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2011 was a challenging year for the Marine Corps Human 
Resources Community.  A unique set of external forces, from 
continued economic weakness and an austere federal budget 
environment to the end of government-wide growth resulted in 
a nearly year-long hiring freeze which impacted much of what 
we do.  However, in spite of these challenges we accomplished 
much as a Human Resources Community of which we can be 
proud. 

The hiring freeze afforded us an opportunity to forge a stronger 
partnership with the Marine Corps Financial and Manpower 
Communities, collaborating to implement new position 
management controls and tracking processes.  We improved 
how Marine Corps Functional Communities support employee 
development and growth by validating competencies and 
developing strategic plans.  The Marine Corps Wounded Warrior 
Program provided intern and employment opportunities resulting 
in 25 placements of Wounded Warriors.

2012 will bring continued challenges to the HR Community.  
We are in the midst of a new hiring wave, a result of lifting the 
hiring freeze; standing up and staffing Marine Corps Installations 
Command (MCICOM); preparing for changes in HR service 
delivery; and participating in a more complex classification 
environment. Continued fiscal constraints for the foreseeable 
future will force us to seek efficiencies in our processes and 
become more innovative in supporting our customers.

Our overriding goal for 2012 is to continue to improve upon how 
we manage, support and develop our most important asset – 
our Civilian Marines. To meet this goal we plan to launch several 
important initiatives:



Strategic Plan: Last year we worked with leaders across the Marine Corps to 
develop a unified approach to Strategic Planning.  We created a framework for managing 
our Civilian Marine workforce. We established the Civilian Workforce Strategic Plan 
defining the 2012 strategy for sustaining an expert, innovative, and dedicated Civilian 
Marine workforce.  This year we will refine our tools and processes and expand our 
scope to support the Human Resource Offices and Community of Interest Leaders as 
key components of the Strategic Planning process. 

Workforce Data Integration: Over the past few years, the Marine Corps has 
come forward as a leader in how we access and analyze workforce data. This year 
we plan to launch an integrated workforce data warehouse, and provide tools and 
processes to enable quick and meaningful analysis that can be performed by multiple 
customers with varying needs.

Workforce Development:  In 2011 the Marine Corps had the greatest number of 
HR registered participants in the Department of Navy’s Civilian Workforce Development 
Training Program (CWDT).  The increased emphasis on developing our workforce, 
especially Supervisors, led the Marine Corps to begin leveraging Total Workforce 
Management Systems (TWMS) and MarineNet opportunities for mandatory training.  
In 2012 we will continue our efforts to expand user access and communication between 
the two systems.

  As 2012 progresses, USMC Human Resources success will be measured by achieving 
our workforce goals as outlined in our Civilian Workforce Strategic Plan. I look forward 
to working with you on our continued efforts to build and sustain a world-class Civilian 
Marine workforce, and I sincerely hope you will be excited to join me in this endeavor.

Deborah J. Summers
Director, Civilian Personnel Programs
United States Marine Corps
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EACH YEAR THE DEPARTMENT OF THE NAVY
OFFICE OF CIVILIAN HUMAN RESOURCES (OCHR) REQUIRES 

THE MARINE CORPS TO CONDUCT A HUMAN CAPITAL PROGRAM 

ASSESSMENT. THE ASSESSMENT CONSISTS OF ANSWERING A 

SET OF QUESTIONS DESIGNED TO MEASURE THE HEALTH OF 

SPECIFIC HUMAN CAPITAