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Figure 1. Relative Importance of competencies across IT Acquisition workforce 

 
Criticality: 1 = not critical; 2 = somewhat critical; 3 = fairly critical; 4 = very critical; 5 = extremely critical.   

Frequency: 1 = almost never; 2 = rarely; 3 = occasionally; 4 = frequently; 5 = very frequently 
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Figure 2. Relative proficiency in competencies across IT Acquisition workforce 

 
Criticality: 1 = not critical; 2 = somewhat critical; 3 = fairly critical; 4 = very critical; 5 = extremely critical.   

Proficiency: 1 = awareness; 2 = basic; 3 = intermediate; 4 = advanced; 5 = expert 
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Figure 3. IT Acquisition competency model 
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Table 1.  Participation rates by IT Acquisition workforce component 

Component Population Responded Response rate 

Air Force 1259 356 28% 

Army 2414 568 24% 

Navy/Marine Corps 1941 541 28% 

Other Defense/4th Estate 452 144 32% 

TOTALS: 6066 1609 27% 
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Figure 4. Reported IT Acquisition community association 

 
n = 1590 

  
 

Information Technology Program Management Test and Evaluation

4th Estate 7% 1% 0%

Air Force 15% 4% 2%

Army 28% 3% 1%

Navy 25% 3% 3%

Grand Total 75% 10% 6%



 

 

Figure 5.    Occupational/Job Code Series 

Job/Code 
4th Es-

tate 
Air 

Force 
Army Navy 

2210 78% 68% 73% 79% 

301 2% 5% 9% 1% 

1550 0% 3% 3% 5% 

343 3% 6% 0% 2% 

391 3% 3% 3% 2% 

854 3% 1% 2% 1% 

855 0% 1% 1% 2% 

335 0% 1% 0% 0% 

340 0% 0% 0% 1% 

346 0% 1% 1% 0% 

801 3% 1% 1% 1% 

856 0% 0% 0% 1% 

1101 2% 2% 1% 0% 

1515 0% 0% 0% 1% 

1520 0% 0% 0% 1% 

1910 2% 0% 0% 0% 

2299 0% 0% 1% 0% 

51A 1% 0% 1% 0% 

63A 0% 1% 0% 0% 

Other 1% 7% 2% 4% 

n = 1579 

Experience 



 

 

Figure 6. Reported years of IT Acquisition experience 

 
n = 1588 

Military vs. civilian status 

Less than 5
years

5 to 10 years 11 to 15 years 16 to 25 years
More than 25

years

4th Estate 3% 2% 1% 2% 1%

Air Force 9% 6% 3% 4% 1%

Army 14% 8% 5% 4% 3%

Navy 14% 8% 6% 4% 2%

Grand Total 40% 25% 15% 14% 7%



 

 

Figure 7. Reported military/civilian experience 

 
n = 1590 

Active Duty Military
Federal Civilian - No Prior

Military Service
Federal Civilian - Prior

Military Service

4th Estate 0% 4% 5%

Air Force 2% 7% 14%

Army 1% 14% 21%

Navy 1% 15% 18%

Grand Total 3% 40% 57%



 

 

Figure 8.  Reported pay bands within IT Acquisition 

n = 1587 

Broadband
II

Broadband
III

Broadband
IV

GS-10 or
below

GS-11 to
GS-13

GS-14 or
higher

Other Pay
Plan

4th Estate 0% 0% 0% 0% 6% 2% 0%

Air Force 0% 1% 0% 0% 17% 2% 1%

Army 1% 7% 3% 2% 19% 2% 2%

Navy 1% 3% 3% 1% 15% 4% 8%

Grand Total 2% 11% 6% 3% 58% 10% 11%



 

 

Career level and certification level 

Figure 9. Reported career levels within IT Acquisition 

 
n = 1342 

Entry Journey Senior

4th Estate 1% 4% 4%

Air Force 2% 10% 10%

Army 3% 16% 17%

Navy 2% 15% 17%

Grand Total 7% 44% 48%



 

 

Figure 10. Reported certification levels within IT Acquisition 

 
n = 1582 

Education 

Figure 11. Reported education levels within IT Acquisition 

 
n = 1587 

Not Achieved One Two Three

4th Estate 0% 1% 4% 3%

Air Force 4% 7% 8% 4%

Army 3% 9% 9% 14%

Navy 6% 10% 7% 10%

Grand Total 14% 27% 28% 30%

High school
diploma

Associate
degree

Bachelors
degree

Masters
degree

Doctoral
degree

Other

4th Estate 1% 1% 3% 4% 0% 0%

Air Force 2% 3% 7% 10% 0% 1%

Army 4% 5% 14% 11% 0% 1%

Navy 5% 4% 14% 7% 0% 2%

Grand Total 12% 14% 38% 31% 1% 4%



 

 

Figure 12. Reported STEM degrees 

 
n = 1577 

Other demographic and intentions data  

No Yes

4th Estate 4% 5%

Air Force 11% 11%

Army 16% 19%

Navy 16% 18%

Grand Total 47% 53%
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Section 4:  Relative importance of competencies 
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Relative importance of competencies: IT Acquisition 

workforce 



 

 

Table 2. Relative importance of competencies across IT Acquisition workforce 

 
Green shading indicates those competencies rated as highly important (frequency AND criticality >3.0).  Yellow shading 

indicates competencies determined to be of medium importance (frequency OR criticality >3.0).  Red shading indicates low 

importance competencies (frequency AND criticality <3.0).   
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Relative importance of competencies: Fourth Estate 



 

 

Table 3. Relative Importance of competencies across the Fourth Estate 

 
Green shading indicates those competencies rated as highly important (frequency AND criticality >3.0).  Yellow shading 

indicates competencies determined to be of medium importance (frequency OR criticality >3.0).  Red shading indicates low 

importance competencies (frequency AND criticality <3.0).   
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Relative importance of competencies:  Air Force 



 

 

Table 4. Relative importance of competencies across Air Force 

 
Green shading indicates those competencies rated as highly important (frequency AND criticality >3.0).  Yellow shading indi-

cates competencies determined to be of medium importance (frequency OR criticality >3.0).  Red shading indicates low im-

portance competencies (frequency AND criticality <3.0).   
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Relative importance of competencies:  Army 



 

 

Table 5. Relative importance of competencies across Army 

 
Relative Green shading indicates those competencies rated as highly important (frequency AND criticality >3.0).  Yellow 

shading indicates competencies determined to be of medium importance (frequency OR criticality >3.0).  Red shading indi-

cates low importance competencies (frequency AND criticality <3.0).   
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Relative importance of competencies:  Navy 



 

 

Table 6. Relative importance of competencies across Navy 

 
Green shading indicates those competencies rated as highly important (frequency AND criticality >3.0).  Yellow shading 

indicates competencies determined to be of medium importance (frequency OR criticality >3.0).  Red shading indicates low 

importance competencies (frequency AND criticality <3.0).   
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Table 7. Relative importance of competencies across IT Acquisition workforce 

 
Green shading indicates those competencies rated as highly important (frequency AND criticality >3.0).  Yellow shad-

ing indicates competencies determined to be of medium importance (frequency OR criticality >3.0).  Red shading 

indicates low importance competencies (frequency AND criticality <3.0). 



 

 



 

 

Section 5: Proficiency ratings 

 

 

 

Proficiency by career level: IT Acquisition workforce 



 

 

Table 8. Highly important competencies for IT Acquisition proficiency analysis 

Technical Competencies Professional Competencies 

 Deployment and Transition 
Planning 

 Requirements Management 

 Technical Reviews and Audits  

 Partnering 

 Communication 

 Problem Solving 

 Strategic Thinking 

 Achievement Orientation 

 Accountability 

 

Table 8 shows competencies considered to be highly important by at least two of the three defined career 
levels. 



 

 

Table 9. Mean proficiency for IT Acquisition 

   
Yellow shaded competencies are those competencies considered to be highly important by at least two of the three 

defined career levels.  Green shaded numerical values are those areas in which the workforce reported proficiency 

levels above the relative career level’s calculated Grand Average.  Competency values indicate relative proficiency, as 

reported by respondents:  <2 = Awareness; 2 to 3 = Basic to Intermediate; 3 to 4 = Intermediate to Advanced; >4 = 

Advanced to Expert proficiency.  Progression line shows graphic pattern of proficiency across career levels. 
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Proficiency by career level: Fourth Estate 



 

 

Table 10 Highly important competencies for Fourth Estate proficiency analysis 

Technical Competencies Professional Competencies 

 Requirements Manage-
ment 

 Risk Management 

 Technical Reviews and 
Audits 

 Software Development 
and Systems Engineering  

 Partnering 

 Communication 

 Problem Solving 

 Strategic Thinking 

 Achievement Orientation 

 Accountability 

 

 

Table 10 shows competencies considered to be highly important by at least two of the three defined ca-
reer levels. 
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Table 11. Mean proficiency for the Fourth Estate 

   
Yellow shaded competencies are those competencies considered to be highly important by at least two of the three 

defined career levels.  Green shaded numerical values are those areas in which the workforce reported proficiency 

levels above the relative career level’s calculated Grand Average.  Competency values indicate relative proficiency, as 

reported by respondents:  <2 = Awareness; 2 to 3 = Basic to Intermediate; 3 to 4 = Intermediate to Advanced; >4 = 

Advanced to Expert proficiency.  Progression line shows graphic pattern of proficiency across career levels. 



 

 

 

Proficiency by career level: Air Force 

Table 12. Highly Important competencies for U.S. Air Force proficiency analysis 

Technical Competencies Professional Competencies 

 Deployment and Transi-
tion Planning 

 Requirements 
Management 

 Technical Reviews and 
Audits  

 Partnering 

 Communication 

 Problem Solving 

 Strategic Thinking 

 Achievement Orientation 

 Accountability 

Table 12 shows competencies considered to be highly important by at least two of the three defined ca-
reer levels. 



 

 

Table 13. Mean proficiency for U.S. Air Force analysis 

  
Yellow shaded competencies are those competencies considered to be highly important by at least two of the three 

defined career levels.  Green shaded numerical values are those areas in which the workforce reported proficiency 

levels above the relative career level’s calculated Grand Average.  Competency values indicate relative proficiency, as 

reported by respondents:  <2 = Awareness; 2 to 3 = Basic to Intermediate; 3 to 4 = Intermediate to Advanced; >4 = 

Advanced to Expert proficiency.  Progression line shows graphic pattern of proficiency across career levels. 
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Proficiency by career level: Army 



 

 

Table 14. Highly important competencies for U.S. Army proficiency analysis 

Technical Competencies Professional Competencies 

 Requirements Man-
agement 

 Partnering 

 Communication 

 Problem Solving 

 Strategic Thinking 

 Achievement Orientation 

 Accountability 

 Entrepreneurship 

 

Table 14 shows competencies considered to be highly important by at least two of the three defined career levels. 
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Table 15. Mean proficiency for U.S. Army 

  
Yellow shaded competencies are those competencies considered to be highly important by at least two of the three 

defined career levels.  Green shaded numerical values are those areas in which the workforce reported proficiency 

levels above the relative career level’s calculated Grand Average.  Competency values indicate relative proficiency, as 

reported by respondents:  <2 = Awareness; 2 to 3 = Basic to Intermediate; 3 to 4 = Intermediate to Advanced; >4 = 

Advanced to Expert proficiency.  Progression line shows graphic pattern of proficiency across career levels. 



 

 

Proficiency by career level: Navy 

Table 16. Highly Important Competencies for U.S. Navy Proficiency Analysis 

Technical Competencies Professional Competencies 

 IT Legal, Policy, and Regula-
tory Environment 

 Requirements Management 

 Information Assurance/ Cy-
bersecurity  

 Partnering 

 Communication 

 Problem Solving 

 Strategic Thinking 

 Achievement Orientation 

 Accountability 

 Entrepreneurship 

 

Table 16 shows competencies considered to be highly important by at least two of the three defined career levels. 



