirements. 


Forecasted 
Retirements
(0‐5 years)


Current‐5 6‐10 11‐15 16‐20 >20


Fouth Estate 132 306 181 149 66 150


Navy 575 2225 2031 1314 621 2380


Army 289 936 701 416 202 781


Air Force 551 1215 1063 632 408 1636


Cumulative 26.9% 49.7% 64.1% 71.6% 100.0%


Percentage 8.8% 26.9% 22.8% 14.4% 7.4% 28.4%
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Table 14.2. MCO 0855 Strategies 


Strategy # 1  Scheduling a Hiring Authority for the Cybersecurity Workforce 


Constraint Addressed  Recruiting 


Target Audience  All Components. The occupations under this authority include IT and 
non‐IT civilian job series related to Cybersecurity: Security 
Administration (0080); Intelligence (0132); Criminal Investigation 
(1811); Operations Research (1515); and the four IT mission‐critical 
occupations of Computer Engineering (0854), Electronics Engineering 
(0855), Computer Science (1550), and IT Management (2210). The 
authority is limited to positions that require unique qualifications not 
currently established by OPM to perform such functions as cyber risk 
and strategic analysis, incident handling and malware/vulnerability 
analysis, program management, distributed control systems security, 
cyber incident response, cyber exercise facilitation and management, 
cyber vulnerability detection and assessment, network and systems 
engineering, enterprise architecture, intelligence analysis, 
investigation, investigative analysis, and cyber‐related infrastructure 
inter‐dependency analysis. All positions are GS‐9-15. 


Implementation Timeline  November 2009 through December 2012 (unless cancelled by 
OPM) 


Strategy Details & Impact 
  


This authority was established for DoD by OPM with the recognition 
that critical Cybersecurity positions crossed occupational 
specialties and series, and that the 2210 DHA was too limiting in the 
face of cross‐cutting Cybersecurity discipline requirements. This 
authority assisted with key hires in FY 2010, particularly within the 
2210 community, which saw a 60% increase in new hires. 


Legislative Changes  N/A 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  Number of annual hires 
 


Strategy # 2  DoD IASP & New IASP Hiring Authority 


Constraint Addressed  Recruiting and retention 


Target Audience  All Components: entry‐ and mid‐level 


Implementation Timeline  IASP: The DoD IASP has been in place since 2001 and is governed 
by a steering committee consisting of representatives from OASD 
(NII)/DoD CIO, the NSA, which administers the program, and 
participating DoD schools, such as the National Defense 
University’s iCollege. The three main aspects of the program are 
recruitment, retention, and capacity‐building.  


IASP Hiring Authority: The USD(P&R) memorandum 
(Implementation of Authority to Employ Individuals Completing 
DoD Scholarship or Fellows Programs) dated April 5, 2010 
provides implementing guidance for DoD Components. 
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Strategy # 2  DoD IASP & New IASP Hiring Authority 


Strategy Details & Impact  IASP: The DoD IASP authorized in 10 U.S.C. §2200 is designed to: 


 Increase the number of qualified personnel entering the 
Information Assurance and IT fields within the Department 


 Serve as a retention tool for the Department's military and 
civilian personnel 


 Serve as a mechanism to strengthen the IA infrastructure 
through grants to CAEs in IA Education 


Since its inception, the program has awarded a total of 452 
scholarships (292 recruitment and 160 retention). Feedback from 
DoD supervisors indicates that IASP scholars and graduates have 
superior skills compared to other IT staff and are well prepared 
to perform assigned duties and meet the critical IT/IA/Cyber 
needs of their supporting organizations. These findings, as well 
as increasing IT/IA/Cyber personnel and skill requirements, have 
resulted in increased demand for IASP scholars.  


The importance of this program continues to grow; anticipated 
increases in cyber personnel requirements could expand the 
reach and enhance the prominence/visibility of this program, 
both internally within DoD and externally with Congress and key 
cyber leaders. 


IASP Hiring Authority: DoD IT OFCM drafted language and 
initiated action to obtain hiring authority for IASP graduates; 
with the support of USD(P&R) staff, the hiring authority was 
granted. NDAA FY 2010 added a provision permitting DoD to 
appoint IASP graduates to accepted appointments following 
completion of their academic program. Additionally, the 
authority permitted DoD to noncompetitively convert these 
individuals from accepted to career or career‐conditional 
appointments in the competitive service on completion of two 
years of substantially continuous service in the excepted 
appointments. The excepted appointment authority and the 
competitive conversion authority should help retain IASP 
graduates. 


Legislative Changes  N/A 


Funding Required  Annual program budget is $5 million and provides funding for 
returning and new recruitment and retention scholars and grants 
for partnering colleges and universities to enhance their 
information assurance capabilities and programs. 


Metrics to Assess Progress  Number of recruitment and retention scholarships awarded.  


Assessment of Component satisfaction with scholars’ 
performance. 
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Strategy # 3  Science, Mathematics, and Research for Transformation 
(SMART) Scholarships 


Constraint Addressed  Recruiting and retention 


Target Audience  All Components: entry‐ and mid‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


The SMART Scholarship‐for‐Service Program was established by 
DoD to support undergraduate and graduate students pursuing 
degrees in STEM. The program is part of a concentrated effort to 
improve the flow of new, highly‐skilled technical labor into DoD 
facilities and Agencies and to enhance the technical skills of the 
workforce already in place. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
 


Strategy # 4  IT Exchange Program (ITEP) Pilot 


Constraint Addressed  Retention 


Target Audience  All DoD Components: Targeted IT private‐sector organizations 
and mid‐level (GS‐11 or above or equivalent) and exceptional 
DoD and private‐sector employees who work in the field of IT 
management 


Implementation Timeline  Ongoing; placement of ITEP pilot candidates by June 2011 


Strategy Details & Impact 
  


The ITEP pilot provides an opportunity for DoD Components and 
private‐sector organizations to share best practices and gain a 
better understanding of each other’s IT management practices 
and challenges. The pilot is designed to enhance the IT 
competencies and technical skills of employees from the DoD 
civilian and private‐sector who work in the field of IT 
management. The pilot will focus on enhancing competencies 
and skills in the following areas: IT/IA/Cyber, IT consolidation, 
telecommunications, cloud computing, storage, and database. 


Legislative Changes  Authorization for the pilot, Section 1110 of the NDAA 2010. No 
changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  Placement of ITEP candidates and enhanced IT competencies 
and skills based on participation as an ITEP pilot detail 
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Strategy # 5  SCEP/STEP 


Constraint Addressed  Recruiting and retention 


Target Audience  All Components: entry‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


This program allows students to be appointed to positions that 
are related to their academic field of study. Employment as a 
student is in the excepted service and public notice is not 
required. Participants who meet all the requirements of the 
program may be noncompetitively converted to term, career, or 
career‐conditional appointments. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
 


Strategy # 6  Student Loan Repayment 


Constraint Addressed  Recruiting and retention 


Target Audience  All Components: entry‐, mid‐ and senior‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 and Impact 


Agencies are authorized to establish a program under which they 
may agree to repay certain types of Federally‐insured student 
loans as a recruitment or retention incentive for highly‐qualified 
personnel. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
 


Strategy # 7  Component Intern Programs 


Constraint Addressed  Recruiting 


Target Audience  All Components: entry‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact  Select target schools for recruitment efforts based on a variety of 
factors, such as the school’s program and curriculum relevance, 
past success with interns, diversity, and geographic proximity. 
Create a year‐round presence on campus by sponsoring on‐
campus events (e.g., information sessions, seminars, career 
workshops, career fairs) and communicating with newly‐hired 
interns as well as faculty and career counselors. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
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Strategy # 8  Building Long‐term Relationships with  
Colleges / Professors / Counselors 


Constraint Addressed  Recruiting and retention 


Target Audience  All Components: entry‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


A diverse IT workforce is very important to the vitality and 
effectiveness of the overall DoD IT/IA/Cyber community. 
However, of the 117 current CAEs in Information Assurance 
Education, only three are HBCUs and 12 are HUCUs. Several CAEs 
partner with well‐known HBCUs and HUCUs to participate in 
IASP, but these institutions do not reap the full benefits as their 
counterparts with CAE designation status. 


In 2010, the DoD CIO, in conjunction with the IA Scholarship 
Program Office, focused on schools with well‐established 
Computer Science programs in an effort to increase awareness 
of the IASP among HBCUs and increase the pool of diverse talent 
available for participation in the scholarship program. Schools 
include: 


 Hampton University 


 Morgan State University 


Representatives from the DoD CIO and the NSA visited Hampton 
University in Fall 2010. The primary purpose of the visit was to 
inform Hampton University of the benefits of becoming a 
National Center of Academic Excellence in Information 
Assurance Education (CAE/IAE). As part of the visit, the 
representatives toured the school’s IT/IA department and 
computer labs and met with IT professors and students. They 
also provided guidance to Hampton on processes for obtaining 
CAE/IAE status. As a result of their visit, Hampton will apply to 
become a CAE/IAE in FY 2011. 


Legislative Changes  No changes are required at this time. 


Funding Required  Potential funding would come from the IASP Program discussed 
in Strategy 3 if a school applies for CAE status and is accepted. 


Metrics to Assess Progress  TBD 
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Strategy # 9  IT Job Shadow Day Program 


Constraint Addressed  Recruiting  


Target Audience  All Components: entry‐level 


Implementation Timeline  Conducted each February 


Strategy Details & Impact 
 


DoD, in partnership with the Federal CIO Council, sponsors an 
annual IT Job Shadow Day. This event is used to recruit the next 
generation of rising stars to the Federal government IT 
workforce. The benefit of establishing relationships with high 
schools is to initiate a talent pipeline by identifying interns and 
future workers. IT Job Shadow Day helps students understand 
the correlation between learning and earning. For the second 
quarter of FY 2011, 14 DoD Components hosted 200 high school 
students, of which 50 students have already been hosted by the 
Army, Air Force, and Office of DoD CIO at an IT Job Shadow Day 
at the Pentagon. 


Legislative Changes  N/A 


Funding Required  Limited funding comes from the Federal CIO Council for student 
materials. 


Metrics to Assess Progress  Number of students and Components participating 
 


Strategy # 10  Social Networking / Telework 


Constraint Addressed  Recruiting and retention 


Target Audience  All Components: entry‐, mid‐, and senior‐level 


Implementation Timeline  TBD 


Strategy Details & Impact 
 


This incentive could entice Net Generation members, who are 
seeking flexible working environments. 


Legislative Changes  N/A 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
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Strategy # 11  Internet Positioning / IT Branding (Top Employers) 


Constraint Addressed  Recruiting  


Target Audience  All Components: entry‐, mid‐, and senior‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


Developing a branding campaign touting DoD as an employer of 
choice could result in an increased accession of talented 
employees who may not have been aware of the opportunities 
available in the Department. 


Legislative Changes  N/A 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
 


Strategy # 12  Workforce Recruitment Program (WRP) 


Constraint Addressed  Recruiting and retention 


Target Audience  All Components: entry‐ and mid‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
  


The WRP is a recruitment and referral program that connects 
Federal and private‐sector employers nationwide with highly 
motivated, post‐secondary students and recent graduates with 
disabilities who are eager to prove their abilities in the workplace 
through summer or permanent jobs. The program is co‐
sponsored by the DoL's Office of Disability Employment Policy 
and DoD. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
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Strategy # 13  Cybersecurity Certification Incentive Pay 


Constraint Addressed  Retention 


Target Audience  All Components: entry‐, mid‐, and senior‐level 


Implementation Timeline  TBD 


Strategy Details & Impact 
 


With the support of the USD(P&R) staff, the DoD IT OFCM 
recommended Cybersecurity certification incentive pay as a way 
to motivate individuals to seek certification and as a way to help 
retain certified individuals. The consensus of the OPM working 
group was that this proposal should be presented to OMB as a 
recommended legislative change. 


Legislative Changes  TBD 


Funding Required  If approved, funding would be provided at the discretion of the 
Component. 


Metrics to Assess Progress  TBD 
 


Strategy # 14  Advanced Degree‐Tuition Assistance 


Constraint Addressed  Recruiting and retention 


Target Audience  All Components: mid‐ and senior‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
  


Individuals receive tuition assistance in exchange for continued 
service for a specified time based on the duration of the 
education assistance. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
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Strategy # 15  DoD‐funded Academic Institutions (AFIT, NPS, iCollege, etc.) 


Constraint Addressed  Retention 


Target Audience  All Components: mid‐ and senior‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


The rate of change in IT requires robust professional 
development programs that provide continuous learning 
opportunities for DoD IT personnel. Employees are provided with 
the opportunity to receive graduate level education through 
certificate and degree programs at no personal cost. These types 
of programs ensure DoD has high‐performing IT personnel. High‐
performing personnel have greater engagement and retention. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component managing the 
academic institution. The Component provides resources to 
maintain the academic institution and allots quotas across DoD, 
as applicable. 


Metrics to Assess Progress  TBD 
 


Strategy # 16  IA / Cybersecurity Certification Program (Long‐term Training) 


Constraint Addressed  Retention 


Target Audience  All Components: entry‐, mid‐, and senior‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
  


DoD established an IA/Cybersecurity certification program to 
enhance the qualifications of key members of the IT workforce 
charged with the security of information and information systems. 
More than 13,000 MCO members are currently certified. These types 
of programs ensure DoD has high‐performing IT personnel. High‐
performing personnel have greater engagement and retention. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
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Strategy # 17  Build Coalitions with Graduate Schools, Industry Professionals, 
& DoD / Other Agencies 


Constraint Addressed  Recruiting  


Target Audience  All Components: entry‐, mid‐, and senior‐level 


Implementation Timeline  TBD 


Strategy Details & Impact 
 and Impact 


Developing relationships with graduate schools, industry 
professionals, and other agencies provides opportunities for DoD 
to showcase what it has to offer and identify itself as an 
employer of choice. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component 


Metrics to Assess Progress  TBD 
 


Strategy # 18  Pay Banded / Alternate Pay Plan Compensation 


Constraint Addressed  Retention 


Target Audience  All Components: entry‐, mid‐, and senior‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


Within the IT community, particularly within the Computer 
Science and Engineering occupations, it is recognized that more 
flexible pay scales are required than afforded by the GS. 
Subsequently, DoD was able to offer compensation alternatives 
to the MCO community: 15% of IT Specialists, 72% of Computer 
Scientists, 61% of Electronics Engineers and 64% of Computer 
Engineers are paid outside the GS. (Note: The NSPS pay bands 
had increased the percentage of the 2210 community in 
alternate pay plans to over 30%; the disestablishment of this 
program has reduced the compensation flexibility for this series.) 


Legislative Changes  Continue pay‐banded/pay plan compensation as authorized 


Funding Required  N/A 


Metrics to Assess Progress  TBD 
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Strategy # 19  Re‐employed Annuitants 


Constraint Addressed  Recruiting  


Target Audience  All Components: mid‐ and senior‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


Agencies may reemploy retired Federal employees based on 
their eligibility for reinstatement to the competitive service. All 
reemployed annuitants serve at the will of the appointing 
official; they may be terminated at any time. Usually, a re‐
employed annuitant is subject to dual compensation offset, 
meaning the salary is offset by the amount of the annuity. 
Without a specific authority, agencies require OPM approval to 
re‐employ an annuitant without salary offset. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
 


Strategy # 20  Recruitment, Retention, & Relocation Incentives 


Constraint Addressed  Recruiting and retention 


Target Audience  All Components: mid‐ and senior‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


Providing recruiting, retention, and relocation bonuses can help 
attract and keep new employees. Being able to compete with 
private industry in these areas is critical at a time when the 
talent pool is getting smaller. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD by Components, e.g., number of employees receiving 
incentive by type 
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Strategy # 21  Targeted Internet Mining 


Constraint Addressed  Recruiting  


Target Audience  All Components: entry‐ and mid‐level 


Implementation Timeline  TBD 


Strategy Details & Impact 
 


The growth of social media and networking sites on the Internet 
has created additional avenues for DoD to both research and 
market to potential job candidates. This allows DoD to 
proactively search for new sources of talent rather than wait for 
talent to come to DoD. 


Legislative Changes  No changes are required at this time. 


Funding Required  Allocation of specific resources at the discretion of the 
Components. 


Metrics to Assess Progress  TBD 
 


Strategy # 22  Professional Organizations, Society Speaking Engagements 


Constraint Addressed  Recruiting  


Target Audience  All Components: entry‐, mid‐, and senior‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


In the competition to recruit highly qualified IT talent, reaching 
out to organizations and educating them on the DoD mission 
improves the visibility of ongoing technology initiatives. 
Education can serve as another vehicle for promoting DoD as an 
employer of choice. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
 


Strategy # 23  Highly‐Qualified Experts 


Constraint Addressed  Recruiting  


Target Audience  All Components: senior‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


At times, DoD needs highly‐qualified individuals for complex 
problems for a limited duration. Use of this strategy allows quick 
hiring for a specified time. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
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Strategy # 24  Veterans’ Hiring Authorities 


Constraint Addressed  Recruiting  


Target Audience  All Components: entry‐, mid‐, and senior‐level 


Implementation Timeline  TBD 


Strategy Details & Impact 
 


Three authorities are specific to Veterans: Veterans’ Recruitment 
Appointment; authority to hire 30% or more disabled Veterans; 
and authority under the VEOA, as amended. All three provide 
streamlined opportunities to hire Veterans, some 
noncompetitively. Veterans are a rich source of talent, and hiring 
them continues to be a high priority within DoD. 


Legislative Changes  No changes are required at this time. 


Funding Required  N/A 


Metrics to Assess Progress  Number of employees hired with military experience 
 


Strategy # 25  Pathways Programs 


Constraint Addressed  Recruiting 


Target Audience  All Components: entry‐ and mid‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


Pathways Programs offer an exception to the competitive hiring 
rules for certain positions in the Federal civil service. It combines 
the Intern Program, Recent Graduates Program, and Presidential 
Management Fellows Program under one title. Pathways 
Programs aim to attract outstanding men and women from a 
variety of academic disciplines who have an interest in and 
commitment to public service. 


Legislative Changes  Executive Order (published December 27, 2010) 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
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Strategy # 26  DHA for IT Management (2210) Series 
(Information Security) 


Constraint Addressed  Recruiting  


Target Audience  All Components: entry‐, mid‐, and senior‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


This authority provides a way to hire people certified as having 
severe physical, psychological, or intellectual disabilities. The 
authority improves the Federal government’s ability to hire 
people with disabilities and is designed to remove barriers and 
increase employment opportunities for these individuals. Eligible 
persons may be appointed to a temporary, time‐limited, or 
permanent position. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  Number of employees hired with this appointing authority 
 


Strategy # 27  Noncompetitive Hiring Authority for Military Spouses 


Constraint Addressed  Recruiting 


Target Audience  All Components: entry‐, mid‐, and senior‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
  


This authority facilitates the entry of military spouses into the 
Federal Civil Service; minimizes disruption when military families 
move due to permanent relocations; and recognizes and honors 
service members who become disabled or die during active‐duty 
service. This is a noncompetitive hiring authority to positions in 
the competitive service for qualified military spouses. Qualified 
spouses may be appointed to temporary, term, or permanent 
appointments only after public notice is provided via USAJOBS. 
These applicants are considered with other noncompetitive 
applicants. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
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Strategies Specific to Acquisition 


Strategy # 28  DHA for IT Management (2210) Series 
(Information Security) 


Constraint Addressed  Recruiting  


Target Audience  All Components: mid‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


Provides that the SECDEF can designate Acquisition positions 
within DoD as “shortage positions” and recruit and appoint 
highly qualified people to those positions 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
 


Strategy # 29  IT Program Manager Mobility 


Constraint Addressed  Retention 


Target Audience  All Components: mid‐ and senior‐level 


Implementation Timeline  TBD 


Strategy Details & Impact 
 


As part of the 25‐Point Implementation Plan, over the next 12 to 
18 months, OMB and OPM will be responsible for developing a 
process to support and encourage movement of IT program 
managers across government and industry. 


Legislative Changes  TBD 


Funding Required  TBD 


Metrics to Assess Progress  TBD 
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Workforce Mix 
Active‐duty, Reserve and National Guard personnel, DoD civilians, and an extensive contractor 


workforce all perform crucial IT/IA/Cyber roles. The SECDEF Efficiency Initiative will affect the 


IT/IA/Cyber workforce mix. Going forward, DoD must verify the mission requirements and 


determine: 


 Functions that can be performed by government personnel and whether they should be 
military, civilian, or private‐sector contractors 


 Functions that include inherently governmental functions, functions exempted from 
private‐sector, and performance  


 Functions subject to review for potential government or private‐sector performance 


Projecting an accurate workforce mix is heavily contingent on the Efficiency Initiative. DoD must 


know the budget constraints and organizational changes to fully analyze the impacts and clearly 


define its workforce mix. 


0855 Series 


Defense Threat 
Reduction Agency 


Civilian % of 
Total Force 


Military % of 
Total Force 


Contracted Support 
% of Total Force 


Total Force 


FY 2009—Baseline  100%  0  0  =100% 


FY 2012  100%  0  0  =100% 


FY 2014  100%  0  0  =100% 


FY 2016—Desired 
End State 


100%  0  0  =100% 


The workforce mix is contained in the manning documents. These numbers account for the 
authorizations that were requested across the Agency in these job series to satisfy the 
requirements of the mission. It should be noted that the military and contractors were placed 
under the 2210 series, even though they may support the 854 and 855 job series. 
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Navy  Civilian % of 
Total Force 


Military % of 
Total Force 


Contracted Support 
% of Total Force 


Total Force 


FY 2009—Baseline  40%  60%  N/A  =100% 


FY 2012  40%  60%  N/A  =100% 


FY 2014  40%  60%  N/A  =100% 


FY 2016—Desired 
End State 


TBD  TBD  TBD  =100% 


Percentages are from NDAA 2010 Section 934 submission. Activities include Cyber Operations, 
Information Assurance, Defensive Operations, and Offensive Operations. Current information 
systems do not support breakout by military and civilian across these work areas related to 
specific MCOs. Current systems capabilities do not support the ability to accurately capture 
contract support personnel numbers. Percentages are representative. FY 2016 numbers and 
changes to FY 2012 and FY 2014 numbers will be determined based on completion of in‐
progress studies. Future workforce mix will also be determined by further refining Inherently 
Governmental work and determining military essential capabilities. How SECDEF Efficiency 
Reviews affected workforce mix is unknown. Additionally, how the revised Inherently 
Governmental guidance affected this workforce mix is unknown. 


 


Marine Corps  Civilian % of 
Total Force 


Military % of 
Total Force 


Contracted Support 
% of Total Force 


Total Force 


FY 2009—Baseline  9%  86%  5%  =100% 


FY 2012  N/A  N/A  N/A  =100% 


FY 2014  N/A  N/A  N/A  =100% 


FY 2016—Desired 
End State 


N/A  N/A  N/A  =100% 


Currently, there is no method to break down military and contractor support numbers by MCO. 
The information above reflects the overall USMC workforce mix for FY 2010 based on available 
data for appropriated fund civilians, active duty Marines, and contractors. Additionally, USMC is 
currently conducting a Force Structure Review that will further define the workforce mix. 
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Workforce Requirements Analysis 
Computer Science, GS1550 
Computer Science includes skills related to developing software systems, computer graphics 


systems, high‐speed computing systems, and real‐time data acquisition systems; researching 


artificial intelligence; investigating discrete speech recognition; developing problem‐oriented 


and nonprocedural languages and translating/operating systems; researching computational 


complexity and analyzing algorithms to explore data structures that lead to highly efficient 


combinatorial algorithms; and researching ways to gain a deeper understanding of how to 


measure computational complexity and how to compare computational power of different 


computer models. 


Historical and projected requirements for GS‐1550 Computer Science are shown in Figure B14‐


15. Strength remains consistent through 2018, but that continued consistency depends on 


economic conditions, the job market, private‐sector competition, and the impact of the SECDEF 


Efficiency Initiative and cyber requirements expansion. 


Figure B14‐15: GS‐1550 Requirements 


 


Data generated by OPM/EHRI CIVFORS Application: Population includes all Appropriated funds 


2005 2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018


Fourth Estate 267 297 328 334 338 338 338 338 338 338 338 338 338 338


Navy 2,482 2,485 2,511 2,586 2,753 2,900 2,900 2,900 2,900 2,900 2,900 2,900 2,900 2,900


Army 719 781 791 872 990 1,064 1,068 1,072 1,080 1,083 1,082 1,082 1,082 1,082


Air Force 529 560 600 623 704 858 855 854 860 866 866 866 866 866


Target 5,155 5,158 5,155 5,160 5,165 5,165 5,165 5165 5165
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Factors Influencing Workforce Requirements 


Several environmental factors influence DoD IT workforce requirements. Specific factors 


include budget reductions and BRAC. 


Budget Reductions 


Budget reductions and the reorganization/elimination of organizations resulting from the 


SECDEF Efficiency Initiative will affect the IT/IA/Cyber workforce. The full extent is unknown 


until further reviews are completed. 


This series may continue to increase due to evolving cyber operations. Until Component 


analyses are complete, the effect is unknown. Insourcing requirements were identified, and 


many Components experienced increases as a result. However, this trend is not expected to 


continue because of expected reductions resulting from the SECDEF Efficiency Initiative. 


BRAC  


BRAC‐DISA estimates up to 28% attrition for 269 Computer Scientists as a result of its move to 


Fort Meade, MD. This attrition, coupled with a nearly 18% retirement‐eligible workforce, will 


result in the loss of key and knowledgeable personnel and will require aggressive recruiting and 


retention strategies. 


Current and Future Skill/Competency Requirements 


In addition to using OPM competency models, some Components use the DAWIA competency 


model for Acquisition personnel. Components also use the IAWIP for its Information Assurance 


personnel. 


DAWIA training enhances the professional knowledge and capabilities of DoD personnel 


involved in developing, acquiring, and sustaining warfighting capabilities, systems, and services. 


Courses and training requirements are continuously reviewed and updated to meet the 


evolving needs of the Department. Additionally, the model requires all certified personnel to 


complete 80 continuous learning points every two years, which helps personnel stay current on 


changes and emerging technologies. The IAWIP provides different ways to get certified. These 


certifications are maintained and updated by the certifying company. All personnel getting 


certified are required to meet minimum requirements to maintain their certification. 


 DAWIA and IAWIP are active in many steps of the talent‐management process. Billets 
are coded to require a certain level of certification. An employee can be hired with the 
certification or can be required to achieve the certification level within a certain time 
after being hired. The system provides a simple way for employees to see ways to 
develop or make alternate career choices. 


 The use of competencies has supported and improved strategic planning and 
operations. DAWIA training has led to a greater knowledge of the processes required by 
the DoD. Similarly, the IAWIP shows employees how to protect the agency’s information 
resources from threats while still allowing those resources to be leveraged. This has led 
to employees complying with processes outside the agency and improving policies 
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inside the agency. It has led to more assessments of the agency’s current abilities before 
trying to acquire new capabilities. 


Current and future competencies are shown below: 


Current vs. Future Competencies 


Current Competencies Required  Future Competencies Required 


 Clinger‐Cohen Core Competencies 
(Appendix 1)  


 OPM 2210 Competencies (Appendix 2) 


Being identified in the following efforts: 


 USD(P&R) enterprise competency 
effort 


 Federal IT Workforce Capabilities 
Assessment 


 Acquisition FIPT review 


 


Projected Gains Requirements/Net Change 
Figure B14‐16 depicts the gains and retention (losses not‐to‐exceed) goals based on the MCO 


targets provided and historical attrition patterns. Projections show a slight increase in losses in 


FY 2011 but the net changes level out through FY 2018. This continued trend depends on the 


SECDEF Efficiency Initiative. 


Figure B14‐16: 1550 Series Gains, Losses, & Net Change 


 


Data generated by OPM/EHRI CIVFORS Application: Gains include all personnel gains to the MCO as an aggregate of all 
Component gains, including new‐hires, transfers, and inactive status to active status. Losses include all personnel losses to the 
MCO as an aggregate of all Component losses, including retirements, transfers, and active status to inactive status. 


 


2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018


Gains 459 464 548 659 732 375 384 400 398 395 401 401 401


Losses ‐334 ‐358 ‐364 ‐296 ‐358 ‐374 ‐379 ‐390 ‐390 ‐393 ‐396 ‐396 ‐396


Net Change 125 106 184 363 374 1.00043 4.99997 10.0001 7.99996 2.00001 5 5 5
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MCO Analysis & Challenges 
Specific human capital–related factors that could affect the communities’ ability to meet 


forecasted MCO requirements (workforce skills and size) include recruiting, onboarding, 


compensation, certifications, and attrition. 


Recruiting 


 Labor market. The DOL study discussed in the 2210 series section applies to Computer 
Scientists as well. Additionally, the Computer Science and Computer Software 
Engineering professions will continue to be high‐demand IT fields, given the increasing 
need to develop and test software for the Internet and mobile devices and the need to 
safeguard software, pre‐empt attacks, and ensure the high assurance of mission‐critical 
systems. Further, the major employers of in DoD are the same as for Computer 
Scientists, with a significant segment of the population currently serving in labs. 


 Hiring process/hiring reform. The previous comments in the 2210 series section 
regarding the hiring process and hiring reform also apply to the 1550 series. 


Onboarding  


Onboarding processes within DoD should be designed to provide the right start to new 


employees; these processes should be incorporated into an Agency’s culture as quickly as 


possible. Near term, a positive experience will form the basis of employees’ full‐integration into 


the workplace. Longer term, it will provide new employees with the tools they need for success 


and may influence retention. 


Compensation 


DoD is aware of the competitiveness of current grade structures and/or salaries to compete for 


talent and has targeted available compensation incentives. Two specific examples are: 


 Special salary rates. The DoD CIO has championed the cause of special salary rates; 
these rates were applicable to individuals in the Computer Science, Computer 
Engineering, and IT Management fields and were weighted more heavily toward entry‐
level Federal workers. Special salary rates have eroded over time; with the moratorium 
on pay increases over the next two years, not much traction is expected in this area. 


 Bonuses and Loan Repayment Program. Even without effective special salary rates, 
monetary compensation is still available to individuals, including retention bonuses and 
loan repayment programs. Loan repayment programs can be particularly attractive, 
because the average undergraduate college debt is $24,000.2 


DoD is concerned about negative rhetoric regarding overpaid government employees and does 


not support the belief that employees in IT career fields are overpaid. In the past year, bonus 


programs have also been scrutinized. Retention bonuses for IT personnel have dropped, 


commensurate with lower loss rates. The decrease in retention bonuses applies to all MCOs. 


                                                       
2Diane Cheng and Matthew Reed, Student Debt and the Class of 2009, October 2010, The Project on Student Debt, 
http://projectonstudentdebt.org/files/pub/classof2009.pdf. 
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Certifications 


DoD has certification requirements, managed through DoD’s IA Training, Certification and 


Workforce Management program and DAWIA, that affect its ability to hire, train, and/or retain 


sufficient individuals with required certifications. The DoD CIO, in collaboration with the 


Services/Components and JCS, has developed a multi‐tiered IA Workforce Certification 


Program. A significant portion of the IT workforce is required to attain certification in IA 


programs tailored to individuals who are in either technical or managerial positions. Personnel 


without certification may be assigned to an IA position but must get certification or a waiver 


within six months of being assigned to the position; once certified, they must recertify every 


three years. Components must monitor employees’ certification and recertification dates; they 


must have mitigation strategies in place to deal with failure to certify. 


DoD is authorized to pay for DoD civilian personnel to obtain professional credentials, including 


expenses for professional accreditation, state‐imposed licenses, and professional certifications. 


In each case, the authority is exercised at the discretion of the Department; it is not an 


entitlement. These authorities provide greater flexibility in training and education programs 


and are used to help certify the IA workforce.  


Attrition 


Attrition is a continuous concern of DoD in the 1550 series. This series requires a college 


degree. Heavy recruiting is done to bring recent college graduates on board, which drives down 


the overall age of the community. The downside of this is that younger individuals (and new 


hires in general) tend to have higher attrition rates. Turnover for the 1550 series is projected to 


remain just below 7% though FY 2018, as shown in Figure B14‐17. However, whether it remains 


this way depends on economic conditions, the job market, private‐sector competition, and how 


the SECDEF Efficiency Initiative affects IT consolidation and the expansion of cyber 


requirements. 
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Figure B14‐17: 1550 Series Turnover (Historical and Predicted) 


 


Data generated by OPM/EHRI CIVFORS Application: Turnover percent is calculated by summing all losses from MCO and 
Component divided by the average strength of the beginning and end of the FY. 


 


Although forecasted strength remains fairly consistent though FY 2018, the Department 


anticipates increased losses over the next several years due to the moderate retirement‐eligible 


population (nearly 18%) within the 1550 series, as shown in Figure B14‐18. The Federal 


government needs the right mix of high‐performing IT personnel with the skills necessary to 


meet both current and future mission requirements. The Net Generation comments in the 2210 


series section apply to this series as well. 


2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018


Air Force 8.8% 7.9% 7.7% 5.9% 6.5% 6.2% 6.3% 6.8% 6.1% 5.9% 6.0% 6.0% 6.0%


Army 9.1% 10.4% 11.5% 9.1% 7.8% 8.4% 8.5% 8.8% 9.2% 9.2% 9.0% 9.0% 9.0%


Navy 7.6% 7.8% 7.1% 5.2% 6.9% 6.9% 6.9% 7.0% 7.2% 7.3% 7.4% 7.4% 7.4%


Fouth Estate 10.3% 10.9% 12.4% 9.5% 9.7% 9.3% 9.7% 9.7% 9.0% 9.3% 9.3% 9.3% 9.3%


Total 8.2% 8.6% 8.4% 6.4% 7.2% 7.2% 7.3% 7.5% 7.5% 7.6% 7.6% 7.6% 7.6%
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Figure B14‐18: Years to Retirement Eligibility/Forecast Retirements (All 1550) 


 


Data generated by OPM/EHRI CIVFORS Application: Note that “Forecasted Retirements” are forecasted against projected future 
strength forecasts, while other categories of Retirement Eligibility reflect the workforce as of 30 Sep 2010. 


 


MCO Strategies 
The strategies listed in Table 14.3 are available for Component use as workforce planning 


strategies are completed (i.e., recruiting and retention, competency gap closure, employee 


development, employee engagement, etc.) These strategies are based on FY 2010 funding, and 


future use will depend on the impact of the pending SECDEF Efficiency Initiative. Fully‐funded 


programs provide an increased opportunity for Components to get quality recruits with the 


qualifications required to meet DoD’s mission requirements. 


Forecasted 
Retirements
(0‐5 years)


Current‐5 6‐10 11‐15 16‐20 >20


Fouth Estate 16 57 52 45 56 126


Navy 181 524 508 408 329 1125


Army 33 144 153 135 126 501


Air Force 50 174 139 136 107 301


Cumulative 17.5% 34.0% 48.1% 60.1% 100.0%


Percentage 5.4% 17.5% 16.6% 14.1% 12.0% 39.9%
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Table 14.3: MCO 1550 Strategies 


Strategy # 1  Schedule A: Hiring Authority for the Cybersecurity Workforce 


Constraint Addressed  Recruiting 


Target Audience  All Components. The occupations under this authority include IT 
and non‐IT civilian job series related to Cybersecurity: Security 
Administration (0080); Intelligence (0132); Criminal Investigation 
(1811); Operations Research (1515); and the four IT MCOs of 
Computer Engineering (0854), Electronics Engineering (0855), 
Computer Science (1550), and IT Management (2210). The 
authority is limited to positions that require unique qualifications 
not currently established by OPM to perform such functions as: 


 Cyber risk and strategic analysis 
 Incident handling and malware/vulnerability analysis 


 Program management, distributed control systems security, 
cyber incident response, and cyber exercise facilitation and 
management 


 Cyber vulnerability detection and assessment 


 Network and systems engineering 


 Enterprise architecture 
 Intelligence analysis, investigation, investigative analysis, 


and cyber‐related infrastructure inter‐dependency analysis  


All positions are GS‐9 to GS‐15. 


Implementation Timeline  November 2009 through December 2012 (unless cancelled by 
OPM) 


Strategy Details & Impact 
 


This authority was established for DoD by OPM with the 
recognition that critical Cybersecurity positions crossed 
occupational specialties and series, and that the 2210 DHA was 
too limiting in the face of cross‐cutting Cybersecurity discipline 
requirements. This authority assisted with key hires in FY 2010, 
particularly within the 2210 community, which saw a 60% 
increase in new hires. 


Legislative Changes  N/A 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  Number of annual hires 
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Strategy # 2  DoD IASP & New IASP Hiring Authority 


Constraint Addressed  Recruiting and retention 


Target Audience  All Components: entry‐ and mid‐level 


Implementation Timeline  IASP: The DoD IASP has been in place since 2001 and is governed 
by a steering committee consisting of representatives from OASD 
(NII)/DoD CIO; the National Security Agency, which administers 
the program; and participating DoD schools, such as the National 
Defense University’s iCollege. The three main aspects of the 
program include recruitment, retention, and capacity building.  


IASP Hiring Authority: The USD(P&R) memorandum—
Implementation of Authority to Employ Individuals Completing 
DoD Scholarship or Fellows Programs, dated April 5, 2010—
provides implementing guidance for DoD Components. 


Strategy Details & Impact 
 


IASP: The DoD IASP authorized by NDAA 2001 (codified in 10 
U.S.C. §2200) is designed to: 


 Serve as a mechanism to strengthen the IA infrastructure 
through grants to CAEs in IA Education.  


 Increase the number of qualified personnel entering the 
Information Assurance and IT fields within the Department 


 Serve as a retention tool for the Department’s military and 
civilian personnel  


Since its inception, the program has awarded a total of 452 
scholarships (292 recruitment and 160 retention). Feedback from 
DoD supervisors indicates that IASP scholars and graduates have 
superior skills compared to other IT staff and are well prepared 
to perform assigned duties and meet the critical IT/IA/Cyber 
needs of their supporting organizations. These findings, and 
increasing IT/IA/Cyber personnel and skill requirements, resulted 
in increased demand for IASP scholars.  


The importance of this program continues to grow; anticipated 
increases in cyber personnel requirements could expand the 
reach and enhance the prominence/visibility of the program, 
internally and externally, with Congress and key cyber leaders. 


IASP Hiring Authority: The DoD IT OFCM drafted proposed 
language and initiated action to obtain hiring authority for IASP 
graduates. With the support of the USD(P&R) staff, the hiring 
authority was granted. NDAA 2010 added a provision permitting 
DoD to appoint IASP graduates to excepted appointments 
following completion of their academic program for which an 
IASP scholarship was awarded. Additionally, the authority 
permitted DoD to noncompetitively convert these individuals 
from excepted to career or career‐conditional appointments in 
the competitive service after completing two years of 
substantially continuous service in the excepted appointments. 
The excepted appointment authority and the competitive 
conversion authority should help retain IASP graduates. 
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Strategy # 2  DoD IASP & New IASP Hiring Authority 


Legislative Changes  N/A 


Funding Required  The annual program budget is $5 million and provides funding 
for returning and new recruitment and retention scholars. This 
budget also provides grants for partnering colleges and 
universities to enhance their information assurance capabilities 
and programs. 


Metrics to Assess Progress  Number of recruitment and retention scholarships awarded.  


Assessment of Component satisfaction with scholars’ 
performance. 


 


Strategy # 3  Science, Mathematics, and Research for Transformation 
(SMART) Scholarships 


Constraint Addressed  Recruiting and retention 


Target Audience  All Components: entry‐ and mid‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
  


The SMART Scholarship‐for‐Service Program has been established by 
DoD to support undergraduate and graduate students who are 
pursuing degrees in STEM . The program is part of a concentrated 
effort to improve the flow of new, highly‐skilled technical labor into 
DoD facilities and agencies and to enhance the technical skills of the 
workforce already in place. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
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Strategy # 4  IT Exchange Program (ITEP) Pilot 


Constraint Addressed  Retention 


Target Audience  All DoD Components: targeted IT private‐sector organizations 
and mid‐level (GS‐11 or above or equivalent) and exceptional 
DoD and private‐sector employees who work in the field of IT 
management 


Implementation Timeline  Ongoing and placement of ITEP pilot candidates by June 2011 


Strategy Details & Impact 
  


The ITEP pilot provides an opportunity for DoD Components and 
private‐sector organizations to share best practices and gain a 
better understanding of each other’s IT management practices 
and challenges. The pilot is designed to enhance the IT 
competencies and technical skills of employees from the DoD, 
civilian, and private sectors who work in the field of IT 
management. The pilot will focus on enhancing competencies 
and skills in the following areas: IT/IA/Cyber, IT consolidation, 
telecommunications, cloud computing, storage, and database. 


Legislative Changes  Authorization for the pilot, Section 1110 of NDAA 2010. No 
changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  Placement of ITEP candidates and enhanced IT competencies 
and skills based upon participation as an ITEP pilot detail. 


 


Strategy # 5  SCEP/STEP 


Constraint Addressed  Recruiting and retention 


Target Audience  All Components: entry‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


This program allows students to be appointed to positions that 
are related to their academic field of study. Employment as a 
student is in the excepted service, and public notice is not 
required. Participants who meet all the requirements of the 
program may be noncompetitively converted to term, career, or 
career‐conditional appointments. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
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Strategy # 6  Student Loan Repayment 


Constraint Addressed  Recruiting and retention 


Target Audience  All Components: entry‐, mid‐, and senior‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


Agencies are authorized to establish a program under which they 
may agree to repay certain types of Federally‐insured student 
loans as a recruitment or retention incentive for highly‐qualified 
personnel. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
 


Strategy # 7  Component Intern Programs 


Constraint Addressed  Recruiting 


Target Audience  All Components: entry‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


Select specific target schools for recruitment efforts based on a 
variety of factors, such as the school’s program and curriculum 
relevance, past success with interns, diversity, and geographic 
proximity. Create a year‐round presence on campus by sponsoring 
on‐campus events (e.g., information sessions, seminars, career 
workshops, career fairs) and communicating with newly‐hired 
interns as well as faculty and career counselors. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
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Strategy # 8  Building Long‐term Relationships with Colleges / Professors / 
Counselors 


Constraint Addressed  Recruiting and retention 


Target Audience  All Components: entry‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
  


A diverse IT workforce is very important to the vitality and 
effectiveness of the overall DoD IT/IA/Cyber community. 
However, of the 117 current CAEs in Information Assurance 
Education, only three are HBCUs and 12 are HUCUs . Several 
CAEs partner with well‐known HBCUs and HUCUs to participate 
in IASP, but these institutions do not reap the full benefits as 
their counterparts with CAE designation status. 


The DoD CIO, in conjunction with the IA scholarship program 
office, focused on the following schools (which currently have 
well‐established Computer Science programs) in 2010 to 
increase awareness of the IASP among HBCUs and to increase 
the pool of diverse talent available for participation in the 
scholarship program: 


 Hampton University 


 Morgan State University 


Representatives from the DoD CIO and the National Security 
Agency visited Hampton University in Fall 2010. The primary 
purpose of the visit was to inform Hampton University of the 
benefits of applying to become a National Center of Academic 
Excellence in Information Assurance Education (CAE/IAE). As part 
of the visit, the representatives toured the school’s IT/IA 
Department and computer labs and met with IT professors and 
students. They also provided guidance to Hampton on processes 
for obtaining CAE/IAE status. As a result of the visit, Hampton 
will apply to become a CAE/IAE in FY 2011. 


Legislative Changes  No changes are required at this time. 


Funding Required  Potential funding would come from the IASP Program discussed 
in Strategy 3 if a school applies for CAE status and is accepted. 


Metrics to Assess Progress  TBD 
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Strategy # 9  IT Job Shadow Day Program 


Constraint Addressed  Recruiting 


Target Audience  All Components: entry‐level 


Implementation Timeline  Conducted each February 


Strategy Details & Impact 
 


The DoD, in partnership with the Federal CIO Council, sponsors 
an annual IT Job Shadow Day. This event is used to recruit the 
next generation of rising stars to the Federal government’s IT 
workforce. The benefit of establishing relationships with high 
schools is to initiate a talent pipeline by identifying interns and 
future workers. The IT Job Shadow Day helps students 
understand the correlation between learning and earning. For 
Q2 FY 2011, 13 DoD Components hosted 167 high school 
students, 50 of whom were hosted by the Army, Air Force, and 
the Office of DoD CIO at an IT Job Shadow Day at the Pentagon. 


Legislative Changes  N/A 


Funding Required  Limited funding comes from the Federal CIO Council for student 
materials. 


Metrics to Assess Progress  Number of students and Components participating 
 


Strategy # 10  Social Networking / Telework 


Constraint Addressed  Recruiting and retention 


Target Audience  All Components: entry‐, mid‐, and senior‐level 


Implementation Timeline  TBD 


Strategy Details & Impact 
 


This incentive could entice the Net Generation, which is seeking 
a flexible working environment. 


Legislative Changes  N/A 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
 


Strategy # 11  Internet Positioning / IT Branding (Top Employers) 


Constraint Addressed  Recruiting 


Target Audience  All Components: entry‐, mid‐, and senior‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


Developing a branding campaign that touts DoD as an employer 
of choice could result in increased accession of talented 
employees who may not have been aware of the opportunities 
available at the Department. 


Legislative Changes  N/A 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
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Strategy # 12  Workforce Recruitment Program (WRP) 


Constraint Addressed  Recruiting and retention 


Target Audience  All Components: entry‐ and mid‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


The WRP is a recruitment and referral program that connects 
Federal and private‐sector employers nationwide with highly‐
motivated, post‐secondary students and recent graduates with 
disabilities who are eager to prove their abilities in the workplace 
through summer or permanent jobs. The program is co‐
sponsored by the DoL’s Office of Disability Employment Policy 
and the DoD. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
 


Strategy # 13  Cybersecurity Certification Incentive Pay 


Constraint Addressed  Retention 


Target Audience  All Components: entry‐, mid‐, and senior‐level 


Implementation Timeline  TBD 


Strategy Details & Impact 
 


With the support of USD(P&R) staff, the DoD IT OFCM 
recommended Cybersecurity Certification Incentive Pay as a way 
to motivate individuals to seek certification and also to help 
retain certified individuals. The consensus of the OPM working 
group was that this proposal should be presented to OMB as a 
recommended legislative change. 


Legislative Changes  TBD 


Funding Required  If approved, funding would be provided at the discretion of the 
Component. 


Metrics to Assess Progress  TBD 
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Strategy # 14  Advanced Degree‐Tuition Assistance 


Constraint Addressed  Recruiting and retention 


Target Audience  All Components: mid‐ and senior‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


Individuals receive tuition assistance in exchange for continued 
service for a specified time based on the duration of the 
education assistance. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
 


Strategy # 15  DoD‐funded Academic Institutions (AFIT, NPS, iCollege, etc.) 


Constraint Addressed  Retention 


Target Audience  All Components: mid‐ and senior‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


The rate of change in IT requires robust professional 
development programs that provide continuous learning 
opportunities for DoD IT personnel. Employees are provided with 
the opportunity to receive graduate‐level education through 
certificate and degree programs at no personal cost. These types 
of programs ensure that DoD has high‐performing IT personnel. 
High‐performing personnel have greater engagement and 
retention. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component managing the 
academic institution. The Component provides resources to 
maintain the academic institution and allots quotas across DoD, 
as applicable. 


Metrics to Assess Progress  TBD 
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Strategy # 16  IA/Cybersecurity Certification Program (Long‐term Training) 


Constraint Addressed  Retention 


Target Audience  All Components: entry‐, mid‐, and senior‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


DoD established an IA/Cybersecurity Certification Program to 
enhance the qualifications of key members of the IT workforce 
charged with the security of information and information 
systems. Over 13,000 members of the MCOs are currently 
certified. These types of programs ensure that DoD has high‐
performing IT personnel. High‐performing personnel have 
greater engagement and retention. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
 


Strategy # 17  Build Coalitions with Graduate Schools, Industry Professionals, 
& DoD/Other Agencies 


Constraint Addressed  Recruiting 


Target Audience  All Components: entry‐, mid‐, and senior‐level 


Implementation Timeline  TBD 


Strategy Details & Impact 
 


Developing relationships with graduate schools, industry 
professionals and other agencies provides an opportunity to 
showcase the opportunities DoD offers, identifying the 
organization as an employer of choice. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
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Strategy # 18  Pay Banded/Alternate Pay Plan Compensation 


Constraint Addressed  Retention 


Target Audience  All Components: entry‐, mid‐, and senior‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


Within the IT community, particularly within the Computer 
Science and Engineering occupations, it is recognized that more 
flexible pay scales are required than afforded by the GS. 
Subsequently, DoD was able to offer compensation alternatives 
to the MCO community; 15% of IT Specialists; 7% of Computer 
Scientists; 61% of Electronics Engineers; and 64% of Computer 
Engineers are paid outside the GS. (Note: The NSPS pay bands 
had increased the percentage of the 1550 community in 
alternate pay plans to more than 30%; the disestablishment of 
this program has reduced the compensation flexibility for this 
series.) 


Legislative Changes  Continue pay‐banded/pay plan compensation as authorized 


Funding Required  N/A 


Metrics to Assess Progress  TBD 
 


Strategy # 19  Re‐employed Annuitants 


Constraint Addressed  Recruiting 


Target Audience  All Components: mid‐ and senior‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


Agencies may re‐employ retired Federal employees based on 
their eligibility for reinstatement to competitive service. All re‐
employed annuitants serve at the will of the appointing official; 
they may be terminated at any time. Usually, a re‐employed 
annuitant is subject to dual compensation offset, meaning the 
salary is offset by the amount of the annuity. Without a specific 
authority, Agencies require OPM approval to re‐employ an 
annuitant without salary offset. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
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Strategy # 20  Recruitment, Retention, & Relocation Incentives 


Constraint Addressed  Recruiting and retention 


Target Audience  All Components: mid‐ and senior‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


Providing recruiting, retention, and relocation bonuses can help 
to bring new employees on board and to keep them. Being able 
to compete with private industry in these areas is critical at a 
time when the talent pool is getting smaller. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD by Components, e.g., number of employees receiving 
incentive by type 


 


Strategy # 21  Targeted Internet Mining 


Constraint Addressed  Recruiting 


Target Audience  All Components: entry‐ and mid‐level 


Implementation Timeline  TBD 


Strategy Details & Impact 
 


The growth of Internet social media and networking sites has 
created additional avenues for DoD to both research and market 
to potential job candidates. This allows the Department to 
proactively search for new sources of talent rather than waiting 
for new candidates to approach DoD. 


Legislative Changes  No changes are required at this time. 


Funding Required  Allocation of specific resources is at the discretion of the 
Components. 


Metrics to Assess Progress  TBD 
 


Strategy # 22  Professional Organizations, Society Speaking Engagements 


Constraint Addressed  Recruiting 


Target Audience  All Components: entry‐, mid‐, and senior‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
  


In the competition to recruit highly‐qualified IT talent, reaching 
out to organizations and educating them about DoD’s mission 
improves the visibility of the Department’s technology initiatives. 
This can serve as another vehicle for promoting DoD as an 
employer of choice. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
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Strategy # 23  Highly‐Qualified Experts 


Constraint Addressed  Recruiting 


Target Audience  All Components: senior‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
  


At times, DoD needs highly‐qualified individuals for complex 
problems for a limited duration. Use of this strategy allows quick 
hiring for a specified time. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
 


Strategy # 24  Veterans’ Hiring Authority 


Constraint Addressed  Recruiting 


Target Audience  All Components: entry‐, mid‐, and senior‐level 


Implementation Timeline  TBD 


Strategy Details & Impact 
 


Three authorities are specific to Veterans: Veterans’ Recruitment 
Appointment, authority to hire 30% or more disabled Veterans, 
and authority under the VEOA, as amended. All three provide 
streamlined opportunities to hire Veterans, some 
noncompetitively. Veterans provide a rich source of talent, and 
hiring them continues to be a high priority within DoD. 


Legislative Changes  No changes are required at this time. 


Funding Required  N/A 


Metrics to Assess Progress  Number of employees hired with military experience 
 


Strategy # 25  Pathways Programs 


Constraint Addressed  Recruiting 


Target Audience  All Components: entry‐ and mid‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
  


The Pathways Program offers an exception to the competitive 
hiring rules for certain positions in the Federal Civil Service. It 
combines the Intern Program, Recent Graduates Program, and 
Presidential Management Fellows Program under one title. The 
Pathways Program aims to attract outstanding men and women 
from a variety of academic disciplines who have an interest in 
and commitment to public service. 


Legislative Changes  Executive Order published December 27, 2010 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
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Strategy # 26  Schedule A: Hiring Authority for the Cybersecurity Workforce 


Constraint Addressed  Recruiting 


Target Audience  All Components: entry‐, mid‐, and senior‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


This authority provides a way to hire people who have been 
certified as having severe physical, psychological, or intellectual 
disabilities. The authority improves the Federal government’s 
ability to hire people with disabilities and is designed to remove 
barriers and increase employment opportunities for these 
individuals. Eligible persons may be appointed to a temporary, 
time‐limited, or permanent position. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  Number of employees hired with this appointing authority 
 


Strategy # 27  Non‐Competitive Hiring Authority for Military Spouses 


Constraint Addressed  Recruiting 


Target Audience  All Components: entry‐, mid‐, and senior‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
  


This authority facilitates the entry of military spouses into the 
Federal Civil Service, minimizes disruption when military families 
move due to permanent relocations, and recognizes and honors 
service members who become disabled or die during active‐duty 
service. This noncompetitive hiring authority for positions in the 
competitive service is for qualified military spouses. Qualified 
spouses may be appointed to temporary, term, or permanent 
appointment after public notice is provided via USAJOBS. These 
applicants are considered with other noncompetitive applicants. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
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Strategies Specific to Acquisition 


Strategy # 28  EHA: IT Acquisition Positions 


Constraint Addressed  Recruiting 


Target Audience  All Components: mid‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


Provides that the SECDEF can designate Acquisition positions 
within DoD as shortage positions and can recruit and appoint 
highly‐qualified persons to those positions 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
 


Strategy # 9  IT Program Manager Mobility 


Constraint Addressed  Retention 


Target Audience  All Components: mid‐ and senior‐level 


Implementation Timeline  TBD 


Strategy Details & Impact 
 


As part of the 25‐Point Implementation Plan, over the next 12 to 
18 months, OMB and OPM will be responsible for developing a 
process to support and encourage movement of IT program 
managers across government and industry. 


Legislative Changes  TBD 


Funding Required  TBD 


Metrics to Assess Progress  TBD 
 
 


Workforce Mix 
Active‐duty, Reserve, and National Guard military personnel, DoD civilians, and an extensive 


contractor workforce all perform crucial IT/IA/Cyber roles. The SECDEF Efficiency Initiative will 


affect the IT/IA/Cyber workforce mix. Going forward, DoD must verify the mission requirements 


and determine: 


 Functions that can be performed by government personnel and whether they should be 
military, civilian, or private‐sector contractors 


 Functions that include inherently governmental functions, functions exempted from 
private sector, and performance  


 Functions that are subject to review for potential government or private‐sector 
performance 


Projecting an accurate workforce mix is heavily contingent on the SECDEF Efficiency Initiative. 


DoD must identify the budget constraints and organizational changes to fully analyze the effects 


and clearly define its workforce mix. 
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1550 Series 


Navy  Civilian % of 
Total Force 


Military % of 
Total Force 


Contracted Support 
% of Total Force 


Total Force 


FY 2009‐‐Baseline  40%  60%  N/A  =100% 


FY 2012  40%  60%  N/A  =100% 


FY 2014  40%  60%  N/A  =100% 


FY 2016—Desired 
End State 


TBD  TBD  TBD  =100% 


Percentages are from NDAA 2010 Section 934 submission. Activities include Cyber Operations, 
Information Assurance, Defensive Operations, and Offensive Operations. Current information 
systems do not support breakout by military and civilian across these work areas related to 
specific MCOs. Current systems capabilities do not support the ability to accurately capture 
contract support personnel numbers. Percentages are representative. FY 2016 numbers and 
changes to FY 2012 and FY 2014 numbers will be determined based on completion of in‐
progress studies. Future workforce mix will also be determined by further refining Inherently 
governmental work and determining military essential capabilities. How SECDEF Efficiency 
Reviews affected workforce mix is unknown. Additionally, how the revised Inherently 
governmental guidance affected this workforce mix is unknown. 


 


Marine Corps  Civilian % of 
Total Force 


Military % of 
Total Force 


Contracted Support 
% of Total Force 


Total Force 


FY 2009‐‐Baseline  9%  86%  5%  =100% 


FY 2012  N/A  N/A  N/A  N/A 


FY 2014  N/A  N/A  N/A  N/A 


FY 2016—Desired 
End State 


N/A  N/A  N/A  N/A 


Currently, there is no method to break down Military and Contractor support numbers by MCO. 
The information above reflects the overall USMC workforce mix for FY 2010 based on available 
data for appropriated fund civilians, active duty Marines, and contractors. Additionally, USMC is 
currently conducting a Force Structure Review that will further define the workforce mix. 
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Workforce Requirements 
Computer Engineering, GS0854 
Computer Engineering includes skills related to the application of engineering and scientific 


theories and principles to complex computer‐based systems. Computer engineers devise 


software to integrate a number of devices (e.g., systems, equipment, application programs and 


Components) into a computer system. They also design firmware defining the behavior of a 


system. 


Historical and projected workforce requirements for GS‐0854, Computer Engineering, are 


shown in Figure B14‐19. The rapid growth of the series in the early half of the decade has 


tapered off. Beginning in 2010, the overall strength for this series remains fairly consistent 


through 2018 despite slight fluctuations in 2012 and 2015. Actual increases will depend on 


economic conditions, the job market, private‐sector competition, and the impacts of the 


SECDEF Efficiency Initiative. 


Factors Influencing Workforce Requirements 


Several environmental factors influence DoD IT workforce requirements. Specific factors 


include budget reductions and BRAC. 


Budget Reductions 


Budget reductions and the reorganization/elimination of organizations resulting from the 


SECDEF Efficiency Initiative will affect the IT/IA/Cyber workforce. The full extent is unknown 


until further reviews are completed. 


This series may continue to increase due to evolving cyber operations, but until ongoing 


Component analyses are complete, the full effect is unknown. Insourcing requirements were 


identified, and many Components had increases as a result. However, this trend is not expected 


to continue because of expected reductions resulting from the Efficiency Review Initiatives. 


BRAC 


 Although the Army projects an increase in this series, BRAC has had a negative impact. 
Challenges included filling vacated positions—which was successfully accomplished— 
and dealing with the impact of training new employees. 


 DISA expects a slight negative impact as a result of relocating 28 employees in this 
series. They expect 30% attrition due to the relocation, which will create recruiting and 
training requirements. 


It is too early to determine the effects of the SECDEF Efficiency Reviews, but they will affect 


elimination/reorganization of the ASD(NII), Business Transformation Agency, Joint Forces 


Command, WHS/OSD, and IT consolidation. 
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Figure B14‐19: GS‐O854 Requirements 


 


Caption needed. 


Current and Future Skill/Competency Requirements 


Since 1998, the DoD IT/IA/Cyber workforce has been guided by the universal, Federal‐wide 


Clinger‐Cohen Core Competencies. These competencies include descriptive knowledge 


requirements and were developed by DoD through collaboration with the Federal CIO Council 


and private sector, staffing, and academia representatives. The competencies constitute the 


critical baseline for developing IT skill requirements to carry out the Department’s various IT 


missions. They are used for skill and developmental requirements that support the CIO 


Certificate; by service Components for their 2210 series skill requirements/competency 


development; and for the IT Acquisition Community’s development of competencies for 


Acquisition KLP and other critical Acquisition positions. 


The Army, Navy, and Marine Corps have used the Clinger‐Cohen Core Competencies as a 


baseline to update their MCO competencies. Analyses show a strong alignment among 


Component competencies, which will enable DoD to leverage efforts as enterprise 


competencies are further developed. While Component‐developed competencies are 


beneficial, the need remains for a core set of enterprise competencies that can provide 


consistency across the Department. 


The 0854 series competency definition will be part of DoD’s overall enterprise competency 


development. Job analysis efforts are planned for FY 2012. The competencies will be developed 


for assessment to determine training needs and also will be used in hiring reform. 


2005 2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018


Fourth Estate 156 157 182 181 196 186 205 205 205 205 205 205 205 205


Navy 1,238 1,233 1,240 1,291 1,356 1,376 1,377 1,372 1,375 1,380 1,380 1,373 1,373 1,373


Army 1,166 1,181 1,194 1,232 1,299 1,341 1,345 1,278 1,380 1,354 1,276 1,369 1,369 1,369


Air Force 335 334 347 344 352 368 368 367 371 370 370 370 370 370


Total Strength 2895 2905 2963 3048 3203 3271.07 3295 3222 3331 3309 3231 3317 3317 3317


Target 3,285 3,289 3,216 3,312 3,284 3,206 3,296 3296 3296
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Current and future competencies are shown below: 


Current vs. Future Competencies 


Current Competencies Required  Future Competencies Required 


 Clinger‐Cohen Core Competencies 
(Appendix 1)  


 OPM 2210 Competencies (Appendix 2) 


Being identified in the following efforts: 


 OPM Competency Model for 
Cybersecurity (Appendix 3) 


 USD(P&R) enterprise competency 
effort 


 Federal IT Workforce Capabilities 
Assessment 


 Acquisition FIPT review 
 


Projected Gains Requirements / Net Change 
Figure B14‐20 depicts the gains and retention (losses not‐to‐exceed) goals based on the MCO 


targets provided and historical attrition patterns. Concerted efforts will be needed in 2012, 


2014, and 2015 where losses outpace gains. Although the net change is less than 75, meeting 


DoD strength targets is essential to mission accomplishment through 2018.  


The majority of Computer Engineer hires are age 30 or under, and about 50% of losses each 


year are from younger members of the community who quit Federal service. Of those who do 


quit Federal service, almost 60% have nine or fewer years of service. Thus, while overall 


turnover may be stable, further examination is required to see if enough is being done to build 


and retain younger talent across DoD. The overall impact of the SECDEF Efficiency Initiative is 


pending. 


Figure B14‐20. 0854 Series Projected Gains, Losses, & Net Change 


 


Data generated by OPM/EHRI CIVFORS Application: Gains include all personnel gains to the MCO as an aggregate of all 
Component gains, including new‐hires, transfers, and inactive status to active status. Losses include all personnel losses to the 
MCO as an aggregate of all Component losses, including retirements, transfers, and active status to inactive status.  


2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018


Gains 270 339 351 412 306 249 153 331 200 144 314 314 314


Losses ‐263 ‐282 ‐270 ‐268 ‐220 ‐225 ‐223 ‐225 ‐227 ‐218 ‐218 ‐218 ‐218


Net Change 7 57 81 144 86.0659 23.9341 ‐70 106 ‐27 ‐74 96 96 96
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MCO Analysis & Challenges 
Specific human capital–related factors that could affect the IT/IA/Cyber community’s ability to 


meet forecasted MCO requirements (workforce skills and size) include recruiting, labor market, 


onboarding, compensation, certifications, and attrition. 


Recruiting 


The private sector is the greatest competitor for talent in the Computer Science and Engineer 


series. Nationally, the demand for these skills is increasing, while the number of U.S. graduates 


in these series is declining. DoD hires an average of 200 Computer Engineers each year and 


employs more than 70% of the Federal 0854 series population. 


Labor Market 


The labor market is defined as the availability of qualified personnel to meet hiring needs. The 


DoL has analyzed occupations across the industry and developed both detailed statistics on the 


2006 labor force and a future projection of occupational information for 2016. According to 


DOL projections, the greatest percentage of new IT job growth will be in network systems/data 


communications analysts and computer applications/software engineers. New job creation is 


being influenced by changing technologies and the increasing need for: 


 Security of data and systems 


 Collaborating, working in a networked mobile environment, adopting new technologies, 
and integrating systems 


 Developing and maintaining secure software and systems.  


Figure B14‐21 highlights the percentage of growth by occupation. 
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Figure B14‐21: Percentage Changes in U.S. IT Job Growth, by Occupation 


 


Source: U.S. DoL, Bureau of Labor Statistics. 


Several high‐demand occupations (e.g., Computer Application Software Engineers, Computer 


Systems Software Engineers, and Computer Systems Analysts) align with the 0854 series. DoD 


demand should reflect the increased demand for these jobs industry wide. To meet the need 


for high‐demand jobs, DoD needs to identify primary skill gaps; determine which roles to hire, 


cultivate, or outsource; and develop recruitment and retention strategies. 


As the focus has shifted to align IT priorities to mission capabilities, so has the focus on the right 


skill mix for IT professionals. The need to integrate technology into business processes has 


created a greater desire for business acumen and interpersonal skills combined with expected 


technical skills. Strong foundational skills, such as communication and leadership, are becoming 


increasingly important for IT professionals. Looking forward, DoD will continue to seek IT 


professionals who understand business fundamentals and are able to collaborate and work 


with individuals at all levels, throughout the Department, from end users to engineers to 


executives. The most sought‐after IT professionals know how the technology works and possess 


the required knowledge, skills, and abilities. 


Onboarding  


Onboarding processes within DoD should be designed to provide the right start to new 


employees, including bringing them into an Agency’s culture as quickly as possible. Near term, a 


positive experience will form the basis of employees’ full‐integration into the workplace. Longer 


term, it will provide new employees with tools they need for success and potentially influence 


retention.  


IT Occupations 2008 2018 Change by 2018


Computer Applications Software Engineers 514,800 689,900 175,100


Network Systems/Data Communications Analysts 292,000 447,800 155,800


Computer Systems Software Engineers 394,800 515,000 120,200


Computer Systems Analysts 532,200 640,300 108,100


Network/Computer System Admins (includes Security Specialists) 339,500 418,400 78,900


Computer Support Specialists: Tech Support/ Helpdesk Techs 565,700 643,700 78,000


Computer/ Information Systems Managers 293,000 342,500 49,500


Computer Specialists, all other 209,300 236,800 27,500


Database Administrators 120,400 144,700 24,400


Computer/ Information Scientists, Research 28,900 35,900 7,000


Computer Programmers 426,700 414,400 ‐12,300


Computer Operators 110,000 89,500 ‐20,500


NET INCREASE IN IT JOBS 3,827,300 4,618,900 791,700
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Compensation 


DoD is aware of the competitiveness of current grade structures and/or salaries to compete for 


talent and has targeted compensation incentives available. Two specific examples are: 


 Special salary rates. The DoD CIO has championed the cause of special salary rates; 
these rates were applicable to individuals in the Computer Science, Computer 
Engineering, and IT Management fields and were weighted more heavily toward entry‐
level Federal workers. Special salary rates have eroded over time; with the moratorium 
on pay increases over the next two years, not much traction is expected in this area. 


 Bonuses and Loan Repayment Program. Even without effective special salary rates, 
monetary compensation is still available to individuals, including retention bonuses and 
loan repayment programs. Loan repayment programs can be particularly attractive, 
because the average undergraduate college debt is $24,000.3  


Certifications 


DoD has certification requirements are managed through DoD’s IA Training, Certification, and 


Workforce Management Program and DAWIA. These requirements affect DoD’s ability to hire, 


train, and/or retain sufficient individuals with required certifications. The DoD CIO, in 


collaboration with the services/Components and JCS, has developed a multi‐tiered IA 


Workforce Certification Program. A significant portion of the IT workforce is required to attain 


certification in Information Assurance programs tailored to individuals who are in either 


technical or managerial positions. Personnel without certification may be assigned to IA 


positions but must get certification or a waiver within six months of being assigned to the 


positions; once certified, the employees must recertify every three years. Components must 


monitor employees’ certification and recertification dates and have mitigation strategies in 


place to deal with failure to certify. 


DoD is authorized to pay the expenses for civilian personnel to obtain professional credentials, 


including expenses for professional accreditation, state‐imposed licenses, and professional 


certifications. In each case, the authority is exercised at the discretion of the Department; it is 


not an entitlement. These authorities allow greater flexibility in training and education 


programs and are being used in support of the initiative to certify the IA workforce.  


Attrition 


Attrition is a continuous concern of DoD in the 0854 series. This series requires a college 


degree. Heavy recruiting is done to bring recent college graduates on board, which drives down 


the overall age of the community. The downside of this is that younger individuals (and new 


hires in general) tend to have higher attrition rates.  


Turnover for this series is projected to remain below 7% though FY 2018, as shown in Figure 


B14‐22. Whether it remains this way depends on the impact of the SECDEF Efficiency Initiative, 


e.g., IT consolidation and the expansion of cyber requirements. 


                                                       
3Diane Cheng and Matthew Reed, Student Debt and the Class of 2009, October 2010, The Project on Student Debt, 
http://projectonstudentdebt.org/files/pub/classof2009.pdf. 
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Figure B14‐22: 0854 Series Turnover (Historical/Predicted) 


 


Data generated by OPM/EHRI CIVFORS Application: Turnover percent is calculated by summing all losses from MCO and 
Component divided by the average strength of the beginning and end of the FY. 


Although forecasted strength remains fairly consistent though FY 2018, the Department 


anticipates increased losses over the next several years due to the large retirement‐eligible 


population within the 0854 series (see Figure B14‐23) The Federal government needs the right 


mix of high‐performing IT personnel with the skills necessary to meet current and future 


mission requirements. The Net Generation comments in the 2210 series section apply in this 


series as well. 


2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018


Air Force 11.4% 11.2% 10.7% 12.1% 8.1% 7.6% 7.1% 7.6% 7.3% 6.2% 5.1% 5.1% 5.1%


Army 9.3% 9.2% 9.1% 8.5% 6.8% 7.1% 7.3% 7.2% 7.5% 7.3% 7.3% 7.1% 7.1%


Navy 7.3% 9.1% 7.0% 7.1% 5.3% 5.4% 5.3% 5.2% 5.1% 5.1% 5.4% 5.4% 5.4%


Fouth Estate 16.6% 13.6% 18.7% 13.3% 14.6% 14.4% 13.7% 14.8% 13.7% 13.7% 13.7% 13.7% 13.7%


Total 9.1% 9.6% 9.0% 8.6% 6.8% 6.9% 6.8% 6.9% 6.8% 6.7% 6.7% 6.6% 6.6%
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Figure B14‐23: Years to Retirement Eligibility/Forecast Retirements (All 0854) 


 


Data generated by OPM/EHRI CIVFORS Application: Note that “Forecasted Retirements” are forecasted against projected future 
strength forecasts, while other categories of Retirement Eligibility reflect the workforce as of 30 Sep 2010. 


 


Forecasted 
Retirements
(0‐5 years)


Current‐5 6‐10 11‐15 16‐20 >20


Fouth Estate 7 46 49 29 24 63


Navy 58 174 247 150 115 743


Army 72 197 228 206 127 579


Air Force 20 77 74 69 44 104


Cumulative 14.8% 32.6% 46.2% 55.5% 100.0%


Percentage 4.8% 14.8% 17.9% 13.6% 9.3% 44.5%
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MCO Strategies 
The strategies in Table 14.4 are available for Component use as they complete workforce 


planning strategies (i.e., recruiting and retention, competency gap closure, employee 


development, employee engagement, etc.). The strategies are based on FY 2010 funding, and 


future use will depend on the impact of the pending SECDEF Efficiency Initiative. Fully‐funded 


programs provide an increased opportunity for Components to get quality recruits with the 


qualifications required to meet the DoD’s mission requirements. 


Table 14.4. MCO 0854 Strategies 


Strategy 1   Schedule A: Hiring Authority for the Cybersecurity Workforce 


Constraint Addressed  Recruiting 


Target Audience  All Components. The occupations under this authority include IT 
and non‐IT civilian job series related to Cybersecurity: Security 
Administration (0080); Intelligence (0132); Criminal Investigation 
(1811); Operations Research (1515); and the four IT MCOs of 
Computer Engineering (0854), Electronics Engineering (0855), 
Computer Science (1550), and IT Management (2210). The 
authority is limited to positions that require unique qualifications 
not currently established by OPM to perform such functions as: 


 Cyber risk and strategic analysis 
 Incident handling and malware/vulnerability analysis 


 Program management, distributed control systems security, 
cyber incident response, and cyber exercise facilitation and 
management 


 Cyber vulnerability detection and assessment 


 Network and systems engineering 


 Enterprise architecture 
 Intelligence analysis, investigation, investigative analysis, 


and cyber‐related infrastructure inter‐dependency analysis  


 All positions are GS‐9 to15 


Implementation Timeline  November 2009-December 2012 (unless cancelled by OPM) 


Strategy Details & Impact 
 


This authority was established for DoD by OPM with the 
recognition that critical Cybersecurity positions crossed 
occupational specialties and series, and that the 2210 DHA was 
too limiting in the face of cross‐cutting Cybersecurity discipline 
requirements. This authority assisted with key hires in FY 2010, 
particularly within the 2210 community, which saw a 60% 
increase in new hires. 


Legislative Changes  N/A 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  Number of annual hires 
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Strategy # 2  Information Assurance Scholarship Program 


Constraint Addressed   


Target Audience   


Implementation Timeline   


Strategy Details & Impact 
 


IASP: The DoD IASP authorized by NDAA 2001 (codified in 10 
U.S.C. §2200) is designed to: 


 Increase the number of qualified personnel entering the IA 
and IT fields within the Department 


 Serve as a retention tool for the Department's military and 
civilian personnel  


 Serve as a mechanism to strengthen the IA infrastructure 
through grants to CAEs in IA Education  


Since its inception, the program has awarded a total of 452 
scholarships (292 recruitment and 160 retention). Feedback from 
DoD supervisors indicates that IASP scholars and graduates have 
superior skills compared to other IT staff and are well prepared 
to perform assigned duties and meet the critical IT/IA/Cyber 
needs of their supporting organizations. These findings, as well 
as increasing IT/IA/Cyber personnel and skill requirements, have 
resulted in increased demand for IASP scholars.  


The importance of this program continues to grow; anticipated 
increases in cyber personnel requirements could expand the 
reach and enhance the prominence/visibility of this program, 
both within DoD and externally, with Congress and key cyber 
leaders. 


IASP Hiring Authority: The DoD IT OFCM drafted proposed 
language and initiated action to obtain hiring authority for IASP 
graduates; with the support of USD(P&R) staff, the hiring 
authority was granted. The NDAA 2010 added a provision 
permitting the Department to appoint IASP graduates to 
excepted appointments following completion of their academic 
program for which an IASP scholarship was awarded. 
Additionally, the authority permitted DoD to noncompetitively 
convert these individuals from excepted to career or career‐
conditional appointments in the competitive service upon 
completion of two years of substantially continuous service in 
the excepted appointments. The excepted appointment 
authority and the competitive conversion authority should help 
retain IASP graduates. 


Legislative Changes  N/A 


Funding Required  The annual program budget is $5 million and provides funding 
for returning and new recruitment and retention scholars. This 
budget also provides grants for partnering colleges and 
universities to enhance their information assurance capabilities 
and programs 
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Strategy # 2  Information Assurance Scholarship Program 


Metrics to Assess Progress  Number of recruitment and retention scholarships awarded  


Assessment of Component satisfaction with scholars’ 
performance 


 


Strategy # 3  Science, Mathematics, and Research for Transformation 
(SMART) Scholarships 


Constraint Addressed  Recruiting and retention 


Target Audience  All Components: entry‐ and mid‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


The SMART Scholarship‐for‐Service Program has been 
established by the DoD to support undergraduate and graduate 
students pursuing degrees in STEM. The program is part of a 
concentrated effort to improve the flow of new, highly‐skilled 
technical labor into DoD facilities and agencies and to enhance 
the technical skills of the workforce already in place. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
 


Strategy # 4  IT Exchange Program (ITEP) Pilot 


Constraint Addressed  Retention 


Target Audience  All DoD Components: targeted IT private‐sector organizations, 
and mid‐level (GS‐11 or above or equivalent) and exceptional 
DoD and private‐sector employees who work in the field of IT 
management 


Implementation Timeline  Ongoing and placement of ITEP pilot candidates by June 2011 


Strategy Details & Impact 
 


The ITEP pilot provides an opportunity for DoD Components and 
private‐sector organizations to share best practices and gain a 
better understanding of each other’s IT management practices 
and challenges. The pilot is designed to enhance the IT 
competencies and technical skills of employees from the DoD 
civilian and private sectors that work in the field of IT 
management. The pilot will focus on enhancing competencies 
and skills in the following areas: IT/IA/Cyber, IT consolidation, 
telecommunications, cloud computing, storage, and database. 


Legislative Changes  Authorization for the pilot, NDAA 2010 Section 1110. No changes 
are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  Placement of ITEP candidates and enhanced IT competencies 
and skills based on participation as an ITEP pilot detail. 


 







Fiscal Year 2010‐2018    DoD Strategic Workforce Plan 


98  Appendix B14: Information Technology / Information Assurance / Cyber (IT/IA/Cyber) Functional Community   


Strategy # 5  SCEP/STEP 


Constraint Addressed  Recruiting and retention 


Target Audience  All Components: entry‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


This program allows students to be appointed to positions that 
are related to their academic field of study. Employment as a 
student is in the excepted service, and public notice is not 
required. Participants who meet all the requirements of the 
program may be noncompetitively converted to term, career, or 
career‐conditional appointments. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
 


Strategy # 6  Student Loan Repayment 


Constraint Addressed  Recruiting and retention 


Target Audience  All Components: entry‐, mid‐, and senior‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


Agencies are authorized to establish a program under which they 
may agree to repay certain types of Federally‐insured student 
loans as a recruitment or retention incentive for highly qualified 
personnel. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
 


Strategy # 7  Component Intern Programs 


Constraint Addressed  Recruiting 


Target Audience  All Components: entry‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


Select specific target schools for recruitment efforts based on a 
variety of factors, such as the school’s program and curriculum 
relevance, past success with interns, diversity, and geographic 
proximity. Create a year‐round presence on campus by 
sponsoring on‐campus events (i.e., information sessions, 
seminars, career workshops, career fairs) and communicating 
with newly‐hired interns as well as faculty and career counselors. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
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Strategy # 8  Build Long‐term Relationships with Colleges / Professors / 
Counselors 


Constraint Addressed  Recruiting and retention 


Target Audience  All Components: entry‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


A diverse IT workforce is very important to the vitality and 
effectiveness of the overall DoD IT/IA/Cyber community. 
However, of the 117 current CAEs in Information Assurance 
Education, only three are HBCUs and 12 are HUCUs. Several CAEs 
partner with well‐known HBCUs and HUCUs to participate in 
IASP, but these institutions do not reap the full benefits as do 
their counterparts with CAE designation status. 


In 2010, the DoD CIO, in conjunction with the IA scholarship 
program office, focused on schools that currently have well‐
established Computer Science programs.  This effort was to 
increase awareness of the IASP among HBCUs and to increase 
the pool of diverse talent available for participation in the 
scholarship program. Schools include: 


 Hampton University 


 Morgan State University 


Representatives from the DoD CIO and the National Security 
Agency visited Hampton University in Fall 2010. The primary 
purpose of the visit was to inform Hampton University of the 
benefits of applying to become a National Center of Academic 
Excellence in Information Assurance Education (CAE/IAE). As part 
of the visit, the representatives toured the school’s IT/IA 
Department and computer labs and met with IT professors and 
students. They also provided guidance to Hampton on processes 
for obtaining CAE/IAE status. As a result of the visit, Hampton 
will apply to become a CAE/IAE in FY 2011. 


Legislative Changes  No changes are required at this time. 


Funding Required  Potential funding would come from the IASP Program discussed 
in Strategy 3 if a school applies for CAE status and is accepted. 


Metrics to Assess Progress  TBD 
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Strategy # 9  IT Job Shadow Day Program 


Constraint Addressed  Recruiting 


Target Audience  All Components: entry‐level 


Implementation Timeline  Conducted each February 


Strategy Details & Impact 
 


The DoD, in partnership with the Federal CIO Council, sponsors 
an annual IT Job Shadow Day. This event is used to recruit the 
next generation of rising stars to the Federal government’s IT 
workforce. The benefit of establishing relationships with high 
schools is to initiate a talent pipeline by identifying interns and 
future workers. The IT Job Shadow Day helps students 
understand the correlation between learning and earning. For 
Q2 FY 2011, 13 DoD Components hosted 167 high school 
students, 50 of whom were hosted by the Army, Air Force, and 
the Office of DoD CIO at an IT Job Shadow Day at the Pentagon. 


Legislative Changes  N/A 


Funding Required  Limited funding comes from the Federal CIO Council for student 
materials. 


Metrics to Assess Progress  Number of students and Components participating 
 


Strategy # 10  Social Networking / Telework 


Constraint Addressed  Recruiting and retention 


Target Audience  All Components: entry‐, mid‐, and senior‐level 


Implementation Timeline  TBD 


Strategy Details & Impact 
 


This incentive could entice the Net Generation, which is seeking 
a flexible working environment. 


Legislative Changes  N/A 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
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Strategy # 11  Internet Positioning / IT Branding (Top Employers) 


Constraint Addressed  Recruiting 


Target Audience  All Components: entry‐, mid‐, and senior‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


Developing a branding campaign that touts DoD as an employer 
of choice could result in increased accession of talented 
employees who may not have been aware of the opportunities 
available in Department. 


Legislative Changes  N/A 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
 


Strategy # 12  Workforce Recruitment Program (WRP) 


Constraint Addressed  Recruiting and retention 


Target Audience  All Components: entry‐ and mid‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


The WRP is a recruitment and referral program that connects 
Federal and private‐sector employers nationwide with highly‐
motivated, post‐secondary students and recent graduates with 
disabilities who are eager to prove their abilities in the workplace 
through summer or permanent jobs. The program is co‐
sponsored by the DoL’s Office of Disability Employment Policy 
and the DoD. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
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Strategy # 13  Cybersecurity Certification Incentive Pay 


Constraint Addressed  Retention 


Target Audience  All Components: entry‐, mid‐, and senior‐level 


Implementation Timeline  TBD 


Strategy Details & Impact 
 


With the support of USD(P&R) staff, the DoD IT OFCM 
recommended Cybersecurity certification incentive pay as a way 
to motivate individuals to seek certification and also help with 
retention of certified individuals. The consensus of the OPM 
working group was that this proposal should be presented to 
OMB as a recommended legislative change. 


Legislative Changes  TBD 


Funding Required  If approved, funding would be provided at the discretion of the 
Component. 


Metrics to Assess Progress  TBD 
 


Strategy # 14  Advanced Degree‐Tuition Assistance 


Constraint Addressed  Recruiting and retention 


Target Audience  All Components: mid‐ and senior‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


Individuals receive tuition assistance in exchange for continued 
service for a specified time based on the duration of the 
education assistance. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
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Strategy # 15  DoD‐funded Academic Institutions (AFIT, NPS, iCollege, etc.) 


Constraint Addressed  Retention 


Target Audience  All Components: mid‐ and senior‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


The rate of change in IT requires robust professional 
development programs that provide continuous learning 
opportunities for DoD IT personnel. Employees are provided with 
the opportunity to receive graduate‐level education through 
certificate and degree programs at no personal cost. These types 
of programs ensure that DoD has high‐performing IT personnel. 
High‐performing personnel have greater engagement and 
retention. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component managing the 
academic institution. The Component provides resources to 
maintain the academic institution and allots quotas across DoD, 
as applicable. 


Metrics to Assess Progress  TBD 
 


Strategy # 16  IA / Cybersecurity Certification Program (Long‐term Training) 


Constraint Addressed  Retention 


Target Audience  All Components: entry‐, mid‐, and senior‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


DoD established an IA/Cybersecurity certification program to 
enhance the qualifications of key members of the IT workforce 
charged with the security of information and information 
systems. More than 13,000 members of the MCOs are currently 
certified. These types of programs ensure DoD has high‐
performing IT personnel. High‐performing personnel have 
greater engagement and retention. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
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Strategy # 17  Build Coalitions with Graduate Schools, Industry Professionals, 
and DoD / Other Agencies 


Constraint Addressed  Recruiting 


Target Audience  All Components: entry‐, mid‐, and senior‐level 


Implementation Timeline  TBD 


Strategy Details & Impact 
 


Developing relationships with graduate schools, industry 
professionals, and other agencies provides an opportunity to 
showcase the opportunities that DoD has to offer and identifies 
DoD as an employer of choice. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
 


Strategy # 18  Pay Banded / Alternate Pay Plan Compensation 


Constraint Addressed  Retention 


Target Audience  All Components: entry‐, mid‐, and senior‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


Within the IT community, particularly the Computer Science and 
Engineering occupations, it is recognized that more flexible pay 
scales are required than afforded by the GS. Subsequently, DoD 
was able to offer compensation alternatives to the MCO 
community: 15% of IT Specialists, 72% of Computer Scientists, 
61% of Electronics Engineers, and 64% of Computer Engineers 
are paid outside the GS. (Note: The NSPS pay bands had 
increased the percentage of the 2210 community in alternate 
pay plans to more than 30%; the disestablishment of this 
program has reduced the compensation flexibility for this series.) 


Legislative Changes  Continue pay‐banded/pay plan compensation as authorized 


Funding Required  N/A 


Metrics to Assess Progress  TBD 


 







DoD Strategic Workforce Plan    Fiscal Year 2010‐2018 


  Appendix B14: Information Technology / Information Assurance / Cyber (IT/IA/Cyber) Functional Community  105 


 


Strategy # 19  Reemployed Annuitants 


Constraint Addressed  Recruiting 


Target Audience  All Components: mid‐ and senior‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


Agencies may reemploy retired Federal employees based on 
their eligibility for reinstatement to competitive service. All 
reemployed annuitants serve at the will of the appointing 
official; they may be terminated at any time. Usually, a 
reemployed annuitant is subject to dual compensation offset, 
meaning the salary is offset by the amount of the annuity. 
Without a specific authority, Agencies require OPM approval to 
re‐employ an annuitant without salary offset. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
 


Strategy # 20  Recruitment, Retention, & Relocation Incentives 


Constraint Addressed  Recruiting and retention 


Target Audience  All Components: mid‐ and senior‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


Providing recruiting, retention, and relocation bonuses can help 
bring new employees on board and retain them. Being able to 
compete with private industry in these areas is critical at a time 
when the talent pool is getting smaller. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD by Components, e.g., number of employees receiving 
incentive by type 
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Strategy # 21  Targeted Internet Mining 


Constraint Addressed  Recruiting 


Target Audience  All Components: entry‐ and mid‐level 


Implementation Timeline  TBD 


Strategy Details & Impact 
 


The growth of Internet social media and networking sites has 
created additional avenues for the Department to both research 
and market to potential job candidates. This allows DoD to 
proactively search for new sources of talent rather than wait for 
talent to come to DoD. 


Legislative Changes  No changes are required at this time. 


Funding Required  Allocation of specific resources is at the discretion of the 
Components. 


Metrics to Assess Progress  TBD 
 


Strategy # 22  Professional Organizations, Society Speaking Engagements 


Constraint Addressed  Recruiting 


Target Audience  All Components: entry‐, mid‐, and senior‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


In the competition to recruit highly‐qualified IT talent, reaching 
out to organizations and educating them on the DoD mission 
improves the visibility of the Department’s technology initiatives. 
Education can serve as another vehicle for promoting DoD as an 
employer of choice. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
 


Strategy # 23  Highly‐Qualified Experts 


Constraint Addressed  Recruiting 


Target Audience  All Components: senior‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
  


At times, DoD needs highly‐qualified individuals for complex 
problems for a limited duration. Use of this strategy allows quick 
hiring for a specified time. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
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Strategy # 24  Veterans’ Hiring Authorities 


Constraint Addressed  Recruiting 


Target Audience  All Components: entry‐, mid‐, and senior‐level 


Implementation Timeline  TBD 


Strategy Details & Impact 
 


Three authorities are specific to Veterans: Veterans’ Recruitment 
Appointment, authority to hire 30% or more disabled Veterans, 
and authority under the VEOA, as amended. All three provide 
streamlined opportunities to hire Veterans, some 
noncompetitively. Hiring Veterans provides a rich source of 
talent and continues to be a high priority within DOD. 


Legislative Changes  No changes are required at this time. 


Funding Required  N/A 


Metrics to Assess Progress  Number of employees hired with military experience 
 


Strategy # 25  Pathways Programs 


Constraint Addressed  Recruiting 


Target Audience  All Components: entry‐ and mid‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


Pathways Programs offer an exception to the competitive hiring 
rules for certain positions in the Federal civil service. Pathways 
Program combines the Intern Program, Recent Graduates Program, 
and Presidential Management Fellows Program under one title. It 
aims to attract outstanding men and women from a variety of 
academic disciplines who have an interest in and commitment to 
public service. 


Legislative Changes  Executive Order published (December 27, 2010) 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
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Strategy # 26  Schedule A: Excepted Service Appointing Authority for Persons 
with Disabilities 


Constraint Addressed  Recruiting 


Target Audience  All Components: entry‐, mid‐, and senior‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


This authority provides a way to hire people who have been 
certified as having severe physical, psychological, or intellectual 
disabilities. The authority improves the Federal government’s 
ability to hire people with disabilities and is designed to remove 
barriers and increase employment opportunities for these 
individuals. Eligible persons may be appointed to a temporary, 
time‐limited, or permanent position. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  Number of employees hired with this appointing authority 
 


Strategy # 27  Non‐competitive Hiring Authority for Military Spouses 


Constraint Addressed  Recruiting 


Target Audience  All Components: entry‐, mid‐, and senior‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


This authority facilitates the entry of military spouses into the 
Federal Civil Service, minimizes disruption when military families 
move due to permanent relocations, and recognizes and honors 
service members who become disabled or die during active‐duty 
service. This is a noncompetitive hiring authority to positions in 
the competitive service for qualified military spouses. Qualified 
spouses may be appointed to temporary, term, or permanent 
appointment after public notice is provided via USAJOBS. These 
applicants are considered with other noncompetitive applicants. 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
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Strategies Specific to Acquisition 


Strategy #   EHA‐IT Acquisition Positions 


Constraint Addressed  Recruiting 


Target Audience  All Components: mid‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact 
 


Provides that the SECDEF can designate acquisition positions 
within DoD as shortage positions and recruit and appoint highly 
qualified persons to those positions 


Legislative Changes  No changes are required at this time. 


Funding Required  Funding is at the discretion of the Component. 


Metrics to Assess Progress  TBD 
 


Strategy # 29  IT Program Manager Mobility 


Constraint Addressed  Retention 


Target Audience  All Components: mid‐ and senior‐level 


Implementation Timeline  TBD 


Strategy Details & Impact 
 


As part of the 25‐Point Implementation Plan, over the next 12 to 
18 months, OMB and OPM will be responsible for developing a 
process that will support and encourage movement of IT 
program managers across the government and industry 


Legislative Changes  TBD 


Funding Required  TBD 


Metrics to Assess Progress  TBD 
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Workforce Mix 
Active‐Duty, Reserve, and National Guard military personnel, DoD civilians, and an extensive 


contractor workforce all perform crucial IT/IA/Cyber roles. The SECDEF Efficiency Initiative will 


affect the IT/IA/Cyber workforce mix. Going forward, DoD must verify the mission requirements 


and determine: 


 Functions that can be performed by government personnel and whether they should be 
military, civilian, or private‐sector contractors 


 Functions that include inherently governmental functions;  functions exempted from 
private‐sector; and performance  


 Functions subject to review for potential government or private‐sector performance 


Projecting an accurate workforce mix is heavily contingent on the SECDEF Efficiency Initiative. 


DoD must know the budget constraints and organizational changes to fully analyze the impacts 


and clearly define its workforce mix. 


0854 Series 


Defense Threat 
Reduction Agency 


Civilian % of 
Total Force 


Military % of 
Total Force 


Contracted 
Support % of 
Total Force 


Total Force 


FY 2009—Baseline  100%  0%  0%  =100% 


FY 2012  100%  0%  0%  =100% 


FY 2014  100%  0%  0%  =100% 


FY 2016—Desired 
End State 


100%  0%  0%  =100% 


The workforce mix is what is contained in the manning documents. These numbers account for 
the authorizations that were requested across the agency in these job series to satisfy the 
requirements of their mission. It should be noted that the military and contractors were placed 
under the 2210 even though they may support the 854 and 855 job series. 
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Navy  Civilian % of 
Total Force 


Military % of 
Total Force 


Contracted 
Support % of 
Total Force 


Total Force 


FY 2009—Baseline  40%  60%  N/A  =100% 


FY 2012  40%  60%  N/A  =100% 


FY 2014  40%  60%  N/A  =100% 


FY 2016—Desired 
End State 


TBD  TBD  TBD  =100% 


Percentages are from NDAA 2010 §934 submission. Activities include Cyber Operations, 
Information Assurance, Defensive Operations, and Offensive Operations. Current information 
systems do not support breakout by military and civilian across these work areas related to 
specific MCOs. Current systems capabilities do not support the ability to accurately capture 
contract support personnel numbers. Percentages are representative. FY 2016 numbers and 
changes to FY 2012 and FY 2014 numbers will be determined based on completion of in‐
progress studies. Future workforce mix will also be determined by further refining Inherently 
Governmental work and determining military essential capabilities. How SECDEF Efficiency 
Reviews affect workforce mix is unknown. Additionally, how the revised Inherently 
Governmental guidance affect the workforce mix is unknown. 


 


Marine Corps  Civilian % of 
Total Force 


Military % of 
Total Force 


Contracted 
Support % of 
Total Force 


Total Force 


FY 2009—Baseline  9%  86%  5%  =100% 


FY 2012  N/A  N/A  N/A  N/A 


FY 2014  N/A  N/A  N/A  N/A 


FY 2016—Desired 
End State 


N/A  N/A  N/A  N/A 


Currently, there is no method to break down military and contractor support numbers by MCO. 
The information above reflects the overall USMC workforce mix for FY 2010 based on available 
data for appropriated fund civilians, active duty Marines, and contractors. Additionally, USMC is 
currently conducting a Force Structure Review that will further define the workforce mix. 
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APPENDIX 141: 2008 CLINGERCOHEN CORE 
COMPETENCIES  


The Federal CIO Council promotes continuous learning and professional development for the IT 


workforce by ensuring the Clinger‐Cohen Core Competencies and associated learning objectives 


are updated every two years. These competencies serve as a baseline to assist organizations in 


complying with 40 U.S.C. §11315(c) (3) (Clinger Cohen Act) and 44 U.S.C. 3501, §209 (E‐


Government Act). Federal Chief Information Officers should ensure that the knowledge, skills, 


and abilities represented in each competency reside within their organization. For more 


information and to access the more detailed learning objectives associated with the 


competencies, visit www.cio.gov.  


1.0 Policy and Organization  


1.1 Department/Agency missions, organization, functions, policies, procedures  


1.2 Governing laws and authorities  


1.3 Federal government decision‐making, policy‐making process, and budget 


formulation and execution process  


1.4 Linkages and interrelationships among agency heads and various CIO functions  


1.5 Intergovernmental programs, policies, and processes  


1.6 Records and information management  


1.7 Knowledge management  


2.0 Leadership/Management  


2.1 Defining roles, skill sets, and responsibilities of senior officials, CIO staff, and 


stakeholders  


2.2 Building Federal IT management and technical staff expertise  


2.3 Competency testing: standards, certification, and performance assessment  


2.4 Partnership/team‐building techniques  


2.5 Personnel performance‐management techniques  


2.6 Practices that attract and retain qualified IT personnel  


3.0 Process/change management  


3.1 Techniques/models of organizational development and change  


3.2 Techniques and models of process management and control  


3.3 Modeling and simulation tools and methods  


3.4 Quality improvement models and methods  
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3.5 Business process redesign/re‐engineering models and methods  


3.6 Cross‐boundary process collaboration  


4.0 Information resources strategy and planning  


4.1 IRM baseline assessment analysis  


4.2 Interdepartmental, inter‐agency IT functional analysis  


4.3 IT planning methodologies  


4.4 Contingency and continuity of operations planning (COOP)  


4.5 Monitoring and evaluation methods and techniques  


5.0 IT Performance assessment: models and methods  


5.1 Government Performance and Results Act (GPRA) and IT: Measuring the business 


value of IT and customer satisfaction  


5.2 Monitoring and measuring new system development  


5.3 Measuring IT success  


5.4 Defining and selecting effective performance measures  


5.5 Evaluating systems performance  


5.6 Managing IT reviews and oversight processes  


6.0 IT project/program management  


6.1 Project scope/requirements management  


6.2 Project integration management  


6.3 Project time/cost/performance management  


6.4 Project quality management  


6.5 Project risk management  


6.6 System lifecycle management  


6.7 Software development, testing, and implementation 


7.0 Capital Planning and Investment Control (CPIC) 


7.1 Best practices  


7.2 Cost benefit, economic, and risk analysis  


7.3 Risk management models and methods  


7.4 Weighing benefits of alternative IT investments  


7.5 Intergovernmental projects: Federal, state, and local  


7.6 Capital investment analysis: models and methods  
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7.7 Business case analysis  


7.8 Investment review process  


7.9 IT portfolio management  


8.0 Acquisition  


8.1 Acquisition strategy  


8.2 Acquisition models and methodologies, from traditional to streamlined  


8.3 Post‐award IT contract management  


8.4 IT Acquisition best practices  


8.5 Software acquisition management  


9.0 E‐Government  


9.1 Strategic business issues and changes associated with E‐Government  


9.2 Web development and maintenance strategies  


9.3 Industry standards and practices for communications  


9.4 Channel issues (supply chains)  


9.5 Dynamic pricing  


9.6 Consumer/citizen information services  


9.7 Information accessibility (including Section 508 compliance)  


10.0 Information security/information assurance 


10.1 CIO information security roles and responsibilities  


10.2 Information security/related legislation, policies, and procedures  


10.3 Privacy and personally identifiable information 


10.4 Information and information systems threats and vulnerabilities  


10.5 Information security controls planning and management  


10.6 IA risk management 


10.7 Enterprise information security program management  


10.8 Information security reporting compliance  


10.9 Critical infrastructure protection and disaster recovery planning  


11.0 Enterprise architecture  


11.1 Enterprise architecture functions and governance  


11.2 Key enterprise architecture concepts  


11.3 Enterprise architecture interpretation, development, and maintenance  
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11.4 Use of enterprise architecture in IT investment decision‐making  


11.5 Enterprise data management  


11.6 Performance measurement for enterprise architecture  


12.0 Technology management and assessment  


12.1 Network and telecommunications technology  


12.2 Spectrum management  


12.3 Computer systems  


12.4 Web technology  


12.5 Data management technology  


12.6 Software development technology  


12.7 Special use technology  


12.8 Emerging technology 
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APPENDIX 142: OFFICE OF PERSONNEL MANAGEMENT 


MOSAIC COMPETENCIES: IT STUDY 


20002001 Technical Competencies 
Accessibility: Knowledge of tools, equipment, and technologies used to help individuals with 


disabilities use computer equipment and software. 


Artificial Intelligence: Knowledge of the principles, methods, and tools used to design systems 


that perform human intelligence functions. 


Business Process Re‐engineering: Knowledge of methods, metrics, tools, and techniques of 


business process re‐engineering. 


Capacity Management: Knowledge of the principles and methods for monitoring, estimating, or 


reporting actual performance or the performance capability of information systems or 


Components. 


Capital Planning and Investment Assessment: Knowledge of the principles and methods of 


capital investment analysis or business case analysis, including return on investment analysis. 


Computer Languages: Knowledge of computer languages and their applications to enable a 


system to perform specific functions. 


Computer Forensics: Knowledge of tools and techniques used in data recovery and 


preservation of electronic evidence. 


Configuration Management: Knowledge of the principles and methods for planning or 


managing the implementation, update, or integration of information system components. 


Cost‐Benefit Analysis: Knowledge of the principles and methods of cost‐benefit analysis, 


including the time value of money, present value concepts, and quantifying tangible and 


intangible benefits. 


Data Management: Knowledge of the principles, procedures, and tools of data management, 


such as modeling techniques, data backup, data recovery, data dictionaries, data warehousing, 


data mining, data disposal, and data standardization processes.  


Database Administration: Knowledge of the principles, methods, and tools for automating, 


developing, implementing, or administering database systems. 


Database Management Systems: Knowledge of the uses of database management systems and 


software to control the organization, storage, retrieval, security, and integrity of data.  


Distributed Systems: Knowledge of the principles, theoretical concepts, and tools underlying 


distributed computing systems, including associated components and communication 


standards. 


Electronic Commerce (e‐Commerce): Knowledge of the principles, methods, and tools for 


conducting business online, including electronic data interchange.  
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Embedded Computers: Knowledge of specifications and uses of specialized computer systems 


used to control devices (for example, automobiles, helicopters), including the appropriate 


programming languages. 


Encryption: Knowledge of procedures, tools, and applications used to keep data or information 


secure, including public key infrastructure, point‐to‐point encryption, and smart cards. 


Hardware: Knowledge of specifications, uses, and types of computer or computer‐related 


equipment. 


Hardware Engineering: Knowledge of the principles, methods, and tools for designing, 


developing, and testing computer or computer‐related equipment. 


Human Factors: Knowledge of the principles, methods, and tools used to identify and apply 


information about human behavior, abilities, limitations, and other characteristics to the design 


of tools, machines, systems, tasks, jobs, and environments for effective human use. 


Information Assurance: Knowledge of methods and procedures to protect information systems 


and data by ensuring their availability, authentication, confidentiality, and integrity. 


Information Resources Strategy and Planning: Knowledge of the principles, methods, and 


techniques of IT assessment, planning, management, monitoring, and evaluation—such as IT 


baseline assessment, interagency functional analysis, contingency planning and disaster 


recovery. 


Information Systems Security Certification: Knowledge of the principles, methods, and tools 


for evaluating information systems security features against a set of specified security 


requirements. This includes developing security certification and accreditation plans and 


procedures, documenting deficiencies, reporting corrective actions, and recommending 


changes to improve the security of information systems.  


Information Systems/Network Security: Knowledge of methods, tools, and procedures, 


including development of information security plans, to prevent information systems 


vulnerabilities and to provide or restore security of information systems and network services. 


IT Architecture: Knowledge of architectural methodologies used in the design and development 


of information systems, including the physical structure of a system’s internal operations and 


interactions with other systems. 


IT Performance Assessment: Knowledge of the principles, methods, and tools (for example, 


surveys, system performance measures) to assess the effectiveness and practicality of IT 


systems.  


IT Research and Development: Knowledge of scientific principles, methods, and tools of basic 


and applied research used to conduct a systematic inquiry into a subject matter area.  


Infrastructure Design: Knowledge of the architecture and typology of software, hardware, and 


networks, including LANS, WANS, and telecommunications systems. This knowledge includes 


system components, and associated protocols and standards, and methods of operation and 


integration, as well as associated controlling software.  
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Knowledge Management: Knowledge of the value of collected information and the methods of 


sharing that information throughout an organization. 


Logical Systems Design: Knowledge of the principles and methods for designing business logic 


Components, system processes and outputs, user interfaces, data inputs, and productivity tools 


(for example, CASE).  


Modeling and Simulation: Knowledge of mathematical modeling, simulation tools and 


techniques for planning and conducting test and evaluation programs, characterizing systems 


support decisions that involve requirements, evaluating design alternatives, and supporting 


operational preparation. 


Multimedia Technologies: Knowledge of the principles, methods, tools, and techniques of 


developing or applying technology using text, audio, graphics, or other media. 


Network Management: Knowledge of the operation, management, and maintenance of 


network and telecommunication systems and linked systems and peripherals. 


Object Technology: Knowledge of the principles, methods, tools, and techniques that use 


object‐oriented languages, analysis, and design methodologies. 


Operating Systems: Knowledge of computer network, desktop, and mainframe operating 


systems and applications. 


Operations Support: Knowledge of procedures to ensure production or delivery of products 


and services, including tools and mechanisms for distributing new or enhanced software. 


Organizational Development: Knowledge of the principles of organizational development and 


change management theories and applications. 


Process Control: Knowledge of the principles, methods, and procedures used for the 


automated control of a process, including the design, development, and maintenance of 


associated software, hardware, and systems. 


Product Evaluation: Knowledge of methods for researching and analyzing external products to 


determine their potential for meeting organizational standards and business needs. 


Project Management: Knowledge of the principles, methods, or tools for developing, 


scheduling, coordinating, and managing projects and resources, including monitoring and 


inspecting costs, work, and contractor performance. 


Quality Assurance: Knowledge of the principles, methods, and tools of quality assurance and 


quality control used to ensure a product fulfills functional requirements and standards. 


Requirements Analysis: Knowledge of the principles and methods to identify, analyze, specify, 


design, and manage functional and infrastructure requirements. Knowledge includes translating 


functional requirements into technical requirements used for logical design, or presenting 


alternative technologies and approaches.  


Risk Management: Knowledge of methods and tools used for risk assessment and mitigation of 


risk. 







Fiscal Year 2010‐2018    DoD Strategic Workforce Plan 


120  Appendix B14: Information Technology / Information Assurance / Cyber (IT/IA/Cyber) Functional Community   


Software Development: Knowledge of the principles, methods, and tools for designing, 


developing, and testing software in a given environment. 


Software Engineering: Knowledge of software engineering design and development 


methodologies, paradigms and tools; the software lifecycle; software reusability; and software 


reliability metrics. 


Software Testing and Evaluation: Knowledge of the principles, methods, and tools for analyzing 


and developing software test and evaluation procedures. 


Standards: Knowledge of standards that either are compliant with or derived from established 


standards or guidelines. 


Systems Integration: Knowledge of the principles, methods, and procedures for installing, 


integrating, and optimizing information systems Components.  


Systems Lifecycle: Knowledge of systems lifecycle management concepts used to plan, develop, 


implement, operate, and maintain information systems. 


Systems Testing and Evaluation: Knowledge of the principles, methods, and tools for analyzing 


and developing systems test and evaluation procedures as well as technical characteristics of IT 


systems, including identification  of critical operational issues. 


Technical Documentation: Knowledge of procedures for developing technical and operational 


support documentation. 


Technology Awareness: Knowledge of developments and new applications of IT (hardware, 


software, telecommunications), emerging technologies, and their applications to business 


processes, and applications and implementation of information systems to meet organizational 


requirements.  


Telecommunications: Knowledge of transmissions, broadcasting, switching, control, and 


operation of telecommunications systems. 


Web Technology: Knowledge of the principles and methods of web technologies, tools, and 


delivery systems, including web security, privacy policy practices, and user interface issues. 
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Three MCOs (0501, 0511, 0560) 


increase slightly (< 1%, 2.8% 


and <1%, respectively).  


Strength in MCO 0510 is 


projected to decrease through 


FY 2018. For all four MCOs,  


the net strength change from 


FY 2010 to FY 2018 is negligible 


(+7). 


Generally, employees in 


Auditing and Accounting are 


split evenly between male and 


females. Financial Analysis and 


Budget are mostly female. 


80% of 0510 series have a 


Bachelor’s degree or higher; for 


0511, the percentage is 95%. 


Less than 50% of 0501 and 


0560 have a Bachelor’s degree 


or higher. None of the series 


requires a degree, but two 


MCOs (0510, 0511) have a 


positive education requirement 


of 24 semester hours in a 


specific occupational field, e.g., 


Accounting or Auditing. 


Most employees are in the 36 TO 


55 age group, with nearly a 


quarter of them older. The 


potential for high attrition 


through retirement exists, 


though the economy has 


reduced expected retirements 


for the past two years. 


APPENDIX B15:   FINANCIAL MANAGEMENT 


OSD FCM Overview 
OSD FUNCTIONAL COMMUNITY MANAGER: 


Mr. Sandra Gregory, 
OUSD (Comptroller), 


Financial Workforce Management 


 


 


 


Data generated by OPM/EHRI CIVFORS Application and DCPDS. 


FINANCIAL 


ADMINISTRATION 


& PROGRAM 


(0501)


ACCOUNTING 


(0510)


AUDITING 


(0511)


BUDGET 


ANALYSIS 


(0560)


FY10 Demographics**


FY 2010 Workforce Strength 12365 5675 6956 7935


FY 2018 Workforce Manpower  Target 15266 5624 7287 7200


Dept of Army ‐ Strength 1621 1663 813 4096


Dept of Navy ‐  Strength 5244 672 422 363


Dept of Air Force ‐  Strength 2611 443 680 2792


Fourth Estate ‐  Strength 2889 2897 5041 684


% Male 35% 43% 51% 29%


% Female 65% 57% 49% 71%


% Targeted Disability 1% 1% 0% 1%


% Non‐Targeted Disability 7% 7% 5% 6%


% Prior Military 31% 24% 18% 36%


Basic Salary (33% percentile) $56,991 $58,667 $62,283 $55,315


Basic Salary (66% percentile) $74,337 $76,452 $78,355 $70,526


Basic Salary (97% percentile) $122,875 $119,660 $137,378 $117,910


Basic Salary (99% percentile) $154,334 $150,253 $159,346 $155,830
Education


< Bachelors 51% 20% 5% 59%


Bachelors 34% 59% 69% 29%


Masters 14% 21% 26% 12%


Doctorate 0% 0% 0% 0%
Planning Considerations


Age, 35 or below 16% 22% 39% 12%


Age, 36‐55 61% 54% 45% 64%


Age, 56+ 22% 24% 16% 24%


Years of Service, 0‐5 30% 33% 43% 23%


Years of Service, 6‐15 17% 17% 21% 22%


Years of Service, 16‐25 27% 27% 23% 27%


Years of Service, 25+ 26% 23% 14% 28%
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The overall civilian FM Workforce increased from more than 45,693 in FY 2009 to 48,185 (5%) in 


FY 2010, while the four FM MCOs combined increased from 33,034 to 35,522 (7.5%) in the 


same period. Specific MCO comments will be noted in each section. Additional information 


regarding overall demographics is provided in Figure B15‐1.   


FM Workforce Management Roles and Responsibilities 


The mission of the FM Workforce is to ensure DoD’s budget and financial expenditures support 


national security objectives. The FM Workforce serves with integrity and is the trusted advisor 


on all financial matters. The workforce provides high‐quality information and analysis to 


decision makers.   


In order to provide the best possible advice, the members of the FM Workforce must hone their 


skills throughout their careers and embrace a culture of continuous improvement. This 


responsibility takes on increased significance as they are asked to provide analysis and 


recommendations on how to maximize available funding to achieve the greatest impact for the 


warfighter. 


A well‐developed and trained workforce also will help increase the effectiveness of efforts to 


improve cost estimating and financial analysis throughout DoD. These efforts will allow DoD to 


pursue new systems and innovations with confidence, knowing that it has the best possible 


understanding of how projects can be funded within projected financial resources. 


Every element of the FM process must focus on helping America's warfighters get their jobs 


done. FM personnel must continue to streamline interaction with customers and offer them 


consistent and improved performance. 


The USD Comptroller exercises FM OFCM responsibilities as outlined in DoD Instruction 


1400.25, Volume 250 Civilian SHCP, promulgated in November 2008 by the USD(P&R). The 


instruction provides the USD Comptroller and other key functional offices in OSD a broader 


spectrum of civilian workforce planning and management responsibilities under an OFCM 


framework. As the civilian FM OFCM, the Comptroller is responsible for a multiyear effort to 


meet DoD‐wide civilian workforce planning needs and facilitating life‐cycle management of the 


Department’s civilian FM Workforce. The DoD Civilian SHCP process must be applied across the 


FM Civilian Community, which requires manpower requirements analysis, specific job analysis 


procedures, validation methods, and other processes. As part of this effort, the Comptroller 


leads the establishment of a common taxonomy for competencies for individual FM 


occupations, development of career paths, and identification of training and education to 


achieve the goals of the DoD Civilian SHCP policy.   


The FM Community has proactively engaged Components via their interdepartmental working 


group to develop and support a functional human capital plan that focuses on ensuring the 


right number of skilled people are in the right place at the right time. Elements of this plan 


include workforce forecasting, the CEW, succession planning, talent retention, SES life‐cycle 


management, skills assessment, implementation of DoD‐wide FM competencies upon final 


validation, developing and instituting ideas that will enhance the professional development of 
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the FM staff, intern opportunities for junior staff, mentoring and coaching, and a one‐stop DoD 


FM website for all FM professional development opportunities. 


The FM Workforce 


The total DoD FM Workforce community comprises more than 58,000 personnel (9,820 military 


and 48,185 civilians), as shown in Figure B15‐1. DoD civilians make up about 83% of the FM 


Workforce Community. 


Figure B15‐1: FM Workforce 


 


Sources: Fedscope & Component Input, February 2011. 


 


Figure B15‐2 shows the distribution of DoD FM civilians for Fiscal Year 2010. 


Figure B15‐2: Distribution of FM Civilians, FY 2010 


 


Sources: Fedscope & Component Input, February 2011. 
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The Army has the largest number of civilians, followed by DFAS, DON, and the Air Force. 


The DoD civilian FM Community consists of 13 occupational series (OS), four of which are 


designated MCOs. These positions will be discussed in detail in this report. The professional OS 


includes 0501, Financial Administration and Program; 505, FM; 0510, Accounting; 0511, 


Auditing; and 0560, Budget Analysis. The technical and clerical FM occupational series includes 


0503, Financial Clerical and Technician; 0525, Accounting Technician; 0530, Cash Processing; 


0540, Voucher Examining; 0544, Civilian Pay; 0545, Military Pay; and 0561, Budget Clerical and 


Assistance. The FM Series also has a trainee classification identified as 0599, student trainee. 


(See Figure B15‐3.) The FM Workforce is augmented with approximately 207 Operations 


Research Analysts, 1515, who perform cost analysis‐based functions throughout the 


Department (not reflected on charts).   


The FM MCOs include 0501, Financial Administration and Program; 0510, Accounting; 0511, 


Auditing; and 0560, Budget Analysis. This OS was determined to be mission‐critical based on 


the functions the positions currently perform; the difficulty in recruiting and retaining these 


positions; the need for a professional level workforce; and the changing focus of the workforce 


for the future.  As shown below, MCOs comprise 74% of the total FM Workforce and are 


responsible for performing work of a fiscal, financial management, accounting, auditing, or 


budgetary nature. 


Figure B15‐3: Distribution of 05XX Civilians by MCO and Other OS 


 


Sources:  Fedscope & Component Input, February 2011. 
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Military personnel, DoD civilians, and contractors all perform crucial FM roles.   


Projecting an accurate workforce mix is heavily contingent on the SECDEF Efficiency Initiative. 


DoD must recognize the budget constraints and organizational changes to fully analyze the 


impacts and clearly articulate its workforce mix. Going forward, DoD must verify the mission 


requirements and determine: 


 Functions that can be performed by government personnel and whether employees 


should be military, civilian personnel, or private‐sector contractors 


 Functions including inherently governmental functions, functions exempted from the 


private sector, and performance 


 Functions that are subject to review for potential government or private‐sector 


performance 


Workforce Assessment Skill Gaps 


As the FM Community continues to participate in the fundamental transformation of the DoD, 


the community must optimize its greatest asset—people. FM functions are becoming more 


streamlined, professional, consolidated, and automated in the transition from transaction‐


based processors to decision‐based information managers. The resulting ability of FM 


professionals to serve as valued business advisors requires ensuring that the right people with 


the right skills are in the right jobs at the right time. 


The FM OFCM has recognized the need to implement enterprise‐level competencies for the FM 


Workforce. The goal is to implement standardized competencies that describe the knowledge 


skills and attributes needed to perform and achieve desired results. The desired outcome is 


three‐fold: integrate and standardize the FM body of knowledge; allow cross‐leveraging of 


resources; and define career road maps. 


Initial development of the FM competencies and their respective proficiency levels was 


completed by a working group comprised of representatives from financial management 


activities within various DoD Components. The FM competencies and proficiency levels will be 


validated using the DoD‐approved method: consensus of the competency and proficiency level 


descriptions among qualifying SMEs. Accordingly, SMEs will be identified and selected to 


participate in the validation process based on the established key credentials and geographic 


regions where more than 50% of the total FM employees exists. A representative from the 


OUSD (Comptroller), Financial Workforce Management Office (FWMO) will facilitate and 


oversee the competency validation process. The result will be an accepted and approved 


standard or enterprise‐level set of competencies that the FM Community will use to measure 


knowledge and position proficiency.  Upon implementation of the validated competencies, the 


FM Community will be able to fully assess gaps and overlaps in knowledge and skills. 
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The Future Workforce 


To meet the needs of future generations, we must implement new work cultures to attract and 


retain members of the upcoming workforce. We must conduct research and build plans to 


highlight the impacts of recruitment, retention, and professional development, and the need 


for strategic workforce planning. 


Based on research conducted by Jeanne Meister and Karie Willyerd detailed in their book, “The 


2020 Workplace,” the future workforce will focus on public‐sector interests and the 


opportunity to make a difference in government. Its members will demand an exciting working 


environment that gives them the opportunity to influence decisions. The future workforce will 


be more skilled, with higher‐level educational degrees and one or more certifications. These 


credentials will give them the opportunity to move from organization to organization until they 


find the employer of choice. The employer will invest in their future through the development 


of new skills while giving them the flexibility to support their personal and family goals and 


objectives. The workforce of the future wants flexibility in work hours, opportunities to work 


from remote locations, pay for performance, creativity to implement positive change, 


promotion and career development opportunities, challenging work, and access to current 


technology and social networking tools. 


For DoD, there will be several challenges, including: 


 Attracting the upcoming generation as an FM employer of choice, then managing their 


work and compensation expectations 


 Adapting to a more flexible, multigenerational work environment 


 Creating a dynamic professional development program for these creative and 


nontraditional learners 


 Retaining enough of this generation to build the foundation of the future workforce  


 Ensuring use of the latest technologies in the workplace, such as professional 


networking and instant messaging 


Figures 4a and 4b illustrate the challenge of attracting and retaining a younger generation of 


qualified FM workers. The figures show a consistent shape of the MCO workforce in terms of 


years of service from FY 2009 to FY 2010. For MCOs 0501, 0510 and 0511, there are a large 


number of FM workers with nine or fewer years of service. But the number of personnel with 


10 to 19 years is constricting, particularly in MCO 0510 and MCO 0511. The large number of 


personnel with 20 to 29 years of service may represent skilled, experienced workers who are 


very productive‐‐or it could represent mature workers waiting for the opportunity to retire 


(“baby boomers”). Note that in FY 2010, the number of personnel with 0 to 5 years of service is 


higher than in FY 2009, illustrating the increase in accessions. We will monitor the groups with 


10 to 19 years of service as an indicator that retention of these accessions is increasing over 


time.   
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Sources:  Fedscope & Component Input, February 2011. 


 


Another interesting aspect of these charts is that workers with more than 30 years of service 


are staying on the job. The concern remains that if and when the retirement‐eligible population 


begins to leave in a precipitous flow, will the pool of workers with 10 to 19 years of service be 


adequate to fill their positions? 


FM Community Forecast 


The FM Community is projected to grow by 600 to 700 workers in FY 2011 but will gradually 


decline to the 58,000 level in the outyears. See Figure B15‐5. 


Figure B15‐5:  FM Community Strengths 


 


Sources:  Fedscope & Component Input, February 2011. 
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The increases in strength starting in FY 2009 and projected through FY 2011 are due to the 


following actions: 


 Insourcing, or converting previous contractor positions to civilian positions 


 Reclassification of other occupational series into 05XX series 


 Increases to accommodate implementation of DoD Enterprise Resource Planning (ERP) 


 Increases in auditors due to increased workforce requirements in DCAA and DoD 


Workforce Improvement Strategies 


Members of the FM Community have worked together to address a number of near‐term 


opportunities to meet current workforce demands. Opportunities include:  


 Leadership Development: The termination of the FCIP is likely to negatively impact the 


FM Community’s ability to continue to build a highly skilled workforce. DoD should 


design methods to provide the right start and professional development for incoming 


employees at various career levels. The new Defense Civilian Emerging Leader Program 


may meet the requirements for entry‐level employees. 


 Onboarding Processes: Within DoD, onboarding processes should give new employees 


the right start and bring them into an Agency’s culture as quickly as possible. Near term, 


a positive experience will form the basis of employees’ full integration into the 


workplace. Longer term, it will provide new employees the tools they need for success 


and potentially influence their future retention. The FM Components have used FCIP to 


meet hiring demands for all MCOs. Pending changes to the FCIP may negatively impact 


the ability to fully benefit from the program.   


 The FM Community utilizes various recruiting strategies to meet and exceed MCO 


demands.   


 Entry‐level: The FM Components use applicable hiring authorities, whenever possible, 


to recruit and hire candidates at colleges and universities. All entry‐level interns 


complete at least a two‐year program with formal developmental training plans and 


developmental assignments. The Components also use the Student Educational 


Employment Program (SEEP) and Student Career Experience Program (SCEP) 


developmental programs and tuition assistance to support continued educational 


development. 


 Mid level: The Components in the FM Community use applicable hiring authorities to 


recruit mid‐level interns from graduate schools. The Components take full advantage of 


incentives such as full permanent change of station (PCS) reimbursement, a family‐


friendly workplace, generous training and education programs, and professional 


certification reimbursement. At the mid‐level, Components supplement college 


recruiting with internal recruitment strategies.   


 Senior level: The Components in the FM Community utilize special incentives to hire 


and sustain at the senior level. These incentives include full PCS reimbursement, a 
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family‐friendly workplace, generous training and education programs, professional 


certification reimbursement, leadership development incentive programs, and 


succession planning. At the senior level, Components supplement external recruiting 


with internal recruitment strategies to include the existing civilian workforce, former 


Military Leaders, and industry. 


 Certification: FM Certification is a process that formally recognizes professional workers 


for achieving expertise in their fields and is a way to encourage employees to continue 


their professional development. Certification programs are sponsored by professional 


associations. Certification requirements typically consist of specific types of formal 


education and experience, character references, passing exams, and adherence to codes 


of professional ethics. To maintain certification, there may be a continuing education 


requirement. Achieving professional certification has many benefits. Individuals improve 


their potential for personal upward mobility; organizations enhance their ability to meet 


their strategic FM initiatives and objectives; and DoD benefits by the increased 


capabilities of its workforce. NDAA 2002, Public Law 107‐107, Enacted Title 5, U.S.C., 


Section 5757, provided OSD with the authority to pay for and support professional 


certification and credential standards. Civilian Defense personnel occupying positions in 


the 05XX Occupational Series are encouraged to obtain and maintain a professional FM 


certification. The Department identified 15 professional certifications for FM personnel:   


 Accredited Financial Examiner (AFE)  


 Certified Cash Manager (CCM)  


 Certified Defense Financial Manager (CDFM)  


 Certified Financial Planner (CFP)  


 Certified Fraud Examiner (CFE)  


 Certified Government Audit Professional (CGAP)  


 Certified Government Financial Manager (CGFM)  


 Certified Financial Manager (CFM)  


 Certified Information Systems Auditor (CISA)  


 Certified Internal Auditor (CIA)  


 Certified Management Accountant (CMA)  


 Certified Public Accountant (CPA)  


 Certified Public Finance Officer (CPFO)  


 Certified Cost Estimator/Analyst (CCE/A)  


 Certified Cost Consultant (CCC) 
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 Competencies: The FM OFCM and the Component representatives have worked 


together to develop competencies for all 05XX occupational series. The FM Community 


is committed to validating and implementing these enterprise‐level competencies. 


 Attrition: Workforce attrition rates must be closely monitored to ensure the FM 


Community has the right staff in place to meet mission requirements. The FM OFCM 


monitors the attrition rate of the FM Workforce on a quarterly basis and shares this 


information with CFCMs for awareness and action as needed. 


Components are continuing to address and share strategies to close recruitment, development, 


and retention gaps. The consolidated strategies are addressed in each MCO analysis statement.   


The FM Community also is exploring several long‐term opportunities at the senior level to 


improve strategies to meet future workforce demands. Opportunities include: 


 Identification of future skills; for example, strengthening analytical skills to correlate 


with constrained numbers 


 Potential alignment of professional certification with FM MCO positions 


 Potential identification of degree requirements 


 Execution of the pilot DCELP and development assignments 


The SECDEF Efficiency Initiatives will have an impact on the FM Workforce. However, the full 


impact of these initiatives on out‐year requirements, constraints, and strategies is not fully 


known. 
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Workforce Requirements Analysis  
Financial Administration, MCO0501 


Figure B15‐7:  Financial Administration and Program MCO 0501 


 


Sources:  Fedscope & Component Input, February 2011 


 


The MCO series depicted in the chart covers positions that perform, supervise, or manage work 


of a fiscal, FM, accounting, or budgetary nature. Employees must know commonly used 


financial regulations, local policies, practices, methods, procedures, and processes. Employees 


must have a detailed knowledge of functional area policies, precedents, goals, objectives, 


regulations, and guidelines. They also must know about their Components’ organizational 


structure and functions; budgeting policies, regulations, and procedures; administrative and 


financial management systems; and IT. Employees apply standard practices and procedures to 


phases of the annual budget and financial administration process; research regulatory material 


to obtain factual information; apply analytical techniques to research results; and report 


findings. Employees provide technical expertise to management on budgeting and cost 


estimating in conjunction with multiyear funding programs. Their review and advice on FM 


issues is characterized by diverse and innovative approaches.   


Historical and projected requirements for 0501 FM and Program are shown in Figure B15‐7. The 


Department’s continued reliance on FM and the new focus on insourcing increased strength by 


approximately 6% in FY 2010; strength is projected to increase by another 3% in FY 2011. It is 


expected to level out through FY 2013; decrease slightly for FY 2014 and FY 2015, and gradually 


return to the FY 2010 level thereafter.  Actual changes will depend on impacts of the SECDEF 


Efficiency Initiative. 


FY05 FY06 FY07 FY08 FY09 FY10 FY11 FY12 FY13 FY14 FY15 FY16 FY17 FY18


Dept of Air Force 1,674  1,775  1,935  1,987  2,147  2,430  2,518  2,591  2,640  2,629  2,625  2,625  2,625  2,625 


Dept of Navy 1,166  1,617  3,630  4,296  5,400  5,500  5,563  5,583  5,585  5,588  5,588  5,588  5,588  5,588 


Dept of Army 1,028  1,073  1,185  1,282  4,172  4,290  4,290  4,290  4,290  4,290  4,290  4,290  4,290  4,290 


4th Estate 2,301  2,460  2,618  2,535  2,681  3,065  2,971  2,935  2,914  2,872  2,785  2,763  2,763  2,763 


Target 14,400  15,285  15,342  15,399  15,429  15,379  15,288  15,266  15,266  15,266 
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Projected Gains Requirements/Net Change 


Figure B15‐8: 0501 Gains, Losses, and Net Change 


 


Sources:  Fedscope & Component Input, February 2011 


 


Figure B15‐8 depicts gains and retention (losses not‐to‐exceed) goals based on the MCO targets 


provided and historical attrition patterns. Significant gains in FY 2009 and FY 2010 are 


representative of the Department’s focus on insourcing, workload increases, and occupational 


series realignments. Most of the increases resulted from insourcing by the Air Force, Navy, and 


DFAS. The overall impact of the SECDEF Efficiency Initiative is pending. 


MCO Analysis and Challenges 
Several factors influence DoD FM Workforce requirements. They include: 


Budgets 


 Budget reduction and the reorganization/elimination of organizations resulting from the 


SECDEF Efficiency Initiative will impact the FM Workforce. SECDEF directed a 


comprehensive assessment of all aspects of DoD organization and operations for the FY 


2012 budget request. SECDEF announced eight initiatives and decisions, including a 


freeze in billets at FY 2010 levels, consolidations of IT infrastructure facilities, and closing 


or consolidating three organizations. The full extent of the efficiency reviews will not be 


known until completion.   


 The impact of the President’s final FY 2012 budget submission is not known; it will take 


months to sort out the effects of recent budget adjustments and determine how 


FY06 FY07 FY08 FY09 FY10 FY11 FY12 FY13 FY14 FY15 FY16 FY17 FY18


Gains 551 755 844 1062 1655 1085 1132 1166 1178 1144 1144 1144 1144


Losses  ‐518 ‐664 ‐876 ‐611 ‐770 ‐1028 ‐1075 ‐1136 ‐1228 ‐1235 ‐1166 ‐1144 ‐1144


Net Change 33 91 ‐32 451 885 57 57 30 ‐50 ‐91 ‐22 0 0
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funding levels affect the labor force. The budget may impact attaining requirements. 


Additionally, the detailed effects of the efficiencies on occupational series have not 


been determined.  The loss of the FCIP and the establishment of the new Pathways 


program could have an impact from a hiring process perspective. There is not yet 


guidance on the Recent Graduates portion of the program, so it is unclear if the FM 


Community will be able to offer the same compensation and hire in the same manner as 


under FCIP. To the extent the efficiency adjustments reduce the mission requirements 


for 0501s, there will be no impact. To the extent that budget adjustments reduce 


manning for 0501s with no corresponding adjustment to mission requirements, there 


will be an impact. The impact could encompass a variety of actions, including a 


workforce with less training, which could lead to issues such as Anti‐Deficiency Act 


(ADA) violations, missed deadlines, and work products that may not be thoroughly 


vetted. 


 Insourcing requirements were identified, and many Components increased as a result.  


However, this trend is not expected to continue because of anticipated reductions from 


the SECDEF Efficiency Initiative.   


Base Realignment and Closure  


 BRAC caused a significant impact at DISA. The realignment resulted in the loss of 


experienced and seasoned FM personnel. In 2009, in anticipation of the attrition of the 


FM Workforce, DISA hired contractors to maintain continuity in FM mission‐critical 


functions. In FY 2010, DISA attended job and college fairs and posted job opportunities 


to the OPM web site to recruit experienced FM personnel. DISA maintains a 20% 


vacancy rate but anticipates the rate will increase as the Agency starts moving to a new 


location. The turnover in personnel has been mostly in experienced and skilled FM staff. 


To maintain current end strength, DISA has leveraged the use of direct‐hire authority to 


expedite hiring actions.   


 As Components with higher grade‐level positions relocate to new areas, some 


employees are shifting to new Components in the hope of obtaining higher‐graded 


positions. For example, in one location, DeCA is losing a number of skilled FM personnel 


to the collocated DCMA; the DCMA positions generally are graded higher than those at 


DeCA. 


Competencies 


The FM OFCM and Component representatives have worked together to develop competencies 


for all 05XX occupational series. The FM Community is committed to validating and 


implementing these competencies. 


FM competencies, competency definitions, and the associated proficiency levels are listed in 


the next section. The competencies may be subject to change during the validation process. 


The FM Community is in the process of validating the competencies prior to full 


implementation. 
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Decision Support: Perform value‐added financial, accounting, or economic analysis to make 


informed decisions that better utilize resources and improve mission effectiveness. 


 Level 5: Formulates solutions based on recommendations to improve mission 


effectiveness 


 Level 4: Develops and evaluates alternatives and interventions to provide         


recommendations  


 Level 3: Analyzes results of the financial accounting and economic analysis to determine 


possible outcomes 


 Level 2: Interprets the data of the financial accounting and economic analysis to prepare 


for decision making 


 Level 1: Obtains knowledge of financial accounting and economic analysis to assist with 


the decision‐making process 


Financial Concepts, Policies and Principles: Apply fiscal law, policies, regulations, principles, 


standards, and procedures to financial management activities: 


 Level 5: Interprets and advises others on financial policies, regulations and principles on 


new mandates, and highly controversial issues having Component and DoD‐wide 


impacts 


 Level 4:  Develops financial techniques and approaches that conform to fiscal 


requirements; and makes recommendations for improvement or implementation of 


new policies 


 Level 3: Examines a variety of documents, records, and related reports and processes to 


determine performance in accordance with appropriate procedures and regulations 


 Level 2: Applies knowledge of policies and procedures to ensure adherence to financial 


guidelines 


 Level 1: Uses typical financial procedures and practices that apply to most situations 


FM Analysis: Analyze, evaluate, and review budget and program issues, and financial data and 


reports, using business tools and applications, cost and economic analysis, and performance 


metrics to provide recommendations  


 Level 5: Examines the impact of complex FM solutions to make controversial decisions 


and negotiate with key stakeholders   


 Level 4: Solves difficult challenges through financial analysis to determine the proper 


course of action and provides advice to decision makers 


 Level 3: Interprets and evaluates financial information using a variety of analytical 


methods to provide recommendations 


 Level 2: Applies general analytical and evaluation techniques to review financial data 


 Level 1: Reviews standard data and reports to ensure accuracy 
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FM Systems: Utilize integrated Federal FM systems and subsystems to extract data, identify 


and resolve system problems, and maintain data integrity  


 Level 5: Identifies emerging trends for use with automated FM systems to improve 


operations and customer service and ensure system compliance 


 Level 4: Identifies functional processes, requirements, or interfaces; analyzes and 


resolves problems and authorizes enhancements to support FM functions 


 Level 3: Identifies system problems, extracts ad hoc reports, recommends 


enhancements, and initiates system change requests 


 Level 2: Inputs and extracts data and creates recurring reports to maintain financial 


integrity 


 Level 1: Acquires the ability to use and obtain basic information from FM systems 


Financial Reporting: Prepare, review, and reconcile financial information to produce financial 


reports and statements to meet requirements.  


 Level 5: Briefs senior leadership on financial positions based on financial statements and 


reports 


 Level 4: Summarizes information related to the financial management statements and 


reports and recommends improvement options   


 Level 3: Reviews and reconciles the FM statements and reports to ensure accuracy and 


completeness 


 Level 2: Prepares and/or queries financial statements and reports to meet requirements 


as specified in the DoD FMR  


 Level 1: Obtains data from FM systems to acquire a basic knowledge of FM statements 


and reports 


The competencies represent the required knowledge and skills for the 0501 occupational series 


currently and in the near term. Two emerging competencies for FM professionals were defined:  


decision support and analysis. Decision support is the linkage of cost information through 


financial analysis to program and performance evaluation. Innovative, insightful, and actionable 


financial analysis throughout the decision cycle is crucial to strategic decision‐making when 


resources are a constraint.   


During the review and development of the competencies, SMEs determined that one 


competency to consider is a higher‐level application of analysis, such as qualitative and 


quantitative analysis. 
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Current vs. Future Competencies 


Current Competencies Required  Future Competencies Required 


 Decision Support 
 Financial Concepts, Policies, and 


Principles 


 FM Analysis 


 FM Systems 


 Financial Reporting 


 Analysis (Quantitative and 
Qualitative) 


 


Figure B15‐9:  Years to Retirement Eligibility/Forecast Retirements (All 0501) 


 


Sources: Data generated by OPM/EHRI CIVFORS Application: Note that “Forecasted Retirements” are forecasted against 
projected future strength forecasts while other categories of Retirement Eligibility reflect the workforce as of 30 Sep 2010. 


 


Non–human capital‐related factors that could impact the FM Community’s ability to meet 


forecasted MCO requirements include economic concerns: 


 The poor economy and other cultural impacts such as the “sandwich generation,” 


extended family impacts, and increased financial demands for education and 


extracurricular activities have limited anticipated increase in retirements 


 Positive economic growth could see a return of increased retirement rates and 


Forecasted 
Retirements (0‐5 


years)
Current‐5 6‐10 11‐15 16‐20 >20


Fourth Estate 913 1159 562 421 246 457


Navy 620 1972 961 743 522 1024


Army 633 620 287 221 157 297


Air Force 424 910 492 412 300 476


Cumulative 38.1% 56.9% 71.6% 81.6% 100.0%


Percentage 16.9% 38.1% 18.8% 14.7% 10.0% 18.4%
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movement of skilled personnel from the government to the private sector 


 Voluntary and involuntary incentive packages used to offset or meet tight budgetary 


restrictions could impact the loss of senior‐workforce knowledge 


MCO Strategies 
To achieve the stated recruiting targets, Components have used various strategies to close 


recruitment, development, and retention gaps. For example: 


 DFAS uses a variety of hiring authorities to recruit graduating college students for entry‐


level professional positions. This strategy has enabled DFAS to increase the education 


level of the professional/administrative workforce and infuse the agency with high‐


caliber recruits. It also ensures DFAS has well‐trained employees prepared to step into 


increasingly challenging roles as the senior workforce retires. College graduates are 


hired into the DFAS Leaders in Motion (LIM) Program in career slide positions to the 


journeyman level.   


 The Department of Navy has established a mid‐level FM Associates Program to meet a 


resource need. The program hires employees as GS‐11s. Following a developmental 


program, employees graduate as GS‐13s. 


 DFAS has implemented a Succession Management Program to increase the number of 


employees who are ready to step into senior‐leader positions. DFAS implemented 


succession planning at the GS‐14 and GS‐15 levels. The program assesses the leadership 


competencies, work experience, and professional credentials for all employees 


interested in career broadening and advancement. Employees are provided feedback in 


the areas where they need to focus development. Part of the DFAS long‐term 


development strategy is to rotate senior managers to broaden management experience. 


In FY 2011, DFAS is launching a leadership development program for employees. 


Employees will attend seminars, interact with senior leaders, complete a project with 


cohorts, and work with executive coaches. 


 Hiring process/Hiring Reform. Components have stated that that the hiring process 


takes too long; as a result, DoD loses eligible candidates to the private sector. DoD 


initiated a Department‐wide Hiring Reform effort in 2009 to coincide with the 


President’s focus on government‐wide hiring reform goals for streamlining the hiring 


process. The hiring reform initiative directly addresses the priorities presented in “OMB, 


OPM, and DoD Strategic Plans” and issued memoranda. It is a collective effort to 


remove the complexities and inefficiencies of existing hiring processes within the 


Department, as mandated by the President of the United States. DoD’s ability to 


effectively perform its mission depends on a talented and engaged workforce; a 


reformed hiring process is necessary to further strengthen the workforce.   
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Attrition 


Attrition in the 05XX Occupational Series is an area to monitor. Turnover is defined as 


Resignations and Agency Transfers Out, divided by the MCO workforce count. For MCO 0501, 


turnover has historically been lower than the government average of 8%. Turnover rose in FY 


2008 from 3.4% to 4.2% but dropped sharply for the past two fiscal years. The series is 


projected to remain between 3% and 4% through FY 2018, as shown in Figure B15‐10. 


Figure B15‐10:  0501 Series Turnover (Historical/Predicted) 


 


Sources:  Fedscope & Component Input, February 2011 


 


Strategy # 1  Narrative 


Constraint Addressed   Attracting the upcoming generation to DoD as an FM 
employer of choice; managing work  and professional 
development expectations 


 Adapting to a more flexible, multi‐generational work 
environment 


Target Audience  All employees in the 05XX occupational series 


Implementation Timeline  Initial implementation was January 2011; additional upgrades to 
the website will be completed by January 2012. 


Strategy Details & Impact  In late January 2011, the OUSD (Comptroller) launched a new 
website for the DoD FM Workforce. This site, FM Online, 
provides a method of communicating with the entire DoD FM 
Workforce from a Departmental perspective. FM Online serves 
as the online source for significant items of interest for the DoD 
FM Community (e.g., changes in senior FM leadership positions, 
announcements of Component FM intern programs, policy 
updates, metric data) It answers the question that affects 
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Strategy # 1  Narrative 


everyone in the field:  What’s new in FM?   


FM Online is linked to an innovative companion website, FM 
myLearn, which provides a gateway to professional FM 
development opportunities across the Department. FM Online 
provides an unprecedented view of FM training and professional 
development opportunities across DoD, including the Army, 
Navy, Marine Corps, Air Force, Defense Agencies, and DoD FM 
schools. FM myLearn contains summaries of 419 courses. The 
site includes feedback capability, so users can benefit from the 
comments of those who have previously taken the courses. 


Legislative Changes  None required 


Funding Required  This project has been fully funded. 


Metrics to Assess Progress  User access counts; user comments; quiz reviews; course 
evaluation comments 


 


Strategy # 2  Narrative 


Constraint Addressed  Senior‐level Succession Management: Shortage of talent ready to 
fill senior leader positions 


Target Audience  GS‐14/15‐level employees 


Implementation Timeline  DFAS began development in 2009 


Strategy Details & Impact  DFAS assessed the leadership competencies, work experience, 
and professional credentials for all employees interested in 
career broadening and advancement. Employees were provided 
feedback on where to focus professional development. Part of 
the DFAS long‐term development strategy is to rotate senior 
managers to broaden management experience. In FY 2011, DFAS 
launched a leadership development program for employees. 
They will attend seminars, interact with senior leaders, complete 
a project with their cohorts, and work with executive‐level 
coaches. 


Legislative Changes  None required 


Funding Required  This program is funded with existing professional development 
funds. 


Metrics to Assess Progress  All participants will be tracked to ensure they complete the 
designated professional development opportunities. 
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Strategy # 3  Narrative 


Constraint Addressed  Attract and retain a professional FM Workforce 


Target Audience  Entry‐level FM positions 


Implementation Timeline  Ongoing 


Strategy Details & Impact  FM Components utilize a variety of hiring authorities to recruit 
graduating students on college campuses, at recruiting fairs, and 
in other Federal job announcement media. This strategy has 
enabled Components to increase the professional level of the 
workforce and begin building the future workforce. Hiring 
graduating students provides the FM Community with well‐
trained employees that are prepared to fill increasingly 
challenging roles. 


Legislative Changes  The special hiring authorities such as the Exceptional Scholar, 
SCEP, and other Component‐initiated intern programs were 
covered by the FCIP. This program is currently under review and 
revision. 


Funding Required  No known funding impacts at this time 


Metrics to Assess Progress  Interns have well‐developed plans for professional development, 
special assignments, and projects. The plans are closely 
monitored to ensure that the interns achieve the desired growth 
and development. 


 


Workforce Mix 
The FM Community Workforce mix is addressed at the enterprise level on Page 3 of this report. 
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Workforce Requirements Analysis  
Accounting, MCO0510 


Figure B15‐11:  Accounting MCO 0510 


 


Sources:  Fedscope & Component Input, February 2011 


 


Accounting professionals advise on, administer, supervise, or perform professional accounting 


work that requires the application of accounting theories, concepts, principles, and standards 


to the financial activities of governmental, quasi‐governmental and private‐sector 


organizations. The work includes designing, developing, operating, or inspecting accounting 


systems; prescribing accounting standards, policies, and requirements; examining, analyzing, 


and interpreting accounting data, records, and reports; and advising or assisting management 


on accounting and FM matters. Three major accounting functions are financial reporting; cash 


management and internal controls; and cost accounting. 


Historical and projected requirements for the 0510 Accounting Occupational Series are shown 


in Figure B15‐11. With the Department’s reliance on FM, the 0510 strength increased by 


approximately 8% in 2010. Strength is projected to drop slightly through FY 2015 and level out 


through FY 2018. Actual changes will depend on economic conditions, the job market, private 


and public sector competition, and the impacts of the SECDEF Efficiency Initiative. 


FY05 FY06 FY07 FY08 FY09 FY10 FY11 FY12 FY13 FY14 FY15 FY16 FY17 FY18


Dept of Air Force 490  485  450  436  522  454  455  451  451  451  451  454  454  454 


Dept of Navy 592  612  600  605  630  650  661  668  668  668  668  668  668  668 


Dept of Army 1,686  1,683  1,484  1,509  1,373  1,659  1,659  1,659  1,659  1,659  1,659  1,659  1,659  1,659 


4th Estate 2,781  2,705  2,599  2,667  3,062  3,251  3,122  3,072  3,044  2,988  2,872  2,843  2,843  2,843 


Target 5,217  5,587  6,014  5,897  5,850  5,822  5,766  5,650  5,624  5,624  5,624 
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Projected Gains Requirements/Net Change 


Figure B15‐12:  0510 Gains, Losses, and Net Change 


 


Sources:  Fedscope & Component Input, February 2011. 


 


Figure B15‐12 depicts the gains and retention (losses not‐to‐exceed) goals based on the MCO 


targets and historical attrition patterns. Gains in FY 2010 were mainly due to increased 


workloads and insourcing. Net decreases in MCO 0510 are projected from FY 2011 forward. The 


overall impact of the SECDEF Efficiency Initiative is pending. 


MCO Analysis and Challenges 
Several factors influence DoD FM Workforce requirements, including: 


Budgets 


 DoD Budget reductions and the reorganization/elimination of organizations resulting 


from the SECDEF Efficiency Initiative will have an impact on the FM Workforce. The 


SECDEF directed a comprehensive assessment of all aspects of DoD organization and 


operations for the FY 2012 budget request. The SECDEF announced eight initiatives and 


decisions, including a freeze in billets at FY 2010 levels, consolidations of IT 


infrastructure facilities, and closing or consolidating three organizations. The full extent 


of the Efficiency reviews will not be known until further reviews are completed.   


 The impact of President’s final FY 2012 budget submission is unknown; it will take a 


number of months to sort out the effect of recent budget adjustments and how funding 


levels will affect the labor force. Additionally, the detailed effect of the efficiencies to 


occupational series has not been determined. The loss of the FCIP and the 


establishment of the new Pathways program could have an impact from a hiring process 


perspective. There is no guidance on the recent graduates’ portion of the program, so it 


FY06 FY07 FY08 FY09 FY10 FY11 FY12 FY13 FY14 FY15 FY16 FY17 FY18


Gains 433 464 681 537 789 591 612 620 666 589 589 589 589
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Net Change ‐198 ‐219 26 115 427 ‐117 ‐47 ‐28 ‐56 ‐116 ‐26 0 0
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is unclear if DoD will be able to offer the same compensation and hiring capabilities as 


under FCIP. To the extent the efficiency adjustments reduce the mission requirements 


for 0510s, there will be no impact. To the extent that budget adjustments reduce 


manning for 0510s with no corresponding adjustment to mission requirements, there 


will be an impact. The impact may include a workforce with less training, which could 


present issues such as ADAs, unmet deadlines, or work product not being thoroughly 


vetted. 


 Insourcing requirements were identified and many Components expanded as a result.  


However, this trend is not expected to continue because of expected reductions 


resulting from the Efficiency Initiative.   


BRAC 


 BRAC caused a significant impact at DISA. The realignment resulted in the loss of 


experienced and seasoned FM personnel. In 2009, in anticipation of FM Workforce 


attrition, DISA hired contractors to maintain continuity in FM mission‐critical functions.  


In FY 2010, DISA attended job and college fairs and posted job opportunities on the 


OPM website to recruit experienced FM personnel. DISA currently maintains a 20% 


vacancy rate but anticipates this rate will increase as the agency begins moving to its 


new location. The turnover in personnel has been mostly of experienced and skilled FM 


staff. To maintain current end strength, DISA has used direct‐hire authority to expedite 


hiring actions.   


 As Components with higher grade‐level positions relocate to new areas, employees are 


shifting from to new Components in hope of obtaining higher‐graded positions. For 


example, in one location, DeCA is losing a number of skilled FM personnel to the 


collocated DCMA; DCMA’s positions are generally graded higher than DeCA’s. 


Competencies 


FM OFCM and Component representatives have worked together to develop competencies for 


all 05XX occupational series. The FM Community is committed to validating and implementing 


these competencies. 


Current FM competencies, competency definitions, and associated proficiency levels are listed 


in this section. The competencies may be subject to change during the validation process. The 


FM Community is in the process of validating the competencies prior to full implementation. 


Accounting Analysis: Analyze, evaluate, and review accounting data and reports using business 


tools, applications, and performance metrics to provide recommendations: 


 Level 5: Examines the impact of complex accounting solutions to make controversial 


decisions and negotiate with key stakeholders  


 Level 4: Solves difficult challenges through accounting analysis to determine the proper 


course of action and provides advice to decision makers  
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 Level 3: Interprets and evaluates accounting information using a variety of analytical 


methods to provide recommendations 


 Level 2: Applies general analytical and evaluation techniques to review accounting data 


in line with all accounting principles 


 Level 1: Reviews standard data and reports to ensure accuracy 


Accounting Concepts, Policies and Principles:  Apply Federal accounting standards, fiscal law, 


policies, regulations, principles, standards, internal controls, and procedures to FM activities 


 Level 5: Interprets and advises others on accounting and financial policies, regulations, 


and principles on new mandates and highly controversial issues having Component and 


DoD‐wide impacts  


 Level 4: Develops accounting and financial guidelines that conform to fiscal 


requirements, and makes recommendations for improvement or implementation of 


new policies 


 Level 3: Examines a variety of accounts, documents, records, related reports and 


processes to determine performance in accordance with appropriate procedures and 


regulations 


 Level 2: Applies knowledge of policies and procedures to ensure adherence to 


accounting and financial guidelines 


 Level 1: Uses typical accounting and financial procedures and practices that apply to 


most situations 


Decision Support: Perform value‐added financial, accounting, or economic analysis to make 


informed decisions that better utilize resources and improve mission effectiveness: 


 Level 5: Produce a solution based on the recommendations from the decision support 


process 


 Level 4: Develop and evaluate alternatives and interventions in order to provide 


recommendations 


 Level 3: Analyze results of the financial accounting and economic analysis and 


determine possible outcomes 


 Level 2: Interprets the data of financial accounting and economic analysis 


 Level 1: Obtain basic knowledge of financial accounting and economic analysis 
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FM Systems: Utilize integrated Federal FM systems and subsystems to extract data, identify 


and resolve system problems, and maintain data integrity: 


 Level 5: Identifies emerging trends for use with automated FM systems to improve 


operations/customer service and ensure system compliance   


 Level 4: Identifies functional processes, requirements, or interfaces; analyzes and 


resolves problems and authorizes enhancements to support FM functions 


 Level 3: Identifies system problems, extracts ad hoc reports, recommends 


enhancements, and initiates system change requests 


 Level 2: Inputs and extracts data and creates recurring reports to maintain financial 


integrity 


 Level 1: Acquires the ability to use and obtain basic information from FM systems   


Financial Reporting:  Prepare, review, and reconcile financial information to produce financial 


reports and statements to meet requirements: 


 Level 5: Briefs senior leadership on financial positions based on financial statements and 


reports  


 Level 4: Summarizes information related to FM statements and reports and 


recommends improvement options 


 Level 3: Reviews and reconciles FM statements and reports to ensure accuracy and 


completeness 


 Level 2: Prepares and/or queries financial statements and reports to meet the 


requirements as specified in the DoD FMR 


 Level 1: Obtains data from financial management systems to acquire a basic knowledge 


of FM statements and reports 


As described, the competencies represent the required present and near‐term knowledge and 


skills for the 0510 occupational series. Two emerging competencies for FM professionals are 


decision support and analysis. Decision support is the linkage of cost information through 


financial analysis to program and performance evaluation. Innovative, insightful, and actionable 


financial analysis throughout the decision cycle is crucial to strategic decision‐making when 


available resources are a constraint. During the review and development of the competencies, 


SMEs determined that a future competency to consider is a higher‐level application of analysis 


such as qualitative and quantitative analysis. 
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Current vs. Future Competencies 


Current Competencies Required  Future Competencies Required 


 Accounting Analysis 
 Accounting Concepts, Policies, and 


Principles 


 Decision Support 
 FM Systems 


 Financial Reporting 


 Analysis (Quantitative and 
Qualitative) 


 


Figure B15‐13:  Years to Retirement Eligibility/Forecast (All 0510) 


 


 


Non human capital‐related factors that could impact the FM Community’s ability to meet the 


forecasted MCO requirements primarily include economic concerns: 


 The poor economy and other cultural impacts such as the “sandwich generation,” 


extended family impacts, and increased financial demands for education and 


extracurricular activities have limited the anticipated increase in retirements 


Forecasted 
Retirements 
(0‐5 years)


Current‐5 6‐10 11‐15 16‐20 >20


Fourth Estate 545 920 415 391 280 873


Navy 83 266 131 72 45 154


Army 366 693 280 168 137 285


Air Force 64 173 108 46 45 65


Cumulative 37.0% 53.8% 66.0% 75.2% 100.0%


Percentage 18.3% 37.0% 16.8% 12.2% 9.1% 24.8%
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 Positive economic growth could see a return of increased retirement rates and 


movement of skilled personnel from the government to the private sector 


 Voluntary and involuntary incentive packages used to offset or meet tight budgetary 


restrictions could impact the loss of senior‐workforce knowledge 


MCO Strategies 
To achieve the stated recruiting targets, the Components have used various strategies to close 


recruitment, development, and retention gaps:   


 DFAS utilizes a wide variety of hiring authorities to recruit graduating college students 


for entry‐level professional positions. This strategy has enabled DFAS to increase the 


education level of the professional/administrative workforce and infuse the Agency with 


high‐caliber recruits. It also ensures DFAS has well‐trained employees who are prepared 


to fill increasingly challenging roles as the senior workforce retires. The college 


graduates are hired via the DFAS LIM Program in career slide positions to the 


journeyman level in MCOs.   


 The Department of Navy has established a mid‐level FM Associates Program to meet a 


resource need. The program hires employees as GS‐11s. Following a developmental 


program, employees graduate as GS‐13s. 


 DFAS has implemented a Succession Management Program to increase the number of 


employees who are ready to step into senior‐leader positions. DFAS implemented 


succession planning at the GS‐14 and GS‐15 levels. The program assesses the leadership 


competencies, work experience, and professional credentials for all employees 


interested in career broadening and advancement. Employees are provided feedback in 


the areas where they need to focus development. Part of the DFAS long‐term 


development strategy is to rotate senior managers to broaden management experience. 


In FY 2011, DFAS is launching a leadership development program for employees. 


Employees will attend seminars, interact with senior leaders, complete a project with 


cohorts, and work with executive coaches. 


 Hiring process/hiring reform: Components have stated that that the hiring process takes 


too long; as a result, DoD loses eligible candidates to the private sector. In 2009, DoD 


initiated a Department‐wide effort on hiring reform to coincide with the President’s 


focus on government‐wide hiring reform goals for streamlining the hiring process. The 


hiring reform initiative directly addresses the priorities presented in OMB, OPM, and 


DoD Strategic Plans and memoranda. It is a collective effort to remove the complexities 


and inefficiencies of DoD’s existing hiring processes, as mandated by the President.  


DoD’s ability to effectively perform its mission depends on a talented and engaged 


workforce. A reformed hiring process is necessary to strengthen this workforce.   
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Attrition 


Attrition in the 05XX Occupational Series should be monitored. Turnover is defined as 


Resignations and Agency Transfers Out divided by the MCO workforce count. For MCO 0510, 


turnover has historically been lower than the government average. Turnover fell from 6% in FY 


2008 to 3.6% in FY 2009 and 2.9% in FY 2010. Turnover is expected to increase to normal levels 


of 5% to 6% starting in FY 2011. However, if the economy does not recover, turnover may 


remain lower than expected.  The aging workforce continues to have a significant impact on 


attrition rates. However, the poor economy caused a second straight year (2009‐2010) of 


reductions in retirements. (See Figure B15‐14.)   


Figure B15‐14:  MCO 0510 Turnover (Historical/Predicted) 


 


Sources: Fedscope & Component Input, February 2011. 


 


FY06 FY07 FY08 FY09 FY10 FY11 FY12 FY13 FY14 FY15 FY16 FY17 FY18


Total 5.5% 6.4% 6.0% 3.6% 2.9% 5.9% 5.4% 5.3% 6.0% 6.0% 5.3% 5.0% 5.0%


4th Estate 7.1% 8.1% 7.6% 3.1% 2.7%


Dept of Army 3.9% 4.6% 4.7% 5.3% 3.8%


Dept of Navy 4.0% 4.5% 4.0% 2.1% 1.8%


Dept of Air Force 4.2% 4.7% 3.5% 4.0% 2.4%
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Strategy # 1  Narrative 


Constraint Addressed   Attracting the upcoming generation to DoD as an FM 
employer of choice; managing work  and professional 
development expectations 


 Adapting to a more flexible, multi‐generational work 
environment 


Target Audience  All employees in the 05XX occupational series 


Implementation Timeline  Initial implementation was January 2011; additional upgrades to 
the website will be completed by January 2012. 


Strategy Details & Impact  In late January 2011, the OUSD (Comptroller) launched a new 
website for the DoD FM Workforce. This site, FM Online, 
provides a method of communicating with the entire DoD FM 
Workforce from a Departmental perspective. FM Online serves 
as the online source for significant items of interest for the DoD 
FM Community (e.g., changes in senior FM leadership positions, 
announcements of Component FM intern programs, policy 
updates, metric data) It answers the question that affects 
everyone in the field:  What’s new in FM?   


FM Online is linked to an innovative companion website, FM 
myLearn, which provides a gateway to professional FM 
development opportunities across the Department. FM Online 
provides an unprecedented view of FM training and professional 
development opportunities across DoD, including the Army, 
Navy, Marine Corps, Air Force, Defense Agencies, and DoD FM 
schools. FM myLearn contains summaries of 419 courses. The 
site includes feedback capability, so users can benefit from the 
comments of those who have previously taken the courses. 


Legislative Changes  None required 


Funding Required  This project has been fully funded. 


Metrics to Assess Progress  User access counts; user comments; quiz reviews; course 
evaluation comments 
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Strategy # 2  Narrative 


Constraint Addressed  Senior‐level Succession Management: Shortage of talent ready to 
fill senior leader positions 


Target Audience  GS‐14/15‐level employees 


Implementation Timeline  DFAS began development in 2009. 


Strategy Details & Impact  DFAS assessed the leadership competencies, work experience, 
and professional credentials for all employees interested in 
career broadening and advancement. Employees were provided 
feedback on where to focus professional development. Part of 
the DFAS long‐term development strategy is to rotate senior 
managers to broaden management experience. In FY 2011, DFAS 
launched a leadership development program for employees. 
They will attend seminars, interact with senior leaders, complete 
a project with their cohorts, and work with executive‐level 
coaches. 


Legislative Changes  None required 


Funding Required  This program is funded with existing professional development 
funds. 


Metrics to Assess Progress  All participants will be tracked to ensure they complete the 
designated professional development opportunities. 


 


Strategy # 3  Narrative 


Constraint Addressed  Attract and retain a professional FM Workforce 


Target Audience  Entry‐level FM positions 


Implementation Timeline  Ongoing 


Strategy Details & Impact  FM Components utilize a variety of hiring authorities to recruit 
graduating students on college campuses, at recruiting fairs, and 
in other Federal job announcement media. This strategy has 
enabled Components to increase the professional level of the 
workforce and begin building the future workforce. Hiring 
graduating students provides the FM Community with well‐
trained employees that are prepared to fill increasingly 
challenging roles.  


Legislative Changes  The special hiring authorities such as the Exceptional Scholar, 
SCEP, and other Component‐initiated intern programs were 
covered by the FCIP. This program is currently under review and 
revision. 


Funding Required  No known funding impacts at this time 


Metrics to Assess Progress  Interns have well‐developed plans for professional development, 
special assignments, and projects. The plans are closely 
monitored to ensure that the interns achieve the desired growth 
and development. 
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Workforce Mix 
The FM Community workforce mix is addressed at the enterprise level on Page 3 of this report. 


 


 


Workforce Requirements 
Auditing, MCO 0511 


Figure B15‐15:  Auditing 0511 


 


Sources:  Fedscope & Component Input, February 2011 


 


Auditing professionals perform skills and duties that require the application of professional 


accounting and auditing knowledge, standards, and principles. Auditing professionals advise, 


supervise and perform work consisting of a systematic examination and appraisal of financial 


records, financial and management reports, and management controls. They also examine 


policies and practices affecting or reflecting the financial condition and operating results of an 


activity and analyze work related to the development and execution of audit policies and 


programs. In addition, auditing professionals conduct performance audits and activities related 


to the detection of fraud, waste, and abuse.   


Historical and projected requirements for 0511 Auditors occupational series are shown in 


Figure B15‐15.  DCAA and DoDIG continued to increase their number of Auditors, which 


accounts for of the majority of the 14% increase from FY 2009 to FY 2010.  After an additional 


3% increase projected for FY 2011, the requirements level out.  Actual increases will be 


dependent on the impacts of the SECDEF Efficiency Initiative. 


FY05 FY06 FY07 FY08 FY09 FY10 FY11 FY12 FY13 FY14 FY15 FY16 FY17 FY18


Dept of Air Force 718  705  684  671  684  683  683  683  683  683  683  683  683  683 


Dept of Navy 378  393  390  408  425  425  425  416  413  404  395  389  389  389 


Dept of Army 593  569  760  802  610  824  824  824  824  824  824  824  824  824 
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Projected Gains Requirements/Net Change 
Figure B15‐16 depicts the gains and retention (losses not‐to‐exceed) goals based on the MCO 


targets provided and historical attrition patterns. In FY 2008 and FY 2009, the increased auditor 


workforce requirements in DCAA were recognized in Congressional, DoD, and internal studies.  


Accordingly, DCAA has increased the strength of Auditors starting in FY 2008, continuing 


through FY 2010. DoDIG also has increased its Auditor strength in FY 2009‐FY 2010 to meet 


increased mission requirements associated with the American Recovery and Reinvestment Act 


(ARRA), the CCMDs’ audit requests for Southwest Asia and legislatively mandated increases. 


These increases resulted in a 14 % increase in Auditor strength in FY 2010. The increase is likely 


to continue through FY 2011 and then level out. The overall impact of the SECDEF Efficiency 


Initiative could affect the projection. 


Figure B15‐16.  0511 Gains, Losses, and Net Change 


 


Sources:  Fedscope & Component Input, February 2011. 
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MCO Analysis and Challenges 
Several factors influence DoD FM Workforce requirements, including: 


Budgets 


 Budget reduction and the reorganization/elimination of organizations resulting from the 


SECDEF Efficiency Initiative will have an impact on the FM Workforce.  The SECDEF 


directed a comprehensive assessment of all aspects of DoD organizations and 


operations for the FY 2012budget request. SECDEF announced eight initiatives and 


decisions, including a freeze in billets at FY 2010 levels, consolidations of IT 


infrastructure facilities, and closing or consolidating three organizations. The full extent 


of the Efficiency reviews will not be known until further reviews are completed.   


 The impact of the President’s final FY 2012 budget submission is not known; it will take 


months to sort out the effects of recent budget adjustments and determine how 


funding levels affect the labor force. The budget may impact attaining requirements. 


Additionally, the detailed effects of the efficiencies on occupational series have not 


been determined.  The loss of the FCIP and the establishment of the new Pathways 


program could have an impact from a hiring process perspective. There is not yet 


guidance on the Recent Graduates portion of the program, so it is unclear if the FM 


Community will be able to offer the same compensation and hire in the same manner as 


under FCIP. To the extent the efficiency adjustments reduce the mission requirements 


for 0511s, there will be no impact. To the extent that budget adjustments reduce 


manning for 0511s with no corresponding adjustment to mission requirements, there 


will be an impact. The impact could encompass a variety of actions, including a 


workforce with less training, which could lead to issues such as Anti‐Deficiency Act 


(ADA) violations, missed deadlines, and work products that may not be thoroughly 


vetted. 


 Insourcing requirements were identified, and many Components increased as a result.  


However, this trend is not expected to continue because of anticipated reductions from 


the SECDEF Efficiency Initiative.   


Competencies 


The FM OFCM and Component representatives have worked together to develop competencies 


for all 05XX occupational series. The FM Community is committed to validating and 


implementing these competencies. 


FM competencies, competency definitions, and the associated proficiency levels are listed in 


the next section. The competencies may be subject to change during the validation process. 


The FM Community is in the process of validating the competencies prior to full 


implementation. 


Government Auditing Standards and Professional Practices: Apply the Federal Acquisition 


Regulations (FAR), Generally Accepted Auditing Standards (GAAS), Generally Accepted 
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Government Auditing Standards (GAGAS), fiscal law, policies, regulations, principles, standards, 


and procedures governing audit activities: 


 Level 5: Interprets and advises others on auditing and accounting policies, regulations 


and principles on new mandates, and highly controversial issues having Component and 


DoD‐wide impacts 


 Level 4: Develops audit guidelines that conform to GAAS and GAGAS requirements and 


makes recommendations for improvement or implementation of new policies 


 Level 3: Analyzes a variety of audit reports, working papers, documents, records, and 


processes to determine performance in accordance with appropriate procedures and 


regulations 


 Level 2: Applies knowledge of policies and procedures to ensure adherence to auditing 


and accounting guidelines 


 Level 1: Uses typical audit procedures and practices that apply to most situations 


Audit Management and Planning: Evaluates audit programs to ensure an appropriate risk‐


based audit approach and to monitor audit progress. Reviews working papers and audit reports 


to ensure audits are properly documented and accomplished in accordance with GAGAS and 


GAAS: 


 Level 5: Advises internal and external stakeholders and Congressional representatives 


on complex and sensitive audit issues with Component and Department‐wide impact 


 Level 4: Oversees and manages all aspects of the audit process on behalf of a 


Component or major organization to ensure integrity and accountability 


 Level 3: Interprets and reports the results of the audit processes to ensure consistency 


with Department‐wide goals and strategic initiatives 


 Level 2: Monitors current audit processes to ensure compliance with applicable auditing 


standards and regulations 


 Level 1: Develops and utilizes audit processes to improve organizational efficiency and 


effectiveness 
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Audit Execution: Conducts audits and provides appropriate recommendations in accordance 


with GAGAS and GAAS: 


 Level 5: Examines the impact of complex audit solutions to make controversial 


decisions; coordinates with key stakeholders 


 Level 4: Solves difficult challenges through audit analysis to determine the proper 


course of action and provides advice to decision‐makers 


 Level 3: Interprets and evaluates audit information using a variety of analytical methods 


to provide recommendations 


 Level 2: Applies general analytical and evaluation techniques to review all applicable 


data in line with all audit principles 


 Level 1: Reviews standard audit data and reports to ensure accuracy 


Audit Reporting and Documentation: Analyzes, reconciles, and prepares audit information to 


produce required working papers, audit reports, statements, and other documentation to meet 


requirements: 


 Level 5: Briefs senior leadership on recommended plans of action to resolve complex 


audit issues based on working papers, audit reports, statements, and other 


documentation 


 Level 4: Summarizes information related to the working papers, audit reports, 


statements, and other documentation and recommends improvement options 


 Level 3: Reviews and reconciles the working papers, audit reports, statements, and 


other documentation to ensure accuracy and completeness 


 Level 2: Prepares and/or queries working papers, audit reports, statements, and other 


documentation to meet the requirements as specified in audit and accounting policies, 


regulations, principles and standards 


 Level 1: Obtains audit data from appropriate sources to acquire a basic knowledge of 


audit documentation and reporting requirements 


 


The competencies represent the required knowledge and skills for the 0511 occupational series 


currently and in the near term. Two emerging competencies for FM professionals are decision 


support and analysis. Decision support is the linkage of cost information through financial 


analysis to program and performance evaluation. Innovative, insightful, and actionable financial 


analysis throughout the decision cycle is crucial to strategic decision making where available 


resources are a constraint. During the review and development of the competencies, the SMEs 


determined that a future competency to consider is a higher‐level application of analysis such 


as qualitative and quantitative analysis. 
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Current vs. Future Competencies 


Current Competencies Required  Future Competencies Required 


 Government Auditing Standards and 
Professional Practices 


 Audit Management and Planning 


 Audit Execution 
 Audit Reporting and Documentation 


 Analysis (Quantitative and 
Qualitative) 


 Decision Support 


 


Figure B15‐17: Years to Retirement Eligibility/Forecast Retirements (All 0511) 


 


Data generated by OPM/EHRI CIVFORS Application: Note that “Forecasted Retirements” are forecasted against projected future 
strength forecasts while other categories of Retirement Eligibility reflect the workforce as of 30 Sep 2010. 


 


Forecasted 
Retirements 
(0‐5 years)


Current‐5 6‐10 11‐15 16‐20 >20


Fourth Estate 522 1187 715 491 391 2243


Navy 27 91 47 34 34 215


Army 61 217 103 96 93 283


Air Force 50 188 135 92 76 188


Cumulative 24.3% 38.8% 49.1% 57.7% 100.0%


Percentage 9.0% 24.3% 14.5% 10.3% 8.6% 42.3%
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Non human capital‐related factors that could impact the FM Community’s ability to meet the 


forecasted MCO requirements primarily include economic concerns: 


 The poor economy and other cultural impacts such as the “sandwich generation,” 


extended family impacts, increased financial demands for education, and extracurricular 


activities have limited the anticipated increase in retirements.   


 Positive economic growth could see a return of increased retirement rates and 


movement of skilled personnel from the government to the private sector. 


 Voluntary and involuntary incentive packages used to offset or meet tight budgetary 


restrictions could impact the loss of senior‐workforce knowledge. 


MCO Strategies 
To achieve the stated recruiting targets, the Components have used various strategies to close 


recruitment, development, and retention gaps.   


 DFAS utilizes a wide variety of hiring authorities to recruit graduating college students 


for entry‐level professional positions. This strategy has enabled DFAS to increase the 


education level of the professional/administrative workforce and infuse the Agency with 


high‐caliber recruits. It also ensures DFAS has well‐trained employees who are prepared 


to fill increasingly challenging roles as the senior workforce retires. The college 


graduates are hired via the DFAS LIM Program in career slide positions to the 


journeyman level in MCOs.   


 DFAS has implemented a Succession Management Program to increase the number of 


employees who are ready to step into senior‐leader positions. DFAS implemented 


succession planning at the GS‐14 and GS‐15 levels. The program assesses the leadership 


competencies, work experience, and professional credentials for all employees 


interested in career broadening and advancement. Employees are provided feedback in 


the areas where they need to focus development. Part of the DFAS long‐term 


development strategy is to rotate senior managers to broaden management experience. 


In FY 2011, DFAS is launching a leadership development program for employees. 


Employees will attend seminars, interact with senior leaders, complete a project with 


cohorts, and work with executive coaches. 


 Hiring process/hiring reform: Components have stated that that the hiring process takes 


too long; as a result, DoD loses eligible candidates to the private sector. In 2009, DoD 


initiated a Department‐wide effort on hiring reform to coincide with the President’s 


focus on government‐wide hiring reform goals for streamlining the hiring process. The 


hiring reform initiative directly addresses the priorities presented in OMB, OPM, and 


DoD Strategic Plans and memoranda. It is a collective effort to remove the complexities 


and inefficiencies of DoD’s existing hiring processes, as mandated by the President.  


DoD’s ability to effectively perform its mission depends on a talented and engaged 


workforce. A reformed hiring process is necessary to strengthen this workforce.   







Fiscal Year 2010‐2018    DoD Strategic Workforce Plan 


38  Appendix B15: Financial Management   


Attrition 


Attrition in the 05XX occupational series should be monitored. Turnover is defined as 


Resignations and Agency Transfers Out divided by the MCO workforce count. For MCO 0511, 


turnover has historically been lower than the government average. Turnover decreased from FY 


2006 to FY 2010, from well over 5% to just over 3%. This was due to management actions to 


control Auditor attrition while simultaneously increasing accessions.  These efforts have been 


successful increasing the overall inventory of Auditors. While turnover is expected to dip in FY 


2011, projections for attrition from FY 2012 outward remain at about 3%, as shown in Figure 


B15‐18. 


Figure B15‐18:  0511 Series Turnover (Historical/Predicted) 


 


Sources:  Fedscope & Component Input, February 2011 


FY06 FY07 FY08 FY09 FY10 FY11 FY12 FY13 FY14 FY15 FY16 FY17 FY18


Total 5.6% 4.9% 5.0% 3.7% 3.1% 1.1% 3.1% 2.9% 3.1% 3.3% 3.2% 3.2% 3.2%
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Strategy # 1  Narrative 


Constraint Addressed   Attracting the upcoming generation to DoD as an FM 
employer of choice; managing work  and professional 
development expectations 


 Adapting to a more flexible, multi‐generational work 
environment 


Target Audience  All employees in the 05XX occupational series 


Implementation Timeline  Initial implementation was January 2011; additional upgrades to 
the website will be completed by January 2012. 


Strategy Details & Impact  In late January 2011, the OUSD (Comptroller) launched a new 
website for the DoD FM Workforce. This site, FM Online, 
provides a method of communicating with the entire DoD FM 
Workforce from a Departmental perspective. FM Online serves 
as the online source for significant items of interest for the DoD 
FM Community (e.g., changes in senior FM leadership positions, 
announcements of Component FM intern programs, policy 
updates, metric data) It answers the question that affects 
everyone in the field:  What’s new in FM?   


FM Online is linked to an innovative companion website, FM 
myLearn, which provides a gateway to professional FM 
development opportunities across the Department. FM Online 
provides an unprecedented view of FM training and professional 
development opportunities across DoD, including the Army, 
Navy, Marine Corps, Air Force, Defense Agencies, and DoD FM 
schools. FM myLearn contains summaries of 419 courses. The 
site includes feedback capability, so users can benefit from the 
comments of those who have previously taken the courses.  


Legislative Changes  None required 


Funding Required  This project has been fully funded. 


Metrics to Assess Progress  User access counts; user comments; quiz reviews; course 
evaluation comments 


 


Strategy # 2  Narrative 


Constraint Addressed  Senior‐level Succession Management: Shortage of talent ready to 
fill senior leader positions 


Target Audience  GS‐14/15‐level employees 


Implementation Timeline  DFAS began development in 2009. 
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Strategy # 2  Narrative 


Strategy Details & Impact  DFAS assessed the leadership competencies, work experience, 
and professional credentials for all employees interested in 
career broadening and advancement. Employees were provided 
feedback on where to focus professional development. Part of 
the DFAS long‐term development strategy is to rotate senior 
managers to broaden management experience. In FY 2011, DFAS 
launched a leadership development program for employees. 
They will attend seminars, interact with senior leaders, complete 
a project with their cohorts, and work with executive‐level 
coaches. 


Legislative Changes  None required 


Funding Required  This program is funded with existing professional development 
funds. 


Metrics to Assess Progress  All participants will be tracked to ensure they complete the 
designated professional development opportunities. 


 


Strategy # 3  Narrative 


Constraint Addressed  Attract and retain a professional FM Workforce 


Target Audience  Entry‐level FM positions 


Implementation Timeline  Ongoing 


Strategy Details & Impact  The FM Components utilize a wide variety of hiring authorities to 
recruit graduating students on college campuses, at recruiting 
fairs, and other Federal job announcement media. This strategy 
has enabled the Components to increase the workforce’s 
professional level and begin to build the future workforce. Hiring 
graduating students provides the FM Community with well‐
trained employees that are prepared to fill increasingly 
challenging roles. 


Legislative Changes  The special hiring authorities such as the Exceptional Scholar, 
SCEP, and other Component‐initiated intern programs have been 
covered by the FCIP. This program is currently under review and 
revision. 


Funding Required  No known funding impacts at this time 


Metrics to Assess Progress  Interns have well‐developed plans for professional development, 
special assignments, and projects. The plans are closely 
monitored to ensure that the interns achieve the desired growth 
and development. 


 


Workforce Mix 
The FM Community workforce mix is addressed at the enterprise level on Page 3 of this report. 
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Workforce Requirements  
Analysis , MCO 0560 


Figure B15‐19:  Budget Analysis MCO 0560 


 


Sources:  Fedscope & Component Input, February 2011. 


 


Budget Analysis professionals perform, advise, and supervise work in various phases of budget 


administration. Such work requires knowledge and skill in applying budget‐related laws, 


regulations, policies, precedents, methods, and techniques. Budget Analyst work involves 


analytical, technical, and administrative duties in one or more phases of the budgetary 


process—from budget formulation and justification to presentation and enactment to 


execution. Budget analysts are responsible for a segment of an organization's budget, 


programs, and/or organizational structure for the organizational Component and level served.   


Historical and projected requirements for the 0560 Budget Analysis occupational series are 


shown in Figure B15‐19. The decrease in strength from FY 2005 through FY 2009 was mostly 


due to Navy reclassification actions from MCO 0560 to MCO 0501. As shown, Navy has no 


personnel in the series. Projections from FY 2011 through FY 2018 indicate a stable strength 


with little variation. Actual increases and decreases will depend on the impacts of the SECDEF 


Efficiency Initiative. 