 

 

Table 17. Mean proficiency for U.S. Navy 

  
Yellow shaded competencies are those competencies considered to be highly important by at least two of the three 

defined career levels.  Green shaded numerical values are those areas in which the workforce reported proficiency 

levels above the relative career level’s calculated Grand Average.  Competency values indicate relative proficiency, as 

reported by respondents:  <2 = Awareness; 2 to 3 = Basic to Intermediate; 3 to 4 = Intermediate to Advanced; >4 = 

Advanced to Expert proficiency.  Progression line shows graphic pattern of proficiency across career levels. 
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Section summary 



 

 

Section 6: Intentions and predictors 

Age, retirement, and departure intentions 

Figure 13. Reported age range of IT Acquisition workforce 

 

n = 1570 

Less than 35 years
old

36 to 45 years old 46 to 55 years old over 55 years old

4th Estate 1% 2% 4% 3%

Air Force 2% 5% 10% 6%

Army 4% 8% 14% 10%

Navy 4% 8% 15% 6%

Grand Total 10% 22% 43% 24%



 

 

Figure 14. Reported years until retirement: IT Acquisition workforce 

 

n = 1570 

Figure 15. Reported Intentions to Leave IT Acquisition Career Field Within Six Months 

 

n = 86 

Unsure of intent Less than 4 years In 4 to 10 years More than 10 years

4th Estate 1% 2% 3% 4%

Air Force 2% 3% 6% 11%

Army 4% 4% 8% 20%

Navy 3% 3% 8% 19%

Grand Total 10% 13% 25% 53%

No Yes

4th Estate 8% 1%

Air Force 21% 1%

Army 34% 2%

Navy 31% 2%

Grand Total 95% 5%



 

 

Figure 16. Reported rationale for career field departure 

 

n = 86 

Competency boost 

To join another
career field

To move
elsewhere in

DOD

To move
elsewhere in
government

To move to
private sector

Other

4th Estate 1% 2% 1% 1% 3%

Air Force 2% 7% 5% 0% 10%

Army 9% 2% 2% 3% 12%

Navy 8% 6% 3% 2% 17%

Grand Total 21% 17% 12% 7% 43%



 

 

Table 18.  Reported top proficiency boost ~12 months: IT Acquisition workforce 
Competency #1 Selection 

IT Acquisition Strategies and Approaches 25% 

IT Project/Program Oversight 16% 

Enterprise Architecture 11% 

IT Legal, Policy, and Regulatory Environment 9% 

Data Management 8% 

Software Development Methodologies and Paradigms 7% 

Cost, Schedule and Performance Objectives 6% 

Continuous Process Improvement 6% 

Requirements Management 5% 

Business Case Analysis 4% 

Information Assurance/Cybersecurity 3% 

Table 19.  Most cited competencies for proficiency boost: IT Acquisition workforce 

Competency Times cited 

IT Project/Program Oversight 541 

Information Assurance/Cybersecurity 383 

IT Acquisition Strategies and Approaches 356 

Software Development and Systems engineering 226 

Enterprise Architecture 213 

Data Management 178 

Continuous Process Improvement 159 

Software Development Methodologies and Paradigms 148 

Requirements Management 145 

Software Testing and Evaluation 143 

n = 1447 



 

 

Mentoring and professional growth intentions 



 

 

Figure 17. Reported interest in professional growth programs 

 
n = 1460 

Figure 18. Reported willingness to serve as mentor 

 

n = 1461 

Unsure No Yes

4th Estate 1% 2% 5%

Air Force 5% 6% 11%

Army 7% 8% 21%

Navy 6% 9% 19%

Grand Total 19% 26% 55%

Unsure No Yes

4th Estate 1% 2% 5%

Air Force 5% 4% 13%

Army 9% 6% 21%

Navy 8% 6% 20%

Grand Total 23% 18% 59%



 

 

Impact of departing proficiency: IT Acquisition  
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Table 20. Proficiency exiting the IT Acquisition sxystem within four years 

 
Red shading indicates competency areas where the proficiency level of the departing workforce exceeds 
the remaining workforce by 0.50 or greater. Yellow shading indicates those competencies determined to 
be highly important by at least one career level. 