Projected Gains Requirements/Net Change 
Figure B15‐20 depicts the gains and retention (losses not‐to‐exceed) goals based on MCO 


targets and historical attrition patterns. Net losses from FY 2006 through FY 2008 have been 


somewhat offset by gains in FY 2009 and FY 2010. The projection for FY 2011 to FY 2018 is little 


net change. FM requirements in this MCO are projected to be stable for the period.  However, 


the overall impact of the SECDEF Efficiency Initiative is pending. 


FY05 FY06 FY07 FY08 FY09 FY10 FY11 FY12 FY13 FY14 FY15 FY16 FY17 FY18


Dept of Air Force 2,643 2,701 2,520 2,475 2,362 2,442 2,468 2,482 2,486 2,486 2,484 2,484 2,484 2,484


Dept of Navy 2,572 2,183 764  521  ‐ ‐ ‐ ‐ ‐ ‐ ‐ ‐ ‐ ‐


Dept of Army 3,753 3,757 3,758 3,822 3,844 4,050 4,050 4,050 4,050 4,050 4,050 4,050 4,050 4,050


4th Estate 562  541  538  541  623  644  648  651  655  664  666  666  666  666 


Target 6,829 7,136 7,166 7,183 7,191 7,200 7,200 7,200 7,200 7,200
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Figure B15‐20:  0560 Series Gains, Losses, and Net Change 


 


Sources:  Fedscope & Component Input, February 2011. 


 


MCO Analysis and Challenges 
Several factors influence DoD FM Workforce requirements, including: 


Budgets 


 Budget Reduction and the reorganization/elimination of organizations resulting from 


the SECDEF Efficiency Initiative will have an impact on the FM Workforce. SECDEF 


directed a comprehensive assessment of every aspect of how this department is 


organized and operated to inform the FY 2012 budget request. He announced eight 


initiatives and decisions that included a freeze in billets at FY 2010 levels; consolidations 


of IT infrastructure facilities; and closing or consolidating three organizations. The extent 


of the Efficiency reviews will not be known until further reviews are completed.   


 Insourcing requirements were identified and many Components expanded as a result.  


However, this trend is not expected to continue because of reductions resulting from 


the Efficiency Initiative.   


BRAC 


BRAC caused a significant impact at DISA. The realignment resulted in the loss of experienced 


and seasoned FM personnel. In 2009, in anticipation of FM Workforce attrition, DISA hired 


contractors to maintain continuity in FM mission‐critical functions.  In FY 2010, DISA attended 


job and college fairs and posted job opportunities on the OPM website to recruit experienced 


FM personnel. DISA currently maintains a 20% vacancy rate but anticipates this rate will 


increase as the agency begins moving to its new location. The turnover in personnel has been 


FY06 FY07 FY08 FY09 FY10 FY11 FY12 FY13 FY14 FY15 FY16 FY17 FY18


Gains 556 440 474 669 875 402 460 458 481 492 492 492 492


Losses  ‐829 ‐670 ‐673 ‐532 ‐568 ‐372 ‐443 ‐450 ‐472 ‐492 ‐492 ‐492 ‐492


Net Change ‐273 ‐230 ‐199 137 307 30 17 8 9 0 0 0 0
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mostly of experienced and skilled FM staff. To maintain current end strength, DISA has used 


direct‐hire authority to expedite hiring actions.   


Corollary impacts on manpower are being noticed by Components within the location of the 


relocating activities. As Components with higher‐grade level positions relocate to new areas, 


employees are shifting to new Components in hopes of obtaining higher‐graded positions. 


Some new BRAC site locations have a limited demographic pool for entry‐level positions. For 


example, in one location, DeCA is losing a number of FM skilled personnel to the collocated 


DCMA because the DCMA positions are generally graded higher than those in DeCA. 


Competencies 


FM OFCM and Component representatives have worked together to develop competencies for 


all 05XX occupational series. The FM Community is committed to validating and implementing 


these competencies. 


Current FM competencies, competency definitions, and associated proficiency levels are shown 


below. These competencies may be subject to change during the validation process. The FM 


Community is in the process of validating the competencies prior to full implementation. 


Budget Concepts, Policies and Principles:  Apply DoD Planning; Programming, Budgeting, and 


Execution (PPBE) fiscal law; policies; regulations; principles; standards; and procedures to FM 


activities:  


 Level 5: Interprets and advises on financial policies, regulations, and principles on new 


mandates and highly controversial issues having Component and DoD‐wide impact 


 Level 4: Develops budget and financial guidelines that conform to fiscal requirements 


and makes recommendations regarding the budget process or financial operations 


 Level 3: Examines a variety of program plans and funding to determine performance in 


accordance with appropriate procedures, regulations, and law 


 Level 2: Applies knowledge of policies and procedures to ensure adherence to budget 


and financial guidelines 


 Level 1: Utilizes budget and financial procedures and practices that apply to most 


situations 


Budget Execution: Manage budget requirements by allocating, monitoring, and analyzing 


budgets in compliance with statutory/regulatory guidance:  


 Level 5: Manages budgetary guidelines within the organization and develops and 


recommends appropriate strategies 


 Level 4: Implements execution plans and monitors and recommends adjustments to 


ensure compliance with total obligation authority 


 Level 3: Interprets and evaluates budget execution for compliance with fiscal law and 


guidance 
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 Level 2: Develops execution reports and monitors status of funds to track organization’s 


budget, operations, and processes 


 Level 1: Applies basic knowledge of budget principles to complete budgeting 


transactions 


Budget Formulation, Justification and Presentation: Manage budget requirements by 


forecasting, developing, and justifying budgets in compliance with statutory/regulatory 


guidance:  


 Level 5: Oversees and ensures budget compliance, consolidates, defends, presents, 


provides guidance, and resolves conflicts 


 Level 4: Formulates budget, develops justifications, and presents to stakeholders for 


feedback 


 Level 3: Interprets policies, assesses trends, reviews, coordinates and integrates the 


formulation and preparation of budget exhibits and justification materials 


 Level 2: Coordinates budget inputs and gathers justifications 


 Level 1: Applies basic knowledge of budget principles to assist in planning 


Decision Support: Perform value‐added financial, accounting, or economic analysis to make 


informed decisions that allow for improved utilization of resources and improved mission 


effectiveness:  


 Level 5: Produces solutions based on the recommendations from the decision support 


process 


 Level 4: Develops and evaluates alternatives and interventions based on the analysis to 


provide valuable recommendations 


 Level 3: Analyzes results of the financial accounting and economic analysis and 


determines possible outcomes 


 Level 2: Interprets the data of financial accounting and economic analysis 


 Level 1: Obtains basic knowledge of financial accounting and economic analysis 


FM Analysis: Analyze, evaluate, and review budget and program issues and financial data; 


develops reports using business tools and applications, cost and economic analyses, and 


performance metrics:  


 Level 5: Examines the impact of complex FM solutions to make controversial decisions; 


negotiates with key stakeholders 


 Level 4: Solves difficult challenges through financial analysis to determine proper 


courses of action; provides advice to decision‐makers 


 Level 3: Interprets and evaluates financial information using a variety of analytical 


methods to provide recommendations 
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 Level 2: Applies general analytical and evaluation techniques to review financial data 


 Level 1: Reviews standard data and reports to ensure accuracy 


FM Systems: Utilize integrated Federal FM systems and subsystems to extract data, identify 


and resolve system problems, and maintain data integrity: 


 Level 5: Identifies emerging trends for use with automated financial management 


systems to improve operations, customer service, and ensure system compliance 


 Level 4: Identifies functional processes, requirements or interfaces; analyzes and 


resolves problems and authorizes enhancements to support FM functions 


 Level 3: Identifies system problems, extracts ad hoc reports, recommends 


enhancements, and initiates system change requests 


 Level 2: Inputs and extracts data and creates recurring reports to maintain financial 


integrity 


 Level 1: Acquires the ability to use and obtain basic information from FM systems 


The competencies represent the required knowledge and skills for the present and near‐term 


0560 occupational series. Two emerging competencies for FM professionals are decision 


support and analysis. Decision support is the linkage of cost information through financial 


analysis to program and performance evaluation. Innovative, insightful, and actionable financial 


analysis throughout the decision cycle is crucial to strategic decision‐making where available 


resources are a constraint. During the review and development of the competencies, SMEs 


determined that a future competency to consider is a higher‐level application of analysis, such 


as qualitative and quantitative analysis. 


 


Current vs. Future Competencies 


Current Competencies Required  Future Competencies Required 


 Budget Concepts, Policies, and Principles
 Budget Execution 
 Budget Formulation, Justification, and 


Presentation 


 Decision Support 
 FM Analysis 


 FM Systems 


 Analysis (Quantitative and 
Qualitative) 


 







Fiscal Year 2010‐2018    DoD Strategic Workforce Plan 


46  Appendix B15: Financial Management   


Figure B15‐21:  Years to Retirement Eligibility/Forecast Retirements (All 0560) 


 


 


Non–human capital‐related factors that could impact the FM Community’s ability to meet the 


forecasted MCO requirements include economic concerns: 


 The poor economy and other cultural impacts such as the “sandwich generation,” 


extended family impacts, and increased financial demands for education and 


extracurricular activities have limited anticipated increase in retirements 


 Positive economic growth could see a return of increased retirement rates and 


movement of skilled personnel from the government to the private sector 


 Voluntary and involuntary incentive packages used to offset or meet tight budgetary 


restrictions could impact the loss of senior‐workforce knowledge 


To achieve the stated recruiting targets, Components have used various strategies to close 


recruitment, development, and retention gaps. For example: 


 DFAS uses a variety of hiring authorities to recruit graduating college students for entry‐


level professional positions. This strategy has enabled DFAS to increase the education 


level of the professional/administrative workforce and infuse the agency with high‐


caliber recruits. It also ensures DFAS has well‐trained employees prepared to step into 


Forecasted 
Retirements (0‐5 


years)
Current‐5 6‐10 11‐15 16‐20 >20


Fourth Estate 70 246 119 112 64 136


Navy 27 165 76 49 33 39


Army 773 1680 782 559 390 570


Air Force 364 1015 559 522 333 338


Cumulative 39.9% 59.6% 75.6% 86.1% 100.0%


Percentage 17.2% 39.9% 19.7% 15.9% 10.5% 13.9%
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increasingly challenging roles as the senior workforce retires. College graduates are 


hired into the DFAS Leaders in Motion (LIM) Program in career slide positions to the 


journeyman level.   


 Navy has established a mid‐level FM Associates Program to meet a resource need. The 


program hires employees as GS‐11s. Following a developmental program, employees 


graduate as GS‐13s. 


 DFAS has implemented a Succession Management Program to increase the number of 


employees who are ready to step into senior‐leader positions. DFAS implemented 


succession planning at the GS‐14 and GS‐15 levels. The program assesses the leadership 


competencies, work experience, and professional credentials for all employees 


interested in career broadening and advancement. Employees are provided feedback in 


the areas where they need to focus development. Part of the DFAS long‐term 


development strategy is to rotate senior managers to broaden management experience. 


In FY 2011, DFAS is launching a leadership development program for employees. 


Employees will attend seminars, interact with senior leaders, complete a project with 


cohorts, and work with executive coaches. 


 Hiring process/Hiring Reform. Components have stated that that the hiring process 


takes too long; as a result, DoD loses eligible candidates to the private sector. DoD 


initiated a Department‐wide Hiring Reform effort in 2009 to coincide with the 


President’s focus on government‐wide hiring reform goals for streamlining the hiring 


process. The hiring reform initiative directly addresses the priorities presented in OMB, 


OPM, and DoD Strategic Plans and issued memoranda. It is a collective effort to remove 


the complexities and inefficiencies of existing hiring processes within the Department, 


as mandated by the President of the United States. DoD’s ability to effectively perform 


its mission depends on a talented and engaged workforce; a reformed hiring process is 


necessary to further strengthen the workforce.   


Attrition 


Attrition in the 05XX occupational series should be monitored. Turnover is defined as 


Resignations and Agency Transfers Out divided by the MCO workforce count. For MCO 0560, 


turnover historically has been lower than the government average. Between FY 2006 and         


FY 2010, total turnover stayed in the 3.5% to 4.5% range. We project turnover to slightly 


decrease then remain level at about 3% from FY 2012 to FY 2018, as shown in Figure B15‐22. 
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Figure B15‐22:  0560 Series Turnover (Historical/Predicted) 


 


Sources:  Fedscope & Component Input, February 2011 


 


Strategy # 1  Narrative 


Constraint Addressed   Attracting the upcoming generation to DoD as an FM 
employer of choice; managing work  and professional 
development expectations 


 Adapting to a more flexible, multi‐generational work 
environment 


Target Audience  All employees in the 05XX occupational series 


Implementation Timeline  Initial implementation was January 2011; additional upgrades to 
the website will be completed by January 2012. 


Strategy Details & Impact  In late January 2011, the OUSD (Comptroller) launched a new 
website for the DoD FM Workforce. This site, FM Online, 
provides a method of communicating with the entire DoD FM 
Workforce from a Departmental perspective. FM Online serves 
as the online source for significant items of interest for the DoD 
FM Community (e.g., changes in senior FM leadership positions, 
announcements of Component FM intern programs, policy 
updates, metric data) It answers the question that affects 
everyone in the field:  What’s new in FM?   


FM Online is linked to an innovative companion website, FM 
myLearn, which provides a gateway to professional FM 
development opportunities across the Department. FM Online 
provides an unprecedented view of FM training and professional 
development opportunities across DoD, including the Army, 
Navy, Marine Corps, Air Force, Defense Agencies, and DoD FM 


FY06 FY07 FY08 FY09 FY10 FY11 FY12 FY13 FY14 FY15 FY16 FY17 FY18


Total 4.3% 4.2% 4.4% 3.7% 3.8% 2.7% 3.1% 3.0% 3.1% 3.3% 3.3% 3.3% 3.3%


4th Estate 7.1% 5.4% 5.7% 4.8% 4.1%


Dept of Army 4.3% 3.6% 3.9% 3.5% 4.0%


Dept of Navy 4.0% 5.7% 4.7% 0.0% 0.0%
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Strategy # 1  Narrative 


schools. FM myLearn contains summaries of 419 courses. The 
site includes feedback capability, so users can benefit from the 
comments of those who have previously taken the courses.  


Legislative Changes  None required 


Funding Required  This project has been fully funded. 


Metrics to Assess Progress  User access counts; user comments; quiz reviews; course 
evaluation comments 


 


Strategy # 2  Narrative 


Constraint Addressed  Senior‐level Succession Management: Shortage of talent ready to 
fill senior leader positions 


Target Audience  GS‐14/15‐level employees 


Implementation Timeline  DFAS began development in 2009. 


Strategy Details & Impact  DFAS assessed the leadership competencies, work experience, 
and professional credentials for all employees interested in 
career broadening and advancement. Employees were provided 
feedback on where to focus professional development. Part of 
the DFAS long‐term development strategy is to rotate senior 
managers to broaden management experience. In FY 2011, DFAS 
launched a leadership development program for employees. 
They will attend seminars, interact with senior leaders, complete 
a project with their cohorts, and work with executive‐level 
coaches. 


Legislative Changes  None required 


Funding Required  This program is funded with existing professional development 
funds. 


Metrics to Assess Progress  All participants will be tracked to ensure they complete the 
designated professional development opportunities. 
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Strategy # 3  Narrative 


Constraint Addressed  Attract and retain a professional FM Workforce 


Target Audience  Entry‐level FM positions 


Implementation Timeline  Ongoing 


Strategy Details & Impact  The FM Components utilize a wide variety of hiring authorities to 
recruit graduating students on college campuses, at recruiting 
fairs, and other Federal job announcement media. This strategy 
has enabled the Components to increase the workforce’s 
professional level and begin to build the future workforce. Hiring 
graduating students provides the FM Community with well‐
trained employees that are prepared to fill increasingly 
challenging roles. 


Legislative Changes  The special hiring authorities such as the Exceptional Scholar, 
SCEP, and other Component‐initiated intern programs have been 
covered by the FCIP. This program is currently under review and 
revision. 


Funding Required  No known funding impacts at this time 


Metrics to Assess Progress  All interns have well developed plans for professional 
development, special assignments, and special projects. These 
plans are closely monitored to ensure that the interns achieve 
the desired growth and development. 


 


Workforce Mix 
The FM Community workforce mix is addressed at the enterprise level on Page 3 of this report. 


 








DoD Strategic Workforce Plan    Fiscal Year 2010‐2018 


 


  Appendix B16: Intelligence Functional Community  1 


APPENDIX B16:  INTELLIGENCE FUNCTIONAL COMMUNITY 


The United States is facing a strategic environment that can be characterized as complex, 


uncertain, and dynamic, given the multiplicity of adversaries, innovative enemy operation 


methods, and accelerating pace of change across a range of plausible challenges. To operate 


successfully in this environment, the Defense Intelligence Enterprise is comprised of 


intelligence, counterintelligence, and security Components of the Joint Staff, CCMDs, Military 


Departments, and other Department elements, as well as those organizations under the 


authority, direction, and control of the Under Secretary of Defense for Intelligence. The 


enterprise must adapt and provide timely and actionable intelligence and predictive analysis for 


national leadership and the warfighter. We are faced with new challenges and reminded that 


traditional adversaries are also adopting new methodologies. Enterprise capabilities, including 


those in cyberspace, are more readily available to decision‐makers to consider—along with 


entire range of elements of national power and potential response levers supported by 


intelligence, counterintelligence, and security. Enterprise activities will continue to become 


more operationally oriented to provide the requisite support demanded by our warfighters. 


Accordingly, the Defense Intelligence Strategy sets out strategic objectives that the enterprise 


will need to achieve in order to fight today’s wars, provide decision advantage, and prepare for 


future threats and challenges.1 


Enabling Objective – EO4 (Develop the Workforce) strives for the successful development and 


sustainment of a high‐performing workforce to provide a unified and integrated corps of 


intelligence professionals to anticipate and fulfill the intelligence needs of the Intelligence 


Community (IC), DoD, and their stakeholders. EO4 calls for the enterprise to establish human 


capital strategies that provide for the development and enhancement of total workforce skills, 


competencies, agility, and diversity to meet intelligence mission needs. The supporting 


foundation of this objective is an enterprise strategic workforce planning initiative‐aligned and 


integrated with the Department’s requirements and executed at the Component level.   


To ensure the availability of needed talent to meet future demands, the Department, 


Enterprise Components, and the ODNI are engaged in strategic workforce planning efforts of 


varying degrees and methodologies. 


In FY 2010, the enterprise and most of its Components made great improvements in strategic 


workforce planning. Over the past year, the enterprise conducted baseline assessments of the 


total workforce strategic workforce planning processes. The assessments revealed varying 


degrees of strategic workforce planning programs, from highly advanced to less advanced, 


among the Components. The assessments, resulting collaboration, and sharing of best practices 


also served to inform Enterprise Components of the statutory and regulatory requirements 


regarding strategic workforce planning. 


 


                                                       
1 Defense Intelligence Strategy 2010, 4 August 2010, Office of the Under Secretary of Defense for Intelligence. 
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These requirements include the: 


 NDAA 2010, Section 1108, Requirement for DoD Strategic Workforce Plans; 


 DoD Instruction (DoDI) 1400.25, Volume 250, November 18, 2008, DoD Civilian 


Personnel Management System, Civilian Strategic Human Capital Plan; 


 National Intelligence Strategy of the United States of America, August 2009; 


 Defense Intelligence Strategy, 2010; and the 


 Defense Intelligence Enterprise Human Capital Strategic Plan, 2010‐2015. 


Collaborative dialogue among the OUSD (I), OUSD (P&R), ODNI, and Enterprise Components is 


helping to integrate and improve efficiency in Enterprise Components’ strategic workforce 


planning processes and compliance with the above requirements. OUSD(I), (P&R), ODNI, and 


Enterprise Components agreed to capture the FY 2010 requirements of the NDAA and DoDI 


1400.25 in the already established annual Human Capital Employment Plans (HCEP) submitted 


by IC elements to the ODNI under the auspices of the IC Human Capital Strategic Workforce 


Planning Working Group.   


In order to meet the requirements of the Department, OUSD (I), and the NDAA, Enterprise 


Components needed to capitalize on the established ODNI Strategic Workforce Planning 


Working Group and HCEP annual submissions.  For the FY 2010 report, the Combat Support 


Agencies (CSAs) utilized the HCEP methodology and process to capture DoD and NDAA 


requirements. However, the submissions were inconsistent with the prescribed format required 


by OUSD(P&R) for common DoD‐wide reporting. The HCEP focus is not fully aligned with the 


Department’s or Enterprise’s strategic workforce planning focus; however, the HCEP 


submissions did reveal a considerable amount of strategic workforce planning activities and 


workforce awareness on the part of some of the Components. The Enterprise Component 


HCEPs are classified and are available for review by those with a need‐to‐know and appropriate 


security clearance. 


Recent consultation between the Assistant Secretary of Defense for Civilian Personnel Policy 


and the Intelligence OFCM resulted in an agreement for the Intelligence function strategic 


workforce planning and NDAA reporting requirements to realign with the Department’s 


methodology. 


The currently designated MCO, 0132 Intelligence function job code/occupational series, 


encompasses many of the Intelligence functions including Analysis, Human Intelligence, 


Counterintelligence, Signals Intelligence, Geospatial Intelligence, and Cyber Intelligence.  


Additionally, some of the IC Components do not have a 0132 job code but have different 


assigned codes. Efforts are underway to achieve similar coding and cross‐walking of functions 


across the enterprise. Many of the Components do not enter civilian personnel data in the 


DCPDS but maintain internal Human Resource Information System (HRIS) to ensure appropriate 


controls are in place to maintain the integrity and security of sensitive and classified data. 


Efforts are underway across the IC and enterprise to consolidate and align the many HRISs to 
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facilitate IC‐ and enterprise human capital and functional workforce planning, evaluation of 


needs, and oversight reporting. 


Enterprise strategic workforce planning takes into account the total workforce: civilian, military, 


and contractor support across all functions within the individual Components as well as 


competencies and number of personnel needed to meet current and future mission 


requirements of the individual Components and the enterprise as a whole. Planning is 


underway for the enterprise to provide future input for this report across all occupations and 


functions of the individual Components. 
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APPENDIX B17:  SECURITY FUNCTIONAL COMMUNITY 


OSD FCM Overview 
OSD FUNCTIONAL COMMUNITY MANAGER:


Mr. Timothy Clayton 
Director, HCMO OUSD (I) 


 


Security Professionals in DoD:  


The DoD Security Workforce is comprised of three interrelated civilian job series: 0080 Security 


Officer, 0085 Security Guard, and 0086 Security Assistant. These career fields mutually support 


each other, with the 0080 series providing senior‐level management and program oversight for 


DoD security guards and security assistants. Grade levels for the 0080 career field cover   


GS 5‐15, the Defense Intelligence Senior Leader (DISL), and the Defense Intelligence Senior 


Executive Service (DISES). Grade levels for security guard and security assistant personnel are 


generally GS 3‐9, and for many organizations these career fields serve as the feeder pool for the 


higher‐graded security officer professional 


series.   


The Military Services do not have military 


occupational specialties that solely focus on 


security duties; however, U.S. Army Military 


Police and Intelligence specialties; U.S. Air Force 


Security Police; U.S. Navy Masters at Arms; and 


U.S. Marine Corp Military Police all support some 


security functional areas with a specific focus on 


physical security.   


The DoD has a very large supporting contractor 


workforce, providing direct security support 


services and program management to DoD 


elements. This workforce has yet to be fully 


catalogued at OSD and Component levels. In 


addition, the National Industrial Security 


Program (NISP) has Facility Security Officers at 


cleared contractor facilities to manage their 


companies’ classified program security. While 


these contractor‐owned and focused assets are 


not part of this report, they remain critical to the 


Department’s ability to provide security 


oversight. 


 


SECURITY 


ADMINISTRATION 


(0080)


FY10 Demographics**


FY 2010 Workforce Strength 7,363


FY 2018 Workforce Manpower  Target 7,200


Dept of Army ‐ Strength 2,195


Dept of Navy ‐  Strength 1,788


Dept of Air Force ‐  Strength 2,032


Fourth Estate ‐  Strength 1,348


% Male 67%


% Female 33%


% Targeted Disability 0%


% Non‐Targeted Disability 8%


% Prior Military 71%


Basic Salary (33% percentile) $59,452


Basic Salary (66% percentile) $74,063


Basic Salary (97% percentile) $109,591


Basic Salary (99% percentile) $126,196
Education


< Bachelors 67%


Bachelors 24%


Masters 8%


Doctorate 0%
Planning Considerations


Age, 35 or below 13%


Age, 36‐55 68%


Age, 56+ 19%


Years of Service, 0‐5 44%


Years of Service, 6‐15 28%


Years of Service, 16‐25 16%


Years of Service, 25+ 12%
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All DoD Components have internal security elements using full‐ and part‐time military, civilian, 


and contractor personnel to focus on implementation of DoD security programs and policies.   


Agency  Service 


Pentagon Force Protection Agency 
(PFPA) 


Physical security services for the National Capital Region 


Defense Security Service  
(DSS) 


Industrial security for all cleared industry, DoD security 
training, education, certification, and competencies 


Defense Threat Reduction Agency 
(DTRA) 


Joint Vulnerability Assessments 


Washington Headquarters Services 
(WHS) 


Security clearances for Fourth Estate Components 


Defense Legal Services Agency 
(DLSA) 


Security clearance appeals 


Defense Intelligence Agency  
(DIA) 


Security clearances for Fourth Estate, and Sensitive 
Compartmented Information support services 


National Security Agency  
(NSA) 


Operations Security (OPSEC) training 


 


DoD Security Program Management 
DoD and its Components have different management constructs to provide oversight to 


security programs and human capital. Oversight of DoD security programs rests primarily with 


the Undersecretary of Defense for Intelligence (USD(I)), who is the principal staff advisor to the 


SECDEF for security, which includes personnel, information, physical, special access program, 


operations, industrial, and Research, Development, Test, and Evaluation (RDTE) security 


programs. The USD for Policy (USD(P)) has responsibility for force protection, antiterrorism, 


mission assurance, continuity of operations, and Defense Critical Infrastructure Protection. The 


USD for Acquisition, Technology, and Logistics (USD(AT&L)) has oversight over nuclear physical 


security.   


The OFCM concept is new to the USD(I) set of missions. Its ability to perform the OFCM 


function is strictly limited until resources become available and all Components have fully 


implemented their Component Functional Community Management programs. The OFCM 


concept currently offers DoD its only management tool to bring together the diverse DoD 


security human capital programs under the management and oversight of OSD senior 


leadership.   


Just as the management of DoD security programs has multiple OSD‐level oversight offices, the 


Military Departments and Components do not have unified or similar management 


architectures in place to facilitate centralized oversight over all their security programs and 


human capital resources.   
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DoD has some Components, with both internal and external missions, that have significant 


security resources, which will be required to constantly transform to meet ever‐changing 


threats and policy requirements. DoD also has many Components with small internal programs 


that will continue to have very little flexibility to meet these new challenges. Their resources 


will remain limited or will decrease. The Security OFCM will focus attention on ensuring that 


both the larger critical external mission‐support Components and smaller Components 


participate in the SHCP process, to transform to meet the future’s new security and threat 


challenges. 


What Security Does: 


The DoD 0080 Security Workforce supports the following functional areas:  


1. Information Security  


2. Personnel Security  


3. Physical Security  


4. Operations Security 


5. Special Access Program Security 


6. Sensitive Compartmented Information Security 


7. Special Security Office Operations 


8. Force Protection 


9. Antiterrorism 


10. Security Guard Force Management 


11. Critical Infrastructure Protection 


12. Threat Vulnerability Assessments 


13. Continuity of Operations/Mission Assurance 


14. Polygraphs 


15. Research Development Technology and Evaluation Security 


16. Military Working Dogs 


17. Communications Security 
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The OFCM and CFCMs do not currently have the ability to break out and manage the security 


workforce by functional areas. It is the Security OFCM’s intent to work out a more detailed 


analysis for its 2011 Report to Congress as the strategic human capital planning process 


continues to mature at OSD and our Components further implement their CFCM roles.   


Threat: 


DoD will continue to experience a challenging threat environment for the foreseeable future 


covered by this report. This threat will come from all aspects of foreign and domestic criminal 


activity and terrorism, foreign intelligence and security services, foreign militaries, and natural 


disasters. Asymmetric threats that display brilliant imagination and perseverance will continue 


to cause significant harm to DoD operations, personnel, families, Installations, IT systems, 


equipment, research, and technology. The Department considers the “insider threat” to 


warrant increased attention from our security workforce to identify and reduce risks that have 


caused us extraordinary harm and damage. Major DoD security incidents, like the shootings at 


Fort Hood and Fort Bliss, WikiLeaks, Cybersecurity, and terrorism threats to overseas 


operations, require a future security workforce that is properly resourced, has the right 


competencies and skill sets, and is focused on protection of our most critical and vulnerable 


elements.   


Major Issues:  


In drafting this report, the OFCM relied on input provided by the CFCMs. Of the 36 Components 


from whom input was requested on the templates provided by OUSD for Personnel and 


Readiness [OUSD(P&R)], 23 (66%) submitted Template I and 17 (49%) submitted Template II.1 


The 0080 Security Officer professional series does not have significant, Department‐wide 


human capital issues regarding recruiting, retention, hiring, performance, or retirement given 


its senior grades and the current job market, although some Components have unique issues 


with their workforces and budgets. The most significant issues remain: retaining or obtaining 


the resources required to fully implement current and future security policy and operational 


requirements; expanding training education and education programs; and implementing the 


DoD security certification program. 


This 2010 report will only cover the 0080 Security Professional workforce. Over the past 


decade, Congress has expressed significant interest in the 0085 Security Guard and Private 


Security Guard career field regarding its management, oversight, training, certification, funding, 


hiring, and workforce mix.  Because the 0085 and 0086 career fields have very junior grades 


and lack of promotion potential inside their specialties, these career fields will continue to have 


significant human capital management issues. In addition, the 0080 and 0085 career fields are 


closely tied in management and support services to the 0083 Police Officer MCO career field to 


provide physical security services on installations, buildings, and organizations—and to 


                                                       
1Additional details on Component participation in this process are in the Appendix. 
 







DoD Strategic Workforce Plan    Fiscal Year 2010‐2018 


  Appendix B17: Security Functional Community  5 


commonly share duties and training with 0083 personnel. Finally, security is also found to be a 


significant duty requirement for many other civilian and military career fields and must be 


considered in the management and design of the larger DoD Security Community.  


It is the Security OFCM’s intent to focus on these key issues for 2011: 


1. Resource requirements will continue to challenge most DoD Components. 


2. Security certification implementation will be the most significant human capital 


initiative. 


3. Life‐cycle competencies are to be developed.  


4. Security career roadmaps are to be developed. 


5. Training and education enhancements will continue to be developed for both security 


professionals and the DoD workforce at large. 


6. Inclusion of the 0085 and 0086 career fields in the Security SHCP. 


 


Figure B17‐1: DoD Security Requirements (All 0080) 


 


Data generated by OPM/EHRI CIVFORS Application. 


 


2005 2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018


Fourth Estate 902 927 933 971 1,059 1,348 1,355 1,357 1,357 1,356 1,356 1,356 1,356 1,356


Navy 1,243 1,317 1,350 1,471 1,694 1,788 1,778 1,792 1,767 1,764 1,756 1,752 1,752 1,752


Army 1,645 1,741 1,795 1,913 2,097 2,195 2,265 2,323 2,332 2,340 2,348 2,354 2,354 2,354


Air Force 1,446 1,504 1,533 1,671 1,877 2,032 1,663 1,666 1,668 1,663 1,661 1,664 1,664 1,664


Target 7103 7159 7219 7201 7200 7200 7200 7200 7200
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Workforce Requirements Analysis 
Security, GS0080 


Factors Influencing Growth, Decrease, or Steady State  


Factors Impacting EndStrength Targets 


Other Occupations: 


There are 95 FTEs from 24 other occupational series at nine organizations performing some 


security competencies that could be included in the 0080 MCO.   


Workforce Conversion: 


Approximately 203 contractor positions are expected to be in‐sourced to government civilian 


positions in the coming fiscal years. Components reported that they expect: fewer than ten 


Military‐to‐Civilian Conversions; 17 Civilian‐to‐Civilian series migrations; no Civilian‐to‐ 


Contractor Outsourcing; and no Civilian‐to‐Military Conversions. 


Organizational Design: 


 Base Realignment and Closure (BRAC)/Joint Basing: BRAC and Joint Basing are 
expected to have minor impacts on the overall 0080 workforce.  However, DoD will 
collocate all of its personnel security adjudication facilities and personnel from ten 
different organizations to Fort Meade, MD. Only Defense Security Service (DSS) 
identified human capital concerns. DSS expects to lose approximately 80% of its trained 
personnel security clearance adjudicators during this BRAC move from Columbus, OH. 
However, over the past three years, they have taken steps to mitigate the impact of the 
loss of experience. DSS may encounter a short‐term impact on the amount of time to 
adjudicate national security clearances.   


 Reorganization/Realignment: Reorganization and realignment are expected to cause 
minor‐to‐moderate increased requirements for the 0080 Personnel Security workforce 
overall. The Air Force recently established the Air Force Information Protection 
Directorate (AFIPD); this reorganization will require additional 0080 positions to 
effectively staff Information Protection Offices. Within the Fourth Estate, moderate 
increased requirements are expected at DSS and other Components, but exact figures 
are still to be determined.   


 Increase/Reduction in HQ personnel: Only the Air Force expects a significant change in 
HQ personnel, but the size of the increase will not be known until a pending manpower 
study is complete. No other Components reported HQ personnel changes. 


Budget Impacts: 


 Reduction in Component Budget: Budgetary constraints will have some impact on many 
Components’ ability to grow an adequate 0080 workforce to meet future mission 
requirements. This impact could become significant in coming years based on projected 
increased demands that will compete in the SECDEF efficiency reviews, mandated 
Component contractor reductions, and civilian manpower freeze and manpower 
reductions. DSS will experience the most significant reductions, as their planned growth 
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from 502 to 643 is on hold pending further OSD review.   


 Program Cancellation/Startup: The Components did not identify any program startups 
or cancellations that will have an impact on human capital resources. One minor 
exception is DSS, where increases in 0080 positions may be required due to program 
startup at DSS for overseas security. Details will not be known until workload analysis is 
complete.   


New or Changing Mission Requirements: 


 Public Laws/Executive Orders: A number of Public Laws and Executive Orders are 
expected to moderately increase 0080 human capital requirements, but specifics have 
not yet been determined. Those expected to have an impact upon multiple Components 
include Executive Order 13526, Classified National Security Information; Executive Order 
13556, Controlled Unclassified Information; Homeland Security Presidential Directive 12 
(HSPD‐12), Policies for a Common Identification Standard for Federal Employees and 
Contractors; and Presidential and Department of Justice (DoJ) Freedom of Information 
Act (FOIA) Memoranda, among others. 


 OSD Policy/Guidance: Current and future OSD security policies are expected to 
significantly impact 0080 human capital requirements. Most significant is the Security 
Professional and Education (SPeD) Certification Program, which will require some 0080 
security staff to prepare for mandatory certification; one‐third of the Components have 
reported that they expect this to be an issue. Other examples include DoD 5200.2, 
Personnel Security, which establishes new requirements for Common Access Card 
adjudication and 09‐012, Interim Policy for DoD Physical Access Control, both of which 
are expected to increase the human capital requirements of the 0080 workforce at 
multiple Components. 