 

 

Table 21. Proficiency Exiting Component Systems Within Four Years 

 
Red Shading indicates competency areas where the proficiency level of the departing workforce exceeds the profi-
ciency of the remaining workforce by 0.50 or greater.  See Appendices D through J for a detailed view of compo-
nent dimensions. 
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Section 7:  Conclusion and next steps 
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Appendix A: IT Acquisition workforce 

competency model 

Unit of Competence Competency Element 

Acquisition Planning IT Legal, Policy, and Regulatory Envi-
ronment 

Element 1. Applies and/or assesses laws, policies, regulations, 
directives and guidance impacting the management and acquisi-
tion of DoD IT (e.g., USC Title 40 - Clinger Cohen Act, DoDI 
5000.02) to ensure the efficient and effective management of IT 
systems.   

IT Acquisition Strategies and  
Approaches  

Element 2. Applies and/or develops acquisition strategies that are 
best suited to IT Acquisitions (e.g., modular contracting, evolution-
ary acquisition) to obtain the most technical and business effective 
solution. 

Element 3. Evaluates the applicability of current and emerging IT 
Acquisition strategies to obtain the most technical and business 
effective solution. 

Capital Planning and Investment Con-
trol (CPIC)  

Element 4. Applies and/or assesses capital planning and invest-
ment control, methodologies, and approaches (e.g., select, con-
trol, evaluate, OMD Exhibit 300) to support achievement of critical 
business objectives. 

Business Case Analysis Element 5. Applies and/or assesses the rationale and key parts of 
building a business case to support achievement of critical busi-
ness objectives. 

Analysis of Alternatives (AoA) Element 6. Applies and/or assesses the rationale and use of an 
AoA to ensure a sound, data-based decision about how to meet 
critical objectives. 

Cost, Schedule and Performance 
Objectives 
 

Element 7. Assesses cost and schedule estimates for IT Acquisi-
tions to establish reasonable and practical performance expecta-
tions for the government in compliance with government rules and 
directives.   

Capability Planning Element 8. Applies and/or creates appropriate documents to satis-
fy IT capability development (e.g., JCIDS, Business Capability 
Definition within the Business Capability Lifecycle (BCL)) to ensure 
a clear understanding of intended objectives from program outset. 

Enterprise Architecture Element 9. Applies and/or assesses enterprise architectures (EA) 
and develops EA products (e.g., DODAF) to ensure compliance 
with DoD EA strategic goals.  

Data Management Element 10. Applies and/or develops Data Management Strate-
gies (DMS) to ensure compliance with DoD data management 
strategic goals. 

Software Development Methodologies 
and Paradigms  

Element 11. Applies and/or assesses appropriate software meth-
odologies (i.e., Agile, Scrum, Waterfall, Spiral Model, etc.) to es-
tablish reasonable and practical expectations for the 
government. 

Deployment and Transition Planning Element 12. Applies and/or assesses fielding and transition plans 
proposed for an IT system to establish realistic deliverable plans 
and schedules. 

Continuous Process Improvement Element 13. Applies the principles of continuous process im-
provement (e.g., BPR, Lean Six Sigma, CMMI) to ensure the 
highest quality in acquired products and services. 

Element 14. Applies principles and practices of continuous pro-
cess improvement to organizational needs and assesses results to 
improve the internal acquisition business processes of the gov-
ernment. 

Trade Studies Element 15. Assesses and interprets the results of, and assesses 
Trade Studies, to support program decision-making at various 
phases in the life cycle. 

Requirements Management Element 16. Uses basic requirements development and manage-



 

 

ment techniques to support the acquisition of needed IT systems. 

 Element 17. Articulates and effectively manages critical system 
requirements (e.g., safety, security, privacy) to ensure the effective 
execution of IT Acquisitions. 

 Element 18. Collects and synthesizes user and stakeholder re-
quirements as part of development activities for a given IT project, 
to ensure that all requirements are identified.   

IT Project/Program Oversight 
 

Element 19. Prepares direction/guidance in support of IT Acquisi-
tion reviews at various stages of the program life cycle. 
 

Program/Project 
Management 

Contracting for IT Systems Element 20. Knowledge of contracting stages and requirements 
for IT Acquisitions IAW the FARS and DFARS processes to pro-
vide a clear and correctly informed acquisition process.   

 Element 21. Formulates direction/guidance as Subject Matter 
Expert (SME) in support of Source Selection Evaluation Board 
(SSEB) for a given IT system acquisition. 

Best Practices Element 22. Applies applicable emergent and recommended prac-
tices, processes, tools, and strategies relevant to a given IT sys-
tem acquisition to leverage past experience with current IT 
investments.   

Software/ Systems Cycle  
Management 

Element 23. Applies and assesses methods, principles, and tools 
for planning and managing the software Acquisition and develop-
ment life cycle to establish reasonable and practical expectations 
for the government. 

Metrics and Measures Element 24. Applies and interprets different types of met-
rics/measures (e.g., requirements volatility, key personnel turno-
ver) that can be used to help manage IT system development. 

 Element 25. Develops a measurement program tailored to the 
needs of a given IT Acquisition effort to help manage IT system 
development. 

Risk Management Element 26. Applies the basic concepts of the risk management 
process to allow the government to evaluate and manage acquisi-
tions. 

 Element 27. Assesses potential program problems and develops 
well-formed risk statements and mitigation approaches to address 
them, to allow the government to evaluate and manage acquisi-
tions.   

 Element 28. Manages the implementation of a Risk Mitigation Plan 
for a given set of risk(s) on an IT project to minimize to potential 
impacts of these risks. 

 Element 29. Establishes viable Risk Management efforts aligned 
to the needs of a given IT development effort in conformance with 
the organizational needs and the needs of the procurement.   

Earned Value Management (EVM) Element 30. Uses the EVM implementation and monitoring pro-
cesses to support the government in assessing progress in an IT 
Acquisition.  

 Element 31. Analyzes the EVM data and evaluates the outputs of 
the EVM process to identify problem areas for a given IT devel-
opment effort. 

Software Testing and Evaluation Element 32. Develops direction/guidance in support of preparation 
of test plans and test management plans for IT system develop-
ment efforts to ensure that the government receives all expected 
deliverables and that those deliverables are fully functional.   

 Element 33. Selects V&V, IV&V and T&E processes applicable to 
a given IT Acquisition effort to provide maximum test & evaluation 
results in an efficient manner.   

 Element 34. Analyzes and assesses results of software testing to 
ensure that the government receives all expected deliverables and 
that those deliverables are fully functional. 



 

 
 Managing IT Investments as Port-

folios 
 

Element 35. Applies the analytical techniques and integrated pro-
cesses to manage IT capital investments as portfolio linked to 
specific agency objectives. 

Technical/System 
Management 

SW Quality Assurance (SQA) Element 36. Applies Software Quality Assurance (SQA) standards 
to ensure the use of effective quality programs in IT 
Acquisitions. 

Element 37. Evaluates and assesses a developer’s Software 
Quality Assurance (SQA) process to ensure the use of effective 
quality programs in IT Acquisitions. 

Technical Reviews and Audits Element 38. Participates in and assesses results of Technical 
Reviews, Audits, and Program Implementation Reviews (PIRs) 
used over the development life cycle for an IT system to support 
the ongoing management of IT Acquisitions. 

Information  
Assurance/Cybersecurity 
 

Element 39. Develops and applies IA and Cybersecurity require-
ments for adequacy and effectiveness of security measures, con-
tinuity of operations, and protection of systems and system 
content.   

Software Development and 
Systems Engineering 

Element 40. Applies the basic concepts of Systems Engineering to 
support the acquisition of fully integrated IT systems.   

 Element 41. Manages the interfaces between systems engineer-
ing, software development efforts, and project management activi-
ties to provide the most effective government-wide process to 
acquire IT systems.   

Accessibility 
 

Element 42.  Applies tools, equipment, technologies, and federal 
requirements to provide individuals with disabilities access to 
computer equipment, software, Web sites, etc.. 

Professional Partnering  Element 43. Develops networks and builds alliances; collaborates 
across boundaries to build strategic relationships and achieve 
common goals. 

Leading Change  Element 44. Demonstrates the ability to bring about strategic 
change, establish an organizational vision, and implement that 
vision in a continuously changing environment to meet ever-
changing operational goals. 