Component‐/Command‐Specific: 


 Component Specific: DoD‐wide, Component‐specific issues are expected to drive a 
moderate increase in 0080 HC requirements of 40 or more personnel across the Services 
and Fourth Estate. These particular issues cover multiple functional areas across security 
and vary significantly between Components.   


 CCMD Specific: Three members of the Fourth Estate and the Navy anticipate possible 
impacts from CCMD‐specific requirements; however, at this time, they are unable to 
project specific details. The CCMDs did not participate in this review, and warfighter 
requirements are not fully captured.   


New Technologies:  


There are a number of new physical and personnel security technologies that may increase 


efficiencies for the 0080 workforce. Some Components reported that they may require 


additional manpower to operate and sustain, and efficiencies gained have been offset by 


additional work and skill requirements.   


 







Fiscal Year 2010‐2018    DoD Strategic Workforce Pla 


8  Appendix B17: Security Functional Community   


 


Reasons for differences between FY 2009 and FY 2010 EndStrength projections: 


Because Component implementation of the 2010 strategic human capital planning process for 


security has not fully matured, projections from this year should not be compared to those 


from last year.   


Current and future skills/competencies requirements: 


A DoD‐wide set of competencies for all security functional areas for 0080, 0085, and 0086 life‐


cycle management has not been developed. Component‐developed competencies for some 


applications are not yet able to provide this analysis.   


 


Projected Gains Requirements/Net Change 


Figure B17‐2: Security Gains, Losses and Net Change2 


 


 


 


                                                       
2 This chart depicts the gains and retention (losses not‐to‐exceed) goals based on MCO targets provided and 
historical attrition patterns. For example, this MCO projects ≈997 gain actions in FY 2011 based on an assumption 
of FY 2011 projected needs and an assumption of ≈973 losses from historical data. 


2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018


Gains 944 916 1254 1510 1612.56 997.009 1081.88 999.774 997.921 986.143 976.069 976.069 976.069


Losses ‐696 ‐799 ‐847 ‐840 ‐977.21 ‐972.83 ‐998.82 ‐1010.7 ‐998.77 ‐986.8 ‐974.46 ‐974.46 ‐974.46


Net Change 248 117 407 670 635.348 24.1784 83.0622 ‐10.942 ‐0.846 ‐0.6596 1.60764 1.60764 1.60764
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MCO Analysis and Challenges 


Constraining Factors/Risks  


Specific human capitalrelated factors impacting the communities and their ability to 
meet forecasted MCO requirements: 


Manpower authorizations: 


Of Components that participated in the process, unconstrained requirements In FY 2010 are     


18% higher than constrained requirements (7,739 versus 6,531); this gap grows to 24% (8,281 


versus 6,695) by FY 2016.  SECDEF guidance to freeze billets at FY 2010 levels for the next three 


years will negatively impact the abilities of multiple Components to meet unconstrained end‐


strength targets; 13 organizations report higher unconstrained than constrained requirements.  


Reduced manpower authorizations and resources may impact DoD’s ability to implement major 


public law, policy, and mission and operational requirements for security services. 


Recruiting: 


There are minimal concerns throughout DoD about a lack of qualified applicants on the labor 


market. Some Components identified a slow hiring process as a minor constraint in hiring the 


most qualified 0080 personnel.   


Compensation:  


DoD has no compensation‐based issues for the 0080 workforce.   


Certifications: 


OSD is currently in the process of implementing its Security Professional Education 


Development (SPēD) Program, which is expected to have significant impacts on all aspects of 


0080 human capital management at the majority of DoD Components. However, the full extent 


of these impacts, including resources, cannot be determined until the final DoD SPēD policy is 


implemented and the program is fully developed.   


Attrition: 


With the exception of the DSS BRAC move to Fort Meade and a pending retirement‐age bubble 


at a small number of Components, DoD expects no significant attrition issues with the 0080 


workforce.  
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Specific gaps between current/future competency requirements and current 
workforce proficiency: 


DoD has not yet developed a DoD‐level approved set of competencies for life‐cycle 


management. 


Figure B17‐3: 0080 Series Turnover (Historical/Predicted) 


 


 


Figure B17‐4: Years to Retirement Eligibility/Forecast Retirements (0080) 


 


2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018


Air Force 12.0% 14.5% 15.2% 12.5% 12.5% 13.3% 15.8% 16.3% 15.4% 14.4% 13.8% 13.8% 13.8%


Army 13.8% 14.4% 15.4% 15.1% 14.7% 14.0% 13.7% 13.5% 13.5% 13.6% 13.5% 13.5% 13.5%


Navy 11.7% 14.1% 11.8% 11.4% 11.0% 10.6% 10.6% 10.8% 10.9% 11.1% 11.0% 11.0% 11.0%


Fourth  Estate 14.9% 14.6% 15.9% 13.4% 18.7% 16.8% 17.1% 17.1% 17.2% 17.2% 17.3% 17.3% 17.3%


Total 13.0% 14.4% 14.6% 13.2% 13.9% 13.5% 14.1% 14.2% 14.0% 13.9% 13.7% 13.7% 13.7%
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Forecasted 
Retirements
0‐5 years)


Current‐5 6‐10 11‐15 16‐20 >20


Fourth Estate 135 307 208 260 170 227


Navy 193 492 354 381 337 281


Army 262 596 368 502 395 343


Air Force 164 387 364 687 411 315


Cumulative 24.1% 41.7% 66.4% 84.2% 100.0%


Percentage 10.6% 24.1% 17.5% 24.8% 17.8% 15.8%
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Provide specific non–human capitalrelated factors that could impact communities’ 
ability to meet forecasted MCO requirements (workforce skills and size) 


For example:  


 Budget: Availability of funds for human capital and/or related strategic initiatives 
—Not identified as a DoD issue for the 0080 workforce. 


 Funding Source (“Color of Money”): Availability of appropriate funds, e.g. O&M versus 
RDTE 
—Not identified as a DoD issue for the 0080 workforce. 


 Space/facilities: Availability of physical space/resources  
—Not identified as a DoD issue for the 0080 workforce. 


 


MCO Strategies 
Currently, the Department does not have strategies developed for budget and manpower 


issues. It is the OFCM’s intent to work on development of these strategies for the 2011 report. 


DoD is relying on results from a DoD IG audit that is presently assessing how DoD can better 


manage and capture security costs for all facets of security, including human capital programs. 


The DoD 0080 workforce has one major area of concern: it does not have adequate resources 


to meet present or anticipated security requirements. Because current SECDEF Efficiency 


reviews have not resulted in final decisions, a DoD‐wide strategy to work on obtaining/ 


retraining resources at the Component or OSD FCM levels has not been completed.   In 


addition, the DoD 0080 workforce has one major initiative area: Training, Education, and 


Certification efforts to improve the knowledge, skills, and abilities of the DoD security and 


general workforce. DSS is the DoD lead for most security training, education, and certification 


efforts; DSS has not finalized its strategic human capital plan or captured a Department‐wide 


view for inclusion in this report. 
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APPENDIX B17: 0080 


This appendix contains additional details to supplement the overview provided in the main 


report.   


Workforce Requirements Analysis 
Specific factors impacting end‐strength targets:  


Other Occupations: 


There are 95 FTEs from 24 other occupational series at nine organizations performing select 


security competencies found in the 0080 MCO.   


 The Air Force has the largest number of FTEs (40) from the largest number of other 
occupations (ten) performing 0080 work. Among the Fourth Estate, DFAS has the largest 
numbers (18 employees in nine other occupations performing 16 FTEs), followed by 
DHRA (ten FTEs from four other occupations).   


 Employees from the 0301 Miscellaneous Administration and Program (30 FTEs) and 
0343 Management and Program Analyst (23 FTEs) occupations are most likely to 
perform 0080 work; together they account for more than half of the FTEs.   


 Additional occupations with significant contributions include 0391 Telecommunications 
Specialist (eight FTEs), 0083 Police (six FTEs), and 1811 Criminal Investigator (four FTEs); 
other occupations performing some 0080 work are as diverse as 0025 Park Ranger and 
1306 Health Physicist. 


 The Army identifies personnel in Occupational Series 0301, 1801, 0086, 2210, 0303, and 
0318 as having some overlap with the 0080 workforce; however, specific figures are not 
available.  


Workforce Conversion: 


Approximately 203 contractor positions are expected to be in‐sourced to government civilian 


positions in the coming fiscal years. The Components reported expecting fewer than ten 


Military‐to‐Civilian Conversions; 17 Civilian‐to‐Civilian series migrations; no Civilian‐to‐ 


Contractor Outsourcing; and no Civilian‐to‐Military Conversions.   


 Contractor‐to‐Civilian Insourcing: Components planning to in‐source, along with the 
total expected to be insourced by FY 2016, are DSS (39), DTSA (one), TMA (three), NDU 
(one), PFPA (nine), Army (12), Navy (60), Air Force (71), and WHS (seven). Air Force 
notes that due to frequent manning document changes, the estimate could change. 


 Military‐to‐Civilian Conversion: Navy projects three military‐to‐civilian conversions by 
FY 2014.   


 Civilian‐to‐Civilian Series Migration: Within the Fourth Estate, a small number of 
Civilian‐to‐Civilian Series Migrations are taking place: two 086s, two Human Resource 
Specialists, and two engineers are being converted to 0080s. Army is converting 11.   


 None of the Components reported any Civilian‐to‐Contractor Outsourcing or Civilian–to‐
Military Conversions.   
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Organizational Design: 


 BRAC/Joint Basing: BRAC and Joint Basing are expected to have minimal impact on the 
0080 personnel security workforce. However, DoD will collocate and consolidate its 
personnel security adjudication facilities at Fort Meade, MD.  Only DSS identified human 
capital concerns regarding this move: DSS expects to lose over 80% of its trained personnel 
security clearance adjudicators. Though DSS is implementing steps to mitigate the expected 
impact, this may prevent the organization from meeting Congressionally‐mandated 
Intelligence Reform and Terrorism Prevention Act (IRTPA) adjudication timelines in the 
short term.   


 DSS expects to lose 80% to 90% of currently trained adjudicators due to the BRAC move 
to Fort Meade, MD. The organization is using 37 transitional billets to mitigate the 
negative impact.   


 Inability to hire and train sufficient adjudicators may prevent DSS from meeting 
Congressionally‐mandated IRTPA adjudication timelines in the short term. DSS will 
utilize overtime and is reviewing the feasibility of telework and alternate work schedules 
to reduce the potential negative impact on productivity.   


 DLA expects increased 0080 personnel requirements at 15 CONUS and five OCONUS 
locations due to changes resulting from BRAC and Joint Basing.   


 PFPA requires a moderate increase in 0080s to stand up Mark Center, Alexandria, VA. 


 The Army will have minor 0080 personnel changes due to BRAC and growing Warrior 
Transition Unit (WTU) populations.   


 Many of the other Fourth Estate Components expect minor negative impacts from 
BRAC, including Defense Contract Management Agency (DCMA), Defense Finance and 
Accounting Services (DFAS), Defense Human Resources Activity (DHRA), DISA, Defense 
Technology Security Administration (DTSA), Missile Defense Agency (MDA), TRICARE 
Management Activity (TMA), and Washington Headquarters Services (WHS). Others, 
such as Defense Contract Audit Agency (DCAA), Defense Commissary Agency (DeCA), 
Department of Defense Education Activity (DoDEA), DTRA, and Test Resource 
Management Center (TRMC), expect none. 


Reorganization/Realignment:  


 Reorganization and realignment are expected to cause minor increased requirements for 
the 0080 personnel security workforce overall. The Air Force recently established the AFIPD, 
and this reorganization will require additional 0080 positions to effectively staff Information 
Protection Offices. Within the Fourth Estate, minor increased requirements are expected at 
DSS and other Components, but exact figures are still to be determined.   


 To enhance the Air Force’s ability to sustain air, space, and cyberspace dominance, the 
Air Force Security and Oversight Board (AFSPOB) was formed. The board determined 
that improving security would best be achieved by focusing on selected major areas of 
multifunctional responsibility, beginning with information protection (IP). The AFIPD 
established a corporate change process with an increased emphasis on preventing the 
compromise, loss, unauthorized access/disclosure, destruction, distortion, or non‐
accessibility of information, regardless of physical form or characteristics, over the 
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information’s life cycle. The process included actions to regulate access to sensitive 
information and control unclassified/classified information produced by, entrusted to, 
or under the control of the U.S.  Government. Major Commands, Direct Reporting Units, 
Field Operating Agencies, and Installation Wings engaged in the reorganization of 
Information Security, Personnel Security, and Industrial Security disciplines structured 
under the umbrella of IP; however, manpower figures from this realignment have been 
relatively short in numbers. Effectively staffing Information Protection Offices with a 
Chief, IP, and a team capable of managing a minimum of three security disciplines will 
require the establishment of additional 0080 positions. The 11th Wing, currently located 
at Joint Base Anacostia‐Bolling, will relocate and stand up at Andrews AFB.   


 At DCMA, the reorganization and realignment of both the Agency and Security 
Directorate necessitated a two‐FTE requirement: one to perform supervisory duties for 
the Industrial Security Program and one to support Information Security, Operations 
Security, and Counterintelligence program execution for one regional Command.   


 DeCA anticipates that its Security Division may have to establish an FTE requirement to 
support the Industrial Security program in the future.   


 At TMA, creation of the Personnel Security Branch established a two‐FTE requirement 
with duties related to the Industrial Security Program.   


 WHS is combining their Security Policy and Clearance Appeals Office and their Personnel 
Security Operations Division in FY 2012; impact on the 0080 workforce is unknown.   


 DTSA recently went through Reorganization/Realignment of both the Agency and 
International Security Division, leading to their present 11‐FTE requirement. 


 Army will lose 0080 personnel at some locations and gain them at others due to 
reorganization and realignment; the net effect is minimal.  Increase/Reduction in HQ 
Personnel: Air Force expects a significant change in HQ personnel, but the size of the 
increase will not be known until a pending manpower study is complete. No other 
Components reported HQ personnel changes.   


 Based on the Air Force IP reorganization of several disciplines, a manpower study is 
needed to right‐size Air Force HQ IP offices.  An increase in HQ personnel is also 
needed, and Major Commands may fund needed positions pending the manpower 
study. However, no data are available.   


Budget Impacts: 


 Reduction in Component Budget: For the majority of reporting Components, budgetary 
constraints will have minimal impact on the ability to maintain the existing 0080 workforce.  
Impact could become significant based on projected increased demands of SECDEF 
Efficiency reviews, mandated Component contractor reductions, the civilian manpower 
freeze, and other manpower reductions. DSS will experience the most impact; its planned 
growth from 502 to 643 is on hold pending further OSD review.   


 DSS originally had an approved budget growth of 141 billets. After the SECDEF Efficiency 
review, this growth is on hold pending further review. Requirements were moved from 
constrained to unconstrained. The 141 billets represent 28% growth above current 
constrained requirements.   
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 The Air Force notes that the current budget constraints limit the resources that are 
necessary to hire a sufficient number of 0080s for meeting full mission requirements 
and protecting mission‐critical information.  Additional funding is required to resource 
and maintain a cadre of trained and experienced security specialists, or the Air Force will 
be unable to support the CCMDs as required by the IP Concept of Operations.   


 The Navy reports five vacant civilian billets on the Security Training Assistance and 
Assessment Team (STAAT) due to the hiring freeze.   


 The USMC is undergoing an intensive Force Structure Review Group (FSRG), and major 
changes may result, leading to changes in the USMC data reported through the Navy.   


 Defense Mapping Agency (DMA) budget constraints limit the resources necessary to 
hire a sufficient number of 0080s for meeting full mission requirements and DoD 
requirements and mandates; an additional eight billets need to be filled. Without 
resources to maintain an adequate cadre of 0080s to manage IP and other security‐
related disciplines, DMA may not have sufficient personnel to effectively execute 
protection of mission‐critical information. 


 PFPA reports that budget reduction in FY 2011 and beyond will result in reduced 
capabilities, as personnel shortages will remain unfilled due to insufficient funds to hire 
required personnel.   


 Many Fourth Estate Components (DCAA, DCMA, DeCA, DHRA, DLA, DoDEA, DTSA, and 
TMA) affirm that any reduction in Component budget could negatively affect the ability 
to continue to man the 0080 positions cited.   


 WHS is concerned that budgetary constraints may hinder the hiring of staff needed to 
implement mandated joint reform initiatives. Ongoing client collaboration continues, 
and resource requirements will be submitted during the next unfunded requirements 
(UFR) and/or POM cycle.   


 Program Cancellation/Startup: The Components did not identify any program startups or 
cancellations that impact human capital resources. One exception is DSS, where increases in 
0080 positions may be required due to program startup for overseas security; details will 
not be known until workload analysis is complete.   


 DSS will stand up an overseas Industrial Security presence with initial operating 
capability in FY 2011. Initial start‐up resources are included in the DSS FY 2011-FY 2016 
budget; however, it is unclear if those resources will be sufficient to effectively 
accomplish this new mission. DSS is conducting a workload analysis to determine the 
required out‐year resources in case adjustments in FY 2012 and beyond are needed.   


New or Changing Mission Requirements: 


 Public Laws / Executive Orders: A number of Public Laws and Executive Orders are 
expected to moderately increase 0080 human capital requirements, but specifics have not 
yet been determined. Those expected to have an impact upon multiple Components include 
Executive Order 13526, Classified National Security Information; Executive Order 13556, 
Controlled Unclassified Information; Homeland Security Presidential Directive 12 (HSPD‐12), 
Policies for a Common Identification Standard for Federal Employees and Contractors; and 
Presidential and DoJ FOIA Memoranda, among others.   
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 Executive Order 13526, Classified National Security Information, the Presidential 
Memorandum on its implementation: DCAA, DLA, MDA, NDU, and PFPA note that 
issuance of Executive Order 13526 or updates to the National Industrial Security 
Program Operating Manual (NISPOM) could lead to increased requirements for a 
security focus on classification management (FOCI/NID), markings, and declassification 
initiatives. Initially, there may be increased requirements to identify the target audience 
and develop and administer required derivative classifier training. Over the long term, 
there may be requirements for maintaining a database of authorized derivative 
classifiers and conduct required bi‐annual re‐training.   


MDA adds that issuance of Executive Order 13526 could impact classification 


management review schedules because it requires a fundamental classification 


guidance review of all Agency security classification guides (SCGs) by June 27, 2012 and 


every five years thereafter. It will impact declassification by requiring alignment with 


National Declassification Center (NDC) priorities, and it may require, under NDC 


direction, the steps necessary to address the backlog of 400 million pages scheduled for 


automatic declassification by December 31, 2013.   


 Executive Order 13556, Controlled Unclassified Information: Changes in guidance across 
the Executive Branch regarding Controlled Unclassified Information, and DoD 
implementation thereof, will drive increased requirements on training, marking reviews, 
and oversight/enforcement to ensure implementation at DCAA, DLA, MDA, NDU, PFPA, 
and Navy.   


 DSS does not know precisely what impact this will have, as no specific requirements 
have been levied, nor has an oversight program been established. It is possible that 
these changes could require significant additional security resources for DSS if the 
agency is tasked with providing oversight ("NISP‐like" responsibilities) of industry‐based 
controlled, unclassified information.   


 The Air Force believes that the establishment of the new Executive Order for Controlled 
Unclassified Information may drive the requirement for additional 0080s within the IP 
structure—and will drive the need for additional Information Protection Offices to be 
established. These offices would require additional personnel and may require higher 
pay grades for such positions.   


 DTRA and DLA note that draft requirements are still in coordination within OSD and 
expect implementation to have a significant training impact. 


 At DMA, the increased requirements in FY 2011 and beyond necessitate additional 
personnel and may require higher pay grades for such positions.   


 Homeland Security Presidential Directive 12 (HSPD‐12), Policies for a Common 
Identification Standard for Federal Employees and Contractors: At DeCA, full 
implementation of the increased requirement to secure Federal facilities and systems 
will justify additional manpower of a Personnel Security Specialist (0080) to process 
fingerprints and background investigations for an estimated 12,000 contractors 
worldwide. The workload increase to support this effort and other anticipated 
requirements (such as periodic reinvestigations) will justify one additional FTE above 
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current manpower levels.  DTRA, DLA, NDU, Army, and WHS also mention this directive, 
but do not specify expected impact.   


 Presidential and DoJ FOIA Memoranda: DCAA, MDA, and PFPA note that changes in 
guidance across the Executive Branch regarding FOIA review requirements, 
determinations for release, and DoD implementation may drive increased training 
and review timeline requirements. NDU adds that new FOIA guidance has already 
increased marginal resources for compliance.   


 Executive Order 13534, National Export Initiative: At MDA, the objective of 
doubling U.S. exports within five years could impact 0080 requirements.   


 MDA acknowledges the Congressional mandate that contractors cannot be used to 
perform security or police services beyond FY 2012. As a result, MDA may require 
government civilians for security positions during deployment, when a Lead Service 
has not been identified.   


 Air Force and DMA note that the New Cyber Insider Threat Defense 
Program/National Intelligence Strategy will require 0080‐specific qualifications 
across the Information, Personnel, and Physical security disciplines. These 
employees will create training, instruct personnel, and take proficiency training to 
implement the program. They will employ cyber‐detection and system audit tools 
and additional processes, activities, tools, and databases.   


 OSD Policy/Guidance: Current and future OSD security policies are expected to have 
significant impact on 0080 human capital requirements. The DoD SPeD Certification 
Program will require 0080 security staff to prepare for mandatory certification. One‐third of 
Components have reported that they expect meeting these requirements to be an issue. 
Other examples of policies expected to increase the human capital requirements for 0080 
workforce include DoD 5200.2, Personnel Security, which establishes new requirements for 
Common Access Card (CAC) adjudication; and DTM 09‐012, which is the Interim Policy for 
DoD Physical Access Control.  


 DoD SPeD Certification Program:  The SPeD Certification Program is expected to have 
significant impact at many Components.   


 DCAA, DCMA, DeCA, DFAS, DHRA, DLA, DMA, DoDEA, DTRA, DTSA, NDU, and TMA 
anticipate that new requirements contained in the draft DoD Security Certification 
Program will call for significant training/retraining of existing security staff. Whether 
the training is online or instructor‐led, it will result in significant time away from 
current duties. The duration of time away cannot be determined, however, until 
specific requirements are established and approved in DoD policy. Similarly, 
recruiting personnel who meet the certification requirements could negatively 
impact recruiting efforts and cause unnecessary delays in filling positions. DHRA 
notes that providing incentives for incumbents would increase certification 
participation (i.e., grandfathered security specialists who do not have to become 
certified). 


 DCMA also points out that although Tier I certification preparation may cause lost 
productivity, it is manageable. However, Tier II through IV certification will likely 
require significant budgetary and other concerns.   
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 The Air Force notes that this effort will establish clear and concise career paths for 
DoD security professionals. It will establish tiered baseline competencies and skill 
standards for both security generalists and those working in specialty areas.   


 DoD 5200.1R Information Security: DLA and DTRA note that the 32 C.F.R. Sections 2001 
and 2003 “Classified National Security Information” Final Rules establish numerous 
requirements that were not included in previous Executive Order or directives. 
Requirements include initial and recurring training to personnel who perform duties 
related to: derivative classification; mandatory changes to marking of classified 
documents; increase inspection requirement for Information security oversight; 
classification marking in electronic environments (classified email, marking Web pages 
with classified contents), and information security. The DoDI 5200.1R, Information 
Security Program and Protection of Sensitive Compartmented Information, currently in 
formal coordination, mandates additional DoD requirements. PFPA notes that new 
guidance will require additional resources to implement and track the program. 


 DoD 5200.2, Personnel Security: Many Fourth Estate Components (DCAA, DCMA, DeCA, 
DLA, DoDEA, DTRA, DTSA, NDU, and TMA) note that the draft version of DoD 5200.2, 
Personnel Security Program, currently in formal coordination, establishes new 
requirements for CAC adjudication. If approved, current 0080 end‐state levels will 
become insufficient. The workload increase to support this change and other 
anticipated changes (such as Periodic Reinvestigations of Public Trust positions and 
fingerprinting) may justify additional FTEs above current manpower levels at several 
organizations (those that cited specific figures include DCMA: three, DeCA: two, DLA: 
three, and DTSA: one). 


 DoD Instruction 5200.39, Critical Program Information (CPI) Protection within the 
Department of Defense: DTRA requires program management to integrate Horizontal 
Protection Plan development and implementation. The implementation of program 
management principles will ensure that DoD‐mandated requirements are 
institutionalized within DTRA and at its partner organizations. MDA notes that increased 
DoD IG focus on program protection planning and protection of CPI in the R&D 
community could drive increased requirements for security focus on research and 
technology protection.   


 DoD Directive 3020.40, Defense Critical Infrastructure Program (DCIP): This directive 
may require MDA to conduct assessments on all Tier I and II assets, which may require 
additional 0080 staff. The staff would implement and facilitate DCIP for all MDA SSL 
assets and drive increased requirements related to the development and maintenance 
of a comprehensive DCI program.   


 DoD Directive 5205.07, Special Access Program Policy: DTRA will need to add FTEs to 
support requisite programs and mission growth to meet mandated requirements under 
this directive.   


 DTM 09‐012 , Interim Policy for DoD Physical Access Control:  DCAA, DCMA, DeCA, DLA, 
DTRA, NDU, and TMA point out that implementation of the requirements established in 
this DTM, although not justifying additional manpower, will require additional training 
and expertise of Physical Security Requirements Specialists (0080s) in the design and 
evaluation of electronic security systems. DFAS is implementing a DFAS‐specific access 
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control policy that will require physical security; it may include biometric requirements 
and significant equipment upgrades. This policy will result in increased resources to 
accomplish hardware changes at the Installation level; it will result in of the addition of 
four personnel in FY 2012 to manage and implement the new requirement. 


 Navy projects possible changes at Naval Surface Warfare Center (NSWC) Panama City 
due to DoD IG requirements for Security, Intelligence, and Counterintelligence support 
to Research, Development, and Acquisition Protection (10‐INTEL‐08). It also projects 
changes at Norfolk Naval Shipyard, where IT position requirements for JPAS checks have 
significantly increased contractor administrative duties.   


 At WHS, due to ongoing Joint Reform Team initiatives, mission requirements will 
change, resulting in an increased need of personnel security specialists.   


 Component‐Specific: DoD‐wide, Component‐specific issues are expected to drive a 
moderate increase in 0080 human capital requirements of 40 or more personnel across the 
Services and Fourth Estate.  The issues cover multiple functional areas across security and 
vary significantly between Components.   


 Many Fourth Estate organizations report that new Component requirements will be 
necessary to effectively support a variety of specialty areas, including: Communications 
Security, Information Security, Industrial Security, Counterintelligence, Personnel 
Security, Operations Security, Physical Security, Antiterrorism, Intelligence Support to 
Force Protection, Special Security Office/Special Access Program, and/or criticality and 
vulnerability assessments. Supporting these areas would require the addition of more 
than 35 0080 FTEs across the Fourth Estate. The breakdown is as follows: DLA: 25; 
DCAA: two to three; DMCA: four; DeCA: three; NDU: two; DHRA and DTRA: unknown. 


 DSS workforce projections are based on the 2008 DSS Transformation Plan and 2009 
DSS Future Options Study, both approved by the DEPSEC. The workforce projection also 
identifies the resources needed to support DoD and Federal Government Cybersecurity 
initiatives, such as the certification, accreditation, and oversight of contractor computer 
systems that would connect to the Defense Industrial Base (DIB) cyber intrusion 
network and the establishment of a new Fusion Center that would ensure high‐visibility, 
security issues are worked across DSS in real time.   


 MDA’s focus on development of ballistic missile defense capabilities that engage early in 
the flight sequence will be a catalyst to R&D efforts. These efforts require greater 
security engagement at the front end of the acquisition life cycle. MDA has also 
assumed a hybrid Implementing Agency role for Foreign Military Sales (FMS) of missile 
defense systems and anticipates an increase in FMS cases. A minimum of three FMS 
cases are projected for the near future. The February 2010 Ballistic Missile Defense 
Review (BMDR) codified the Administration's policy priority to lead expanded 
international efforts for missile defense.   


 NDU has seen significant growth in many areas, including increased numbers of 
students, programs, colleges, and research centers, and expanded Joint Worldwide 
Intelligence Communication System (JWICS) and the Secret Internet Protocol Router 
Network (SIPRNet) capabilities. It will require additional 0080 personnel to support this 
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growth and correct the current imbalance in the ratio of 0080 positions to customer 
population.   


 At DLA, reorganization and realignment of Security and Emergency Services, BRAC, and 
the establishment of DLA Intelligence have resulted in their need for 43 additional 0080 
personnel at various locations by FY 2016.   


 TMA may need to increase 0080 positions due to the unknown number of contractors in 
the managed care area that will require Common Access Cards (CACs); an increased 
workload due to support requirements associated with the awarded Managed Care 
Contract Support (T‐3) may require additional FTEs in the future. 


 The Navy may see increased manpower needs at NSWC Panama City in order to conduct 
fingerprinting electronically, which will require equipment procurement, training, 
operation, and maintenance (non‐electronic fingerprinting is currently performed by 
Host Command).   


 At Army, HQDA Decision Point 91 (DP91) returns the centralized execution and 
management of four general intelligence security programs (personnel, information, 
industrial and security education, and training and awareness) from Installation 
Management Command (IMCOM) Garrisons and/or Installations to Senior Mission 
Commanders. Impact on the 0080 workforce is unknown.   


 The Air Force recently conducted a study of full‐time and part‐time unit security 
managers, civilian, and military, with the goal of streamlining or reducing additional duty 
requirements and eliminating non‐value‐added work. No implementation has been 
executed as the report is still under review. This effort may result in an increase in full‐
time requirements due to realignment or consolidation of part‐time efforts.   


 CCMD‐Specific: Three members of the Fourth Estate and the Navy anticipate impacts from 
CCMD‐specific requirements but cannot project specific details at this time. The CCMDs and 
Joint Staff did not participate in this review, and warfighter requirements are not fully 
captured.   


 At DLA, possible changes in CCMD requirements could significantly impact (positively or 
negatively) the 0080 workforce; establishment of additional DLA facilities in U.S. Central 
Command (USCENTCOM) Area of Operations (AOR) are in the planning stage and may 
change.   


 DTRA notes possible impacts from U.S. Northern Command (NORTHCOM), U.S. Joint 
Forces Command (JFCOM), U.S. Pacific Command (PACOM), U.S. European Command 
(EUCOM), U.S. Southern Command (SOUTHCOM), U.S. Central Command (CENTCOM), 
U.S. Africa Command (AFRICOM) Operational Support; AT and Special Access Program 
Requirements; theater‐specific training; Personnel Security; Special Security; and 
briefings/debriefings.   


 MDA anticipates that increased CCMD demands for emerging Ballistic Missile Defense 
System (BMDS) technologies could increase demands for the development of security 
concepts. These concepts would support the transition of BMDS capabilities from R&D 
and test environments to operational uses. MDA has direct oversight for assets going 
into EUCOM. A 0080 employee must directly coordinate with EUCOM/U.S. Army Europe 
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(USAREUR)/U.S. Naval Forces Europe (NAVEUR)/U.S. Air Forces in Europe (USAFE) and 
Host Nation to ensure MDA security requirements are implemented. As OPSTEMPO 
increases, DXSS may need to place one or two 0080s in theater for this coordination 
effort. Based on changes to AFI 31‐101 which required Tenants with assets on AF 
installations to provide security, MDA may be required to augment or man security 
posts on installations that contain MDA assets.  Projected change to USNORTHCOM 
10.222 could drive increased requirements in developing risk management approaches 
to Antiterrorism/Force Protection Requirements. Implementing the Phased Adaptive 
Approach (PAA) will drive a closer partnership with CCMDs, which encompasses a direct 
role in planning and facilitating CCMD strategies and Regional Integrated Air and Missile 
Defense (RIAMD) objectives. These objectives require increased international system 
and C2 integration. 


Current and future skills/competencies requirements: 


 DoD has not yet developed a DoD‐wide approved set of life‐cycle competencies that 
cover all security functional areas for 0080, 0085, and 0086. While DoD has four 
Components that have independently developed competencies for some applications, 
they are not yet able to provide this analysis.  It is therefore not possible to provide this 
level of analysis for this year’s report. 


 Four Components have independently developed competencies for some applications: 


 Navy Security and Law Enforcement Community developed 0080 competencies in 2007; 
they are currently developing a training course to instruct managers to use the 
competencies as tools in managing the workforce. Competencies are used throughout 
the life‐cycle, from recruiting through performance management. Competencies 
identified as critical for future mission demands include Antiterrorism, Cyber, and 
Intelligence.   


 DSS identified, defined, and validated competencies; conducted a workforce assessment 
and gap analysis; and is initiating career path development based on competencies. 
Sixty‐two percent of 0080 personnel, including Intelligence, Surveillance, and 
Reconnaissance (ISR), Full Operational Capability (FOC), and Foreign Ownership, Control 
or Influence (FOCI) positions, have been mapped to DSS competency models. DSS is 
partnering with DoD’s SPeD program to cross‐reference DoD Security Skill Standards 
(DS3) against the DSS‐defined competency models for ISR, FOC, and FOCI positions. 
Remaining DSS 0080 personnel will leverage DS3 competency models until DSS‐defined 
competency models are developed. 


 DLA developed its competency model in collaboration with Information experts and 
modeled it against Federal Government best practices. Competencies have not been 
validated against current and future needs.  Once they are aligned with SPeD and 
approved, they will be used throughout the life cycle and incorporated into DLA’s 
Human Capital Strategy and the PPBE process.   


 DISA updated its competency model in 2010 and incorporated competencies identified 
by OPM and DoD. Critical for future demands include core security duties. These duties 
are reflected in SPeD and enhanced by professional and leadership development, 
budget and acquisition, communications, and personnel management. The 
competencies are used to support hiring/selection, employee development, and 
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workforce planning.   


 Other Components do not report having a competency model in use: 


 DFAS, DoDEA, and WHS report that they are participating in competency development 
efforts at the OSD level; they have put their work on hold pending the identification of 
Enterprise competencies.   


 DeCA, DMEA, DTRA, DTSA, and PFPA report that they plan to incorporate elements of 
SPeD certification in their competency model development.   


 Defense Advanced Research Projects Agency (DARPA) and DTRA report no plans to 
initiate use of a competency model.   


 


MCO Analysis and Challenges 
Specific human capitalrelated factors that could impact whether communities meet 
forecasted MCO requirements:  


 Manpower authorizations—Sufficient number of authorizations versus requirements to 
meet goals: Of the Components participating in this process, unconstrained 
requirements in FY 2010 are 18% higher than constrained requirements (7,739 versus 
6,531); this gap grows to 24% (8,281 versus 6,695) by FY 2016.  SECDEF guidance to 
freeze billets at FY 2010 levels for the next three years will negatively impact whether 
several of the Components meet unconstrained end‐strength targets; 13 organizations 
report higher unconstrained versus constrained requirements. DoD will not have the 
necessary resources to implement all major Public Law, policy, and mission and 
operational requirements for security services. The table details the constrained and 
unconstrained requirements for each Component through FY 2018: 
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Figure B17‐5. 


 
Notes: USAF provided projections through FY 2015; DCAA, DCMA, DeCA, DFAS, DHRA, DISA, DLA, DMA, DMEA, DoDEA, DTRA, 
DTSA, MDA, NDU, PFPA, and Army provided projections through FY20 16. In such cases, the last figures provided were 
extended through FY 2018. DSS, MDA, and Navy provided projections through FY 2018. DARPA, DLSA, DoD Inspector General 
(DoDIG), Defense Prisoner of War/Missing Personnel Office (DPMO), Defense Security Cooperation Agency (DSCA), Defense 
Technical Information Center (DTIC), JS, and OSD numbers are from DCPDS as of December 2010; their unconstrained 
requirements are unknown. Components with no 0080 workforce and the IC are not represented in the table. 







Fiscal Year 2010‐2018    DoD Strategic Workforce Pla 


24  Appendix B17: Security Functional Community   


 


 DoDEA notes that it would be unable to replace an individual should any of their 23 
positions become vacant; this issue could affect DoDEA’s ability to meet mission 
requirements.   


 DCMA, while able to meet their constrained end‐strength goals, lacks manpower 
authorizations to meet unconstrained goals. The SECDEF Efficiency mandates contribute 
to that problem.   


 DeCA believes it has an insufficient number of manpower authorizations to meet 
security goals and new and developing security requirements; SECDEF Efficiency 
initiatives will affect future targets. Impact is unknown.   


 Navy reports manpower authorizations are insufficient; as they are not currently based 
on scientific data. Estimates are inaccurate and provide the minimum necessary for cost 
effectiveness. The hiring freeze is also causing unfilled vacancies.   


 At DSS, the SECDEF efficiency mandate constrains ability to implement a successful 
succession plan and recruit, develop, and retain its 0080 unconstrained target 
workforce. 


 Both DFAS and DLA are Working Capital Fund agencies and are therefore less 
constrained than other Components with personnel limitations. DLA notes that 
manpower requirements are developed based on planned workload; as workload 
increases, DLA may need to hire more people, or reduce personnel when workload 
decreases. At DFAS, funding and staffing requirements are predicated based on 
customer‐coordinated workload requirements identified during the annual budget 
process; meeting end‐strength targets in future fiscal years may be impacted by a 
restricted labor market. 


 Recruiting—Concerns across DoD regarding a lack of qualified applicants in the labor 
market are minimal. Some Components identify the slow hiring process as a minor 
constraint in hiring the most qualified 0080 personnel.   


 Labor market – Availability of qualified personnel to meet hiring needs:   


Defense MicroElectronics Activity (DMEA) expects that hiring qualified and motivated 


0080 employees to fill positions could be challenging. During recent experiences in 


hiring 0080s, the availability of qualified applicants was very limited. Personnel available 


for these position seemed to “job‐hop,” and not remain in one position for very long.  


Also, some employees too specialized, making it difficult to fit into a small organization, 


where knowledge of all security disciplines is required.  To overcome these challenges, 


DMEA plans to hire at lower grades, in positions targeted to higher grades, and then 


grow incumbents into jobs through the requirement to meet SPeD certification post 


hiring. While these employees are being trained, other resources will provide security 


support. Navy notes that the labor market varies, and overseas locations especially find 


that there are few qualified applicants to hire.   
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 Hiring process – Efficiency and/or effectiveness of hiring process to attract, select and 
hire talent:  


 At DSS, the internal time‐to‐hire process, which spans from the date the vacancy is 
posted to the date the job offer is extended, can take too long. It constrains the 
organization’s ability to recruit the most qualified 0080 personnel for meeting the 
unconstrained target. 


 PFPA notes that the process for hiring new personnel has spanned several months. 
During that time, potential hires are accepting positions with other Agencies or outside 
the Federal workforce.   


Compensation  


Competitiveness of current grade structure and/or salaries to compete for talent: DoD has no 


compensation‐based issues for the 0080 workforce. 


Certifications  


Ability to hire, train, and/or retain sufficient individuals with required certifications:  


 DoD is currently in the process of implementing the SPeD program, which focuses on 
four tiers of certification levels and is expected to have significant impacts on all aspects 
of 0080 human capital management at most Components.  However, the full extent of 
impact cannot be determined until the final DoD policy of SPeD is implemented.   


 DLA believes SPeD will impact training. DFAS believes it will impact employee work 
hours and costs associated with studying and preparing for required certifications. It is 
unknown how significant work loss and cost impact will be.   


 DoDEA adds that requirements instituted under the newly developed SPeD program will 
impact employee work hours and costs associated with studying and preparing for 
required certifications.   


 DMEA believes the ability to hire qualified and motivated 0080 could be challenging and 
will depend on the phase‐in of DSS SPeD Tier II‐III programs, adding that new 0080 
personnel will spend significant time training at various courses.   


 DMA is concerned that the new certification requirements could reduce the pool of 
eligible candidates in the program’s early years.   


 DCMA concludes that as the SPeD Certification Program is still in development; 
recruitment of certified personnel to fill designated Defense Security Positions (DSPs) is, 
at least in the near term, not a viable recruitment strategy. As such, DoD elements will 
have to use a “vacancy‐driven, post‐selection variant” or “pipe‐line driven” approach to 
meet SPeD certification goals. These two approaches will have fiscal impacts, the extent 
of which cannot be fully determined until the program is fully developed with 
established requirements. In addition, while DSP incumbents are not required to certify 
to retain their positions, organizations with low attrition rates will likely have difficulty 
reaching certification goals. 


 Since requirements associated with full SPeD Certification (Tiers I through IV) have not 
been fully developed, accurately forecasting full budgetary impacts is not possible. 
Initial analysis by the DCMA CFCM indicates that although the training for Tier I 
certification will be available online, a conservative average of 50 hours of dedicated 
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training time per employee will be necessary to adequately prepare employees for 
certification. This estimate represents both direct and indirect labor costs. Because 
requirements associated with Tiers II through IV will likely require resident training, 
additional direct budgetary impacts are likely.   


 PFPA shares these concerns, and adds that if their budget continues to be cut and there 
is a significant cost to implementing SPeD, certifications will be set aside until they can 
be planned for in the budget cycle. 


 DSS notes that aligned competency models and metrics are critical for knowledge and 
resource management but have not been fully implemented within DSS. With its 
landmark SPeD program, DSS is taking a major step in addressing this issue by creating 
an aligned and integrated training and development framework. Workforce 
development issues constraining DSS’ ability to meet its target workforce will have a 
diminishing impact on 0080 workforce targets as the SPeD program is fully 
implemented. In the short term, however, Agency‐wide life‐cycle management 
challenges constrain the Agency’s ability to recruit, develop, and retain its constrained 
and unconstrained 0080 workforce targets. 


Attrition:  


With the exception of the DSS BRAC move to Fort Meade, MD, and a pending retirement‐age 


bubble at a few Components, DoD expects no significant attrition issues with the 0080 


workforce.   


 Attrition based on BRAC moves has the potential to negatively impact end‐strength 
targets at DISA, DSS, and DTSA.   


 At DMEA, however, attrition is expected to help the Security Team convert to the 
proper series and allow for mandatory DSS SPeD certification; two incumbents from 
another career field currently performing 0080 work are expected to retire in the 
coming year. 


 By FY 2016, 26% of the DCMA Security MCO will be eligible for retirement (although not 
necessarily planning to leave the workforce); DCMA also reports a historically low 
attrition rate in a currently depressed national economic climate.  DSS also has 
significant projected turnover; 33% of the current 0080 workforce is or will be 
retirement eligible by FY 2015. In addition, 41% of DISA’s workforce will be eligible to 
retire by 2014.   


 


Other Workforce Demographics: 
Not submitted. 
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Strategies 
Currently, the Department has not developed strategies for budget and manpower issues. The 


OFCM intends to develop these strategies for the 2011 Report based on data from a current 


DoD IG audit; these data will help assess how DoD can better manage and capture security 


costs for all facets of security, including human capital programs. 


The DoD 0080 workforce has a major area of concern: adequate levels of resources to meet 


current and future security requirements. Because SECDEF Efficiency reviews are underway and 


have not resulted in final decisions, a DoD‐wide strategy to retain/obtain resources at the 


Component or OSD FCM levels has not been completed. In addition, the DoD 0080 workforce 


has identified a major initiative area: Training, Education, and Certification efforts are needed 


to improve the knowledge, skills, and abilities of the DoD security workforce. DSS leads DoD for 


most security training, education, and certification efforts; the organization has not finalized its 


strategic human capital plan or a Department‐wide view for inclusion in this report.   
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Workforce Mix 
Data received from participating CFCMs does not allow us to accurately assess the current DoD 


workforce mix.  Specific Component mixes are shown in the table.   


 


Civilian % 
of Total 
Force 


Military % 
of Total 
Force 


Contracted 
Support % of 
Total Force 


Total 
Force 


DCMA, DeCA, DFAS, DLA, DMEA, DoDEA, 
DTRA, DTSA, PFPA & TRMC         


FY 2009 Baseline  100%  0%  0%  =100% 


FY 2012  100%  0%  0%  =100% 


FY 2014  100%  0%  0%  =100% 


FY 2016‐FY 2018 Desired End‐State  100%  0%  0%  =100% 


DARPA         


FY 2009 Baseline  7%  0%  93%  =100% 


FY 2012  7%  0%  93%  =100% 


FY 2014  7%  0%  93%  =100% 


FY 2016‐2018 Desired End‐State  7%  0%  93%  =100% 


DHRA         


FY 2009 Baseline  83%  0%  17%  =100% 


FY 2012  83%  0%  17%  =100% 


FY 2014  83%  0%  17%  =100% 


FY 2016‐FY 2018 Desired End‐State  83%  0%  17%  =100% 


DISA         


FY 2009 Baseline  65%  0%  35%  =100% 


FY 2012  65%  0%  35%  =100% 


FY 2014  65%  0%  35%  =100% 


FY 2016‐FY 2018 Desired End‐State  70%  0%  30%  =100% 


WHS         


FY 2009 Baseline  90%  0%  10%  =100% 


FY 2012  98%  0%  2%  =100% 


FY 2014  98%  0%  2%  =100% 


FY 2016‐FY 2018 Desired End‐State  100%  0%  0%  =100% 


NAVY         


FY 2009 Baseline  63%  29%  8%  =100% 


FY 2012  94%  1%  5%  =100% 


FY 2014  86%  9%  5%  =100% 


FY 2016‐FY 2018 Desired End‐State  86%  9%  5%  =100% 
 


DSS notes that FY 2009 baseline data were unavailable; FY 2010 manpower authorizations derived from Final DSS Operations 
and Maintenance (O&M) Table of Distribution and Allowances (TDA) v1010 were used as the baseline. Unconstrained 
manpower authorizations used for all out‐year data analysis. In FY 2010, the contractor workforce made up 31.3% of the DSS 
Total Force; contractor support is not directly aligned to specific MCOs but instead represents the Agency‐wide contractor 
population. Baseline contractor strength figures are based on filled positions, Agency‐wide. Out‐year contractor strength 
figures are based on current authorized Agency‐wide positions.   
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Basis Analysis 
To assess the factors expected to influence the 0080 workforce in coming fiscal years, all 35 


Services and Components received two blank templates provided by Personnel and Readiness 


(P&R) for reporting their unique circumstances. Recorded information was submitted for 


analysis and inclusion into one DoD‐wide overview. Twenty‐three organizations (66%) 


submitted Template I, and 17 (49%) submitted Template II.  More than half (57%) of the 


templates were submitted. For Template I, submissions covered 98.2% of civilian 0080 


personnel in DoD (excluding those in the Defense Intelligence Components); Template II 


submissions covered 42.2% of civilian 0080 personnel (again excluding the IC). Overall, the 


response rate allowed DoD to analyze 70.2% of the civilian 0080 workforce. 


 Sixteen Components submitted Templates I and II: DeCA, DCMA, DFAS, DHRA, DISA, 
DLA, DMA, DMEA, DoDEA, DSS, DTRA, DTSA, PFPA, Test Resource Management Center 
(TRMC), Navy, and WHS.   


 Eight Components submitted one of the two templates: DARPA, DCAA, MDA, NDU, NSA, 
TMA, Army, and Air Force. 


 Ten Components did not submit either template: DIA, DLSA, DoDIG, DPMO, DSCA, DTIC, 
JS, National Geospatial‐Intelligence Agency (NGA), NRO, OSD.   


 Three Components did not submit either template, but have no 0080 workforce: 
Business Transformation Agency (BTA) (note: disestablished), DAU, and Office of 
Economic Adjustment (OEA).   


The Defense Intelligence Components (DIA, NGA, NSA and NRO) have large security human 


capital programs that provide critical services for supporting some of the most sensitive 


programs in the DoD. The Security OFCM will continue to work with the senior security 


leadership of these agencies to support the Department’s SHCP requirements. In most cases, 


strategic human capital plans would be classified. 
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APPENDIX B2:  CIVIL ENGINEERING FUNCTIONAL 
COMMUNITY 


The overall nature of work performed by Civil Engineering 0810 individuals in the Department of 


Defense (DoD) links to the safety, health, security, and wellness of our nation’s resources and our 


ability to survive or recover from natural disasters. Civil Engineers have many responsibilities, such 


as building or reconstructing buildings and retrofitting them to ensure adequate force protection  


at home and overseas. Critical tasks performed by professionals in this series also include, but are 


not limited to, sustainable development, environmental restoration, and modernizing 


infrastructure. Most important, Civil Engineers complete projects and tasks that prevent failures; 


reduce or mitigate risks associated with impacts on population, ecology, and economies on a global 


level; and support other agencies such as the Federal Emergency Management Agency (FEMA) in 


the event of natural disasters. Thus, Civil Engineers 


represent one of the most important mission‐


critical occupations (MCOs) across the DoD. 


Civil Engineers are the fourth highest populated 


MCO across DoD. Analysis of 0810 Civil Engineers 


includes size and distribution of workforce by 


grade, series, geographical location, types of 


positions, pay plans, average age, retirement 


numbers (including individuals eligible for 


retirements and those expected to retire), 


historical separation rates, and historic turnover. 


Given the complex nature of the work, Civil 


Engineers are a hiring challenge. There is a 


significant decline in numbers of math, science 


and, specifically, engineering students and 


graduates over the last decade, resulting in a 


nationwide shortage of Civil Engineers. This 


information is used in conjunction with agency 


workload data to analyze trends in 0810 against 


known and projected workloads. Geographic 


isolation, specific sets of required technical 


competencies and proficiency levels, and the 


criticality of the required work may contribute to 


the shortage of trained individuals who perform 


tasks impacting the safety, health, security, and 


wellness of our nation’s resources, and our ability 


to survive or recover from natural disasters. 
 


CIVIL 


ENGINEERING 


(0810)


FY10 Demographics**


FY 2010 Workforce Strength 8,141


FY 2018 Workforce Manpower  Target 7,196


Dept of Army ‐ Strength 6,798


Dept of Navy ‐  Strength 965


Dept of Air Force ‐  Strength 335


Fourth Estate ‐  Strength 43


% Male 84%


% Female 16%


% Targeted Disability 0%


% Non‐Targeted Disability 4%


% Prior Military 19%


Basic Salary (33% percentile) $70,319


Basic Salary (66% percentile) $90,537


Basic Salary (97% percentile) $131,319


Basic Salary (99% percentile) $155,492
Education


< Bachelors 7%


Bachelors 66%


Masters 25%


Doctorate 2%
Planning Considerations


Age, 35 or below 28%


Age, 36‐55 50%


Age, 56+ 23%


Years of Service, 0‐5 33%


Years of Service, 6‐15 20%


Years of Service, 16‐25 21%


Years of Service, 25+ 26%
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Workforce Requirements Analysis 
Engineering Construction, GS0810 
 


Figure B2‐1: GS‐0810 Engineering Requirements 


 


Data generated by Office of Personnel Management (OPM)/Enterprise Human Resources Integration (EHRI) Civilian Forecasting 
System (CFS) Application: Population includes all Appropriated Fund. 


 


Factors Influencing Growth, Decrease, or Steady State 


Factors Impacting EndStrength Targets 


Insourcing, Military‐to‐Civilian Conversions, Outsourcing: 


Component‐level Functional Community Managers (CFCMs) have varying effects on 


conversions of military to civilian, insourcing and outsourcing, and a diverse workforce mix. For 


instance, the U.S. Army Corps of Engineers (USACE) does not use contractor‐to‐civilian 


insourcing as a method of workforce conversion. Likewise, there is currently no effect on this 


occupation based on military‐to‐civilian conversions. Such actions would be a deterrent to 


stateside and overseas operations. Outsourcing poses a difficulty in recruiting and retaining 


qualified personnel in this critical series and is considered detrimental to mission completion 


and maintaining technical competency within the government. The work of a Military Engineer 


is more aligned with duties of a General Engineer versus a 0810 Civil Engineer. 


Although the Air Force has approximately 274 military officers with Civil Engineering degrees, 


they would be more properly considered General Engineers (0801), as the Air Force currently 


2005 2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018


Fourth Estate 41 43 45 42 42 43 48 51 61 65 58 58 58 58


Navy 748 683 648 700 816 965 966 970 962 961 964 961 961 961


Army 5,309 5,231 5,234 5,443 6,386 6,798 6,168 6,040 5,908 5,924 5,948 5,988 5,988 5,988


Air Force 362 360 337 315 318 335 315 316 321 328 341 345 345 345


Target 8077 7439 7296 7159 7159 7175 7196 7196 7196
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does not reserve military positions for specific engineering degrees. The same generally holds 


true for the Air Force’s contractor workforce. The Navy is comprised of 89% civilian, 7% military, 


and 4% contract employees.  


The Defense Threat Reduction Agency (DTRA) population was divided into the full‐time, 


permanent, authorized, funded populations for civilians (18); a crosswalk of military performing 


specific MCO duties on a full‐time basis (1); and a manual headcount of contractors performing 


the work of the MCO as a primary part of their duties (0). The civilian ratio is 95% to 5% 


military. 


Currently, the United States Marine Corps (USMC) has no method to break down military and 


contractor support numbers by MCO. The overall USMC workforce mix of 9% civilian, 86% 


military, and 5% contractors for FY 2010 is based on available data for appropriated‐fund 


civilians, active‐duty Marines, and contractors. Additionally, the USMC is currently conducting a 


Force Structure Review that will further define the workforce mix.  


Base Realignment and Closure (BRAC)/Joint Basing, Reorganization/Realignment: 


The Army presently has an increased workload this fiscal year. Army must complete American 


Recovery and Reinvestment Act (ARRA) and BRAC work while supporting Korea Transformation; 


these responsibilities drive the need to continue to hire qualified personnel.  


The USMC is conducting a Force Structure Review which, upon completion, may negatively 


impact budget and manpower authorizations. Results from the Force Structure Review group 


were anticipated in January 2011. 


Civilian‐to‐Civilian Series Migration:  


While not directly a series migration, the Air Force reports a lack of qualified referrals for the 


0810 series. This issue has resulted in the conversion of positions to the General Engineering 


series GS‐0801 to attract a greater number of applicants. From 1994 to 2009, the Air Force has 


seen a 36% reduction in the number of 0810 positions. The increased use of General Engineers 


is indicative of an overall decrease in specific technical proficiency in the Air Force Civil Engineer 


workforce. 


Reorganization: 


DTRA Civil Engineers perform work in Facilities and Operations (on Joint Staff Integrated 


Vulnerability Assessment (JSIVA) Teams), and in Research and Development (R&D) (design and 


construction of test structures). End‐strengths for the operational teams and the research and 


development groups are based on program funding received from customer service requests, 


and the facilities end strength is a function of the total Agency population needs. Therefore, 


overall DoD budget constraints are the overriding factors. Additionally, the combination of 


natural attrition and the hiring pause in reaction to DoD guidance could prevent DTRA from 


reaching end‐strength targets if attrition‐related vacancies cannot be filled.  


If funding for reimbursable services and testing programs becomes available, end‐strength 


levels may be affected by a variety of other factors, including speed of the hiring process, 
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quality of personnel available in the labor market, and security clearance and investigation 


processes. 


Current and Future Skill/Competency Requirements 


The recommendations of the USACE National Technical Competency Team (NTCT) are being 


used in conjunction with the USACE Civilian Human Capital Strategic Plan to develop and 


implement strategies to close critical competency gaps in USACE and the Army. Identifying 


technical competency gaps and developing strategies to close the gaps, including recruitment 


and proficiency gaps, are of key importance. The NTCT has evaluated USACE future mission and 


workload levels; the role of resources, skills, and competencies in mission execution; and the 


ways in which USACE should be organized to deliver these services. Strength requirements are 


an integral part of this continued analysis, as competency and recruitment data are used to 


identify numbers of employees and the associated skill levels needed to perform the work. 


The competency gaps between entry level employees and retirement‐eligible or seasoned 


employees are vast. Many of the competencies are developed over time. For some 


competencies, there are proficiency levels within various stages of career development that 


must be expanded to contribute to the success of worldwide missions. There are also potential 


critical gaps among mid‐career‐level employees. 


The Army is working to gather information from the other service Components. Army 


participates in an Office of the Secretary of Defense (OSD) working group with the Air Force, 


Navy, Marine Corps, and representatives from across the Army to identify OSD‐level core 


competencies. 


The Army accounts for ≈85% of all DoD Civil Engineers and is utilizing 0810 Civil Engineer 


competency information to build professional development maps that span employee career 


paths. Functional competencies, proficiency levels, education, certifications, and recommended 


professional organizations are determined based on grade level or pay bands. Also included are 


potential career opportunities by Command, leadership training, and self‐development tools. 


In 2010, Air Force Civil Engineers developed occupational competencies that apply to the entire 


career field. Additionally, the Air Force plans to develop specific occupational competencies for 


the 0810 series by adapting existing developmental plans created for PALACE Acquire (PAQ) 


interns and leveraging the Arm’s and Navy’s occupational competency models. Air Force Civil 


Engineers have identified four primary occupational competencies for the entire Civil 


Engineering career field:  


 Acquisition  


 Asset management 


 Regulatory compliance 


 Technical proficiency 


These competencies will assist Air Force in developing a comprehensive map of work 


experience, education, training, certification, and licensing required for each occupational 
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series and grade level in the Civil Engineering career field. The map will serve as a guide for 


career development.  


Navy engineering competency model efforts are critical to future success. Competency is 


gained through experience with in‐house design, management and review of 


Architectural/Engineering contracts, support to construction, and engineering consultation. The 


importance of gaining experience through in‐house design is to learn discipline‐specific design 


practices and coordination requirements for other disciplines and maintain accuracy and 


professionalism in the delivery of Naval Facilities Engineering Command (NAVFAC) products and 


services supporting execution goals. 


The USMC is in the process of identifying, defining, and validating baseline competencies 


established by the USMC Community of Interest (COI) in January 2008. The organization’s next 


steps include conducting a USMC validation workshop; identifying community SMEs, and 


refining available data. USMC will identify SMEs to validate baseline competencies and conduct 


a benchmark study of labor market data, including: demographic projections, age distribution, 


retirement eligibility, and future requirements. Simultaneously, they will initiate 


implementation into HR practices pending Department of the Navy guidance and formal USMC 


policy. USMC COI meetings are conducted quarterly. Competency development strategies are 


shared among the 20 USMC Communities. USMC Manpower and Reserve Affairs (M&RA) has 


provided funding to hire contractors to assist with the development of competencies for all job 


series. 


Current vs. Future Competencies 


Current Competencies Required  Future Competencies Required 


 During FY 2010, work began to identify 
competencies across DoD for this MCO 
utilizing the Army effort as a baseline; the 
Army 0810 workforce accounts for 85% of all 
Civil Engineers. Several Components are in 
varying stages of competency efforts and will 
support the DoD‐wide validation of 
competencies. 


 Technical competencies are divided into the 
following subspecialties (Note: 90 sub‐ 
competencies are associated with the listed 
specialties and are available by request): 


 Civil Specialty  
 Construction  
 Cost Engineer  
 Geotechnical  
 Hydraulic  
 Structural 


 Building and Construction 
 Civil Engineering 
 Contract Administration (general) 


 Development of Project Schedules 
(general) 


 Quality Management 
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MCO Analysis and Challenges 
Recruiting: 


The revocation of the Federal Career Intern Program (FCIP) has considerably slowed the hiring 


of interns across OSD. FCIP was one of the primary feeder programs for hiring professional, 


entry‐level staff. The Acquisition Expedited Hiring Authority (EHA) provides limited 


opportunities for hiring, such hiring for entry‐level positions and engineering positions that 


require a warrant. Between the revocation of the FCIP and the deployment of EHA for entry‐


level positions, there may be a dramatic decrease of new hiring. Guidance regarding the new 


Pathways Program is anticipated.  


There is a limited pool of individuals eligible to fill such positions. DoD is competing for the 


same talent as private sector industries.  


For Air Force bases, a lack of qualified referrals resulted in converting positions to the General 


Engineering series in order to attract a greater number of applicants. From 1994 to 2009, Air 


Force has seen a 36% reduction in the number of 0810s. The increase in General Engineers 


means an overall decrease in specific technical proficiency in the Air Force Civil Engineering 


workforce. Manpower constraints over the last two decades have resulted in the need to 


contract virtually all facility engineering design work to architectural and engineering design 


firms. 


Figure B2‐2: GS‐0810 Projected Gains, Losses, & Net Change 


 


Data generated by OPM/EHRI CIVFORS Application: Gains includes all personnel gains to the MCO as an aggregate of all 
Component gains, including new‐hires, transfers, and inactive status to active status. Losses include all personnel losses to the 
MCO as an aggregate of all Component losses including retirements, transfers, and active status to inactive status.  


The chart depicts the gains and retention (losses not‐to‐exceed) goals based on MCO targets and historical attrition patterns. 
For example, the MCO shown in the table projects ≈267 gain actions in Fiscal Year (FY) 2011 based on assumptions of FY 2011 
projected needs and ≈910 losses from historical trends. 


2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018


Gains 616 715 1064 1748 1487 267 782 796 944 936 951 951 951


Losses ‐770 ‐781 ‐844 ‐738 ‐909 ‐910 ‐902 ‐921 ‐919 ‐907 ‐912 ‐912 ‐912


Net Change ‐154 ‐66 220 1010 578 ‐643 ‐120 ‐125 25 29 39 39 39
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As a result, in‐house design capability has eroded to the extent that many Air Force Civil 


Engineers have little‐to‐no design experience. Limited in‐house technical proficiency results in 


increased costs and increased response times, because many installations are limited to 


contract architectural and engineering services. 


Certifications: 


A large percentage of engineers are required to maintain licensing in their respective states. 


Currently, in some cases, no funds exist centrally to reimburse the costs of professional 


licensure. Because continuing education requirements are mandatory to maintaining a license, 


individuals have increased personal expenditures for which they are not reimbursed. 


Attrition—Historical turnover concerns, projected turnover, e.g., retirement: 


Across OSD, attrition, coupled with the shrinking labor market pool, will have a direct effect on 


end‐strength targets. More than 40% of the present workforce is nearing retirement or over 


the age of 50. Retirements and other attrition are projected to continue to diminish the 


capacity and technical competency of the mission‐critical Civil Engineering workforce. These 


trends have continued for the past several years and are the subject of a variety of human 


capital initiatives. Attrition over the past three years in the 0810 series for Army civilians is 


averaging 4%. Thus, attrition rates and the need for additional staff to handle Civil Engineering 


workloads create significant staffing gaps in terms of capacity.  


Specific gaps between current and future competency requirements and current  


workforce proficiency:  


Civil Engineers usually have the technical and operational experience required for productivity. 


However, they require additional training as new concepts and programs are 


implemented/studied. 


Currently, there are a large number of entry‐level employees in the workforce. There are also a 


large number of retirement‐eligible or seasoned employees. This presents a potential critical 


competency gap among both entry‐level and mid‐career‐level employees.  
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Figure B2‐3: GS‐0810 Series Turnover (Historical/Predicted) 


 


Data generated by OPM/EHRI CIVFORS Application: Turnover percent is calculated by summing all losses from MCO and 
Component divided by the average strength of the beginning and end of the FY. 


 


Budget—Availability of funds for human capital and/or related strategic initiatives: 


While programs and funding exist to develop and retain employees, there is not sufficient 


funding to ensure effectively training is available for many employees. The funding for awards 


and retention incentives, such as tuition reimbursement, is also not centrally provided and is 


therefore an ineffective means of keeping the best‐qualified employees. 


Current budget cuts and suspensions in filling vacant positions impact the ability to recruit 


qualified personnel. For the Component population, DTRA is the most impacted by these cuts.  


Without knowledge of DTRA’s R&D initiative funding or the overall need of reimbursable 


services, it is not possible to know how these factors will impact specific mission objectives and 


requisite end‐strength levels. If DTRA is unable to fill attrition vacancies or increase end‐


strength to support mission expansion, insufficient resources may prevent DTRA from 


supporting missions. 


2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018


Air Force 21.6% 24.4% 29.1% 25.3% 23.9% 24.6% 23.8% 24.5% 23.1% 21.8% 21.9% 21.7% 21.7%


Army 10.5% 10.7% 11.7% 9.3% 10.8% 10.8% 11.5% 11.9% 12.1% 12.0% 12.0% 12.0% 12.0%


Navy 18.6% 19.4% 16.6% 13.6% 12.7% 12.2% 12.2% 13.1% 12.8% 11.8% 11.9% 12.0% 12.0%


Fourth Estate 19.0% 18.2% 27.6% 16.7% 16.5% 22.0% 12.1% 7.1% 11.1% 16.3% 10.3% 10.3% 10.3%


Total 12.1% 12.4% 13.2% 10.5% 11.6% 11.6% 12.1% 12.6% 12.6% 12.4% 12.4% 12.4% 12.4%
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Figure B2‐4: Years to Retirement Eligibility/Forecast Retirements (All 0810) 


 


Data generated by OPM/EHRI CIVFORS Application: Note that “Forecasted Retirements” are forecasted against projected future 
strength forecasts while other categories of Retirement Eligibility reflect the workforce as of 30 Sep 2010. 


 


MCO Strategies 


Strategy # 1  Narrative 


Constraint Addressed  Hiring reform, retention, and training and development 


Target Audience  Entry‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact  The revocation of the FCIP authority has slowed the hiring of 
interns in entry‐level positions and caused gaps in the hiring 
process. Existing authorities are limited in scope and no formal 
OPM guidance has been provided on alternatives.  


Currently, the Army is not appropriately funded to effectively hire 
the large numbers of interns needed to ensure a competent and 
trained future workforce. The Army Civilian Training and Education 
Development System (ACTEDS) intern program typically hires 
college graduates in Civil Engineering into a 2‐ or 3‐year 
development program. The program consists of a structured Intern 
Developmental Plan, rotational assignments, and web‐based and 
classroom training. The Air Force PAQ intern program typically 
hires four to ten Civil Engineering college graduates into a 2‐year 
development program. The program consists of a structured Intern 
Developmental Plan and allows for combining rotational 
assignments with classroom, technical, and managerial training. To 
attract qualified graduates, programs may use hiring bonuses, 
student loan repayments, and the worldwide engineer salary table 


Forecasted 
Retirements  
(0‐5 years)


Current‐5 6‐10 11‐15 16‐20 >20


Fourth  Estate 6 240 121 89 115 338


Navy 91 21 8 4 4 7


Army 712 2039 918 631 661 2206


Air Force 28 104 61 44 41 96


Cumulative 31.0% 45.3% 55.2% 65.8% 100.0%


Percentage 11.4% 31.0% 14.3% 9.9% 10.6% 34.2%
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to partially offset the pay differential between the public and 
private sectors. 


The Army, Navy, and Air Force will continue to use available hiring 
authorities to attract entry‐level talent. They will continue to use 
the Veterans Hiring Initiative and will continue their work 
expanding quality of work/life programs. Where applicable, these 
Components will use Recruitment, Relocation and Retention (RRR) 
and incentive programs, such as the non‐Federal service used to 
calculate leave program, both to help attract entry‐level talent. 
Use of local college campus recruiting still serves as additional 
avenue for reaching entry‐level personnel. Some changes to 
methods and places for advertising jobs will be used as internet 
technology expands. For instance, these agencies plan to expand 
use of the corporate recruiter and social media job search aids 
such as Monster, Facebook, and Twitter. 


DTRA states that entry‐level engineers typically would not be 
productive on their research and development (R&D) efforts, nor 
would they be able to apply some of the unique theoretical 
concepts of blast analysis on some of the JSIVA studies. Therefore, 
it may be advantageous to hire entry‐level engineers who are 
more comfortable with technology applications. These engineers 
could then be trained in theoretical concepts.  


Legislative Changes  FCIP authority has been revoked; therefore, implementation of 
OPM’s Pathways hiring authority program is critical to ensuring the 
continuation of the PALACE ACTEDS and other Component intern 
programs. Based on the difficulty in recruiting, developing, 
employing and retaining Science, Technology, Engineering, and 
Mathematics (STEM) qualified candidates, attention should be 
given to expanding direct‐hire authority and expedited hiring 
capabilities for 0810 Civil Engineers. 


Funding Required  Funding for the PAQ Intern Program is incorporated into Air 
Force’s Central Salary Account (CSA). The Army has a centralized 
intern program that provides about 30% of the overall target hiring 
needs for the 0810 population. Army G‐1 submits information 
through the annual Planning, Programming, Budgeting & Execution 
(PPBE) process and through Program Objective Memorandum 
(POM) cycles but does not receive adequate funding to hire the 
levels needed. Funding for DTRA staff comes from a variety of 
sources, depending on the specific program. 


Metrics to Assess 
Progress 


TBD if applicable 
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Strategy # 2  Narrative 


Constraint Addressed  Hiring, training, development, retention, and in‐house design 


Target Audience  Senior‐level 


Implementation Timeline  Ongoing 


Strategy Details & Impact  Engineers at this level usually have the technical and operational 
experience required to be productive; however, they need 
additional training as new concepts and programs are 
implemented/studied. Career ladder progression and identified 
developmental programs are used across DoD.  


The Air Force Civil Engineer career field uses professional 
credentials to evaluate and shape the development of its 
workforce. These credentials consist of a matrix for establishing 
recommended education levels, professional licensing, and the 
professional work experience desired for a given grade level. 
Currently, the career field is transitioning from professional 
credentials to institutional competencies and occupational 
competencies. Additionally, intermediate and senior‐level 
positions have been converted to the General Engineering series 
(0801) in order to attract a broader pool of qualified applicants 
to fill senior‐level positions. 


Army cites lack of promotions and salary increases as negative 
impacts for this demographic. To counter these challenges, Army 
will continue to use RRR bonuses and incentive programs. They 
will also continue to expand quality of work/life programs as well 
as use of the corporate recruitment and social media job search 
aids such as Monster, Facebook, and Twitter. Additionally, Army 
will continue to use EHA and any other RRR and incentive (leave) 
programs.  


Legislative Changes  Direct‐hire authority and expedited hiring capabilities for 0810 
Civil Engineers is needed. 


Funding Required  Air Force, Navy, Army, and USMC report that this area is not 
being addressed in the PPBE process. For DTRA, funding for staff 
comes from a variety of sources, depending on the specific 
program. 


Metrics to Assess Progress  TBD if applicable 
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