Communication Element 45. Communicates technical and complex concepts in a 
clear and organized manner, both verbally and in writing, to inform 
and persuade others to adopt and act on specific ideas. 

Problem Solving Element 46. Makes recommendations, using technical knowledge 
and experience, weighing the relevance and accuracy of infor-
mation, accounting for interdependencies, and evaluating alterna-
tive solutions. 

Strategic Thinking Element 47. Formulates and ensures the fulfillment of objectives, 
priorities, and plans consistent with the long-term business and 
competitive interests of the organization. 

Achievement Orientation Element 48. Demonstrates concern for working well or for compet-
ing against a standard of excellence. 

Element 49. Improves performance by making specific changes in 
the organization or own work methods to improve performance.  

Accountability Element 50. Holds self and others accountable for measureable 
high-quality, timely, and cost-effective results. 

Element 51. Determines objectives, sets priorities, and delegates 
work. 

Element 52. Complies with established control systems and rules. 

Entrepreneurship Element 53. Positions the organization for future success by iden-
tifying new opportunities. 

Element 54. Builds the organization by developing or improving 
products or services. 

Element 55. Takes calculated risks to accomplish organizational 
objectives. 



 



 

Appendix B: Military composition 

Figure 19. Military: respondents by component 

 
 

Figure 20. Military: rank composition 

 
 

Active Duty Military

4th Estate 2%

Air Force 61%

Army 20%

Navy 17%

E1 to E5 E6 to E9 O1 to O3 O4 or higher

4th Estate 0% 0% 0% 2%

Air Force 0% 13% 24% 24%

Army 2% 0% 0% 17%

Navy 0% 2% 2% 13%

Grand Total 2% 15% 26% 57%



 

Figure 21. Military: years of active duty service 

 
 

Figure 22. Military: intent to continue in federal service 

 
 

Figure 23. Military: level of certification 

 
 

Less than 5
years

5 to 10 years
11 to 15

years
16 to 20

years
21 to 25

years
More than 25

years

4th Estate 0% 0% 2% 0% 0% 0%

Air Force 9% 7% 15% 15% 13% 2%

Army 2% 0% 2% 9% 4% 2%

Navy 0% 0% 4% 9% 4% 0%

Grand Total 11% 7% 24% 33% 22% 4%

Unsure of Intent Yes No

4th Estate 0% 2% 0%

Air Force 38% 20% 4%

Army 7% 9% 2%

Navy 16% 0% 2%

Grand Total 60% 31% 9%

Not Achieved One Two Three

4th Estate 0% 0% 2% 0%

Air Force 24% 27% 4% 7%

Army 0% 7% 4% 9%

Navy 2% 7% 7% 0%

Grand Total 27% 40% 18% 16%



 

Appendix C: Fourth Estate frequency, 

proficiency, and criticality 



 



 

Appendix D: Fourth Estate exiting competencies 

 
Red shading indicates competency areas where the proficiency level of departing workforce exceeds the 
proficiency of the remaining workforce by 0.50 or greater. Yellow shading indicates those competencies 
determined to be highly important by at least one career level. 



 



 

Appendix E: Air Force frequency, proficiency, 

and criticality 



 



 

Appendix F: Air Force exiting competencies 

 
Red shading indicates competency areas where the proficiency level of departing workforce exceeds the 
proficiency of the remaining workforce by 0.50 or greater.  Yellow shading indicates those competencies 
determined to be highly important by at least one career level. 



 



 

Appendix G: Army frequency, proficiency, and 

criticality 



 



 

Appendix H: Army exiting competencies 

 
Red shading indicates competency areas where the proficiency level of departing workforce exceeds the 
proficiency of the remaining workforce by 0.50 or greater.  Yellow shading indicates those competencies 
determined to be highly important by at least one career level. 



 



 

Appendix I: Navy frequency, proficiency, and 

criticality 



 



 

Appendix J: Navy exiting competencies 

 
Red shading indicates competency areas where the proficiency level of departing workforce exceeds the 
proficiency of the remaining workforce by 0.50 or greater.  Yellow shading indicates those competencies 
determined to be highly important by at least one career level. 



 



 

Appendix K: Relative importance of competen-

cies: A comparative map 

 
Green shading indicates those competencies rated as highly important (frequency AND criticality >3.0).  
Yellow shading indicates competencies determined to be of medium importance (frequency OR criticality 
>3.0).  Red shading indicates low importance competencies (frequency AND criticality <3.0).   



 



 

Appendix L: Component demographics 

Figure 24. Reported IT Acquisition community association – component specific 

 
n = 1590 

 

Figure 25. Reported years of IT Acquisition experience – component specific 

  
n = 1588 

IT PM T & E SPRDE-SE Contracting Logistics

4th Estate 76% 6% 2% 6% 2% 0%

Air Force 69% 17% 9% 1% 2% 1%

Army 79% 9% 3% 2% 3% 2%

Navy 75% 8% 8% 6% 0% 2%

Less than 5
years

5 to 10 years 11 to 15 years 16 to 25 years
More than 25

years

4th Estate 34% 27% 13% 19% 8%

Air Force 38% 27% 12% 17% 6%

Army 40% 23% 15% 13% 9%

Navy 42% 24% 17% 12% 5%



 

Figure 26. Reported military/civilian experience – component specific 

  
n = 1590 

 

Figure 27. Reported pay bands within IT Acquisition – component specific 

  
n = 1587 

 

Figure 28. Reported career levels – component specific 

 

n = 1342 

 

 

Active Duty Military
Federal Civilian - No Prior

Military Service
Federal Civilian - Prior

Military Service

4th Estate 1% 48% 52%

Air Force 8% 31% 61%

Army 2% 39% 59%

Navy 2% 45% 54%

Broadband
II

Broadband
III

Broadband
IV

GS-10 or
below

GS-11 to
GS-13

GS-14 or
higher

Other Pay
Plan

4th Estate 1% 1% 3% 4% 69% 21% 1%

Air Force 2% 3% 1% 1% 81% 9% 3%

Army 2% 20% 7% 5% 54% 7% 6%

Navy 2% 8% 8% 2% 46% 10% 24%

Entry Journey Senior

4th Estate 6% 44% 50%

Air Force 9% 45% 47%

Army 8% 44% 48%

Navy 6% 45% 49%



 

Figure 29. Reported certification levels – component specific 

 

n = 1582 

Figure 30. Reported education levels – component specific 

 
n = 1587 

 

Figure 31. Reported STEM degrees – component specific 

 

n = 1577 

Not Achieved One Two Three

4th Estate 4.93% 14.08% 47.18% 33.80%

Air Force 17.56% 29.46% 36.83% 16.15%

Army 9.80% 26.38% 25.31% 38.50%

Navy 18.44% 30.23% 21.10% 30.23%

High school
diploma

Associate
degree

Bachelors
degree

Masters
degree

Doctoral
degree

Other

4th Estate 11% 13% 30% 40% 1% 4%

Air Force 7% 14% 32% 43% 0% 4%

Army 11% 14% 39% 31% 1% 4%

Navy 16% 13% 43% 22% 1% 5%

No Yes

4th Estate 44% 56%

Air Force 51% 49%

Army 45% 55%

Navy 48% 52%



 

Figure 32. Reported age range – component specific 

 
n = 1570 

Figure 33. Reported years until retirement – component specific 

 
n = 1570 

Figure 34. Reported interest in professional growth programs – component specific 

 
n = 1460 

Less than 35 years
old

36 to 45 years old 46 to 55 years old over 55 years old

4th Estate 8% 18% 43% 31%

Air Force 8% 21% 46% 25%

Army 12% 22% 39% 27%

Navy 12% 24% 45% 19%

Unsure of intent Less than 4 years In 4 to 10 years More than 10 years

4th Estate 6% 19% 31% 44%

Air Force 10% 15% 27% 48%

Army 11% 11% 22% 55%

Navy 9% 10% 25% 56%

Unsure No Yes

4th Estate 18 32 72

Air Force 67 92 160

Army 97 123 303

Navy 92 130 274



 

Figure 35. Reported willingness to serve as mentor – component specific 

 
n = 1461 

  

Unsure No Yes

4th Estate 19 26 77

Air Force 70 62 188

Army 136 82 305

Navy 117 90 289
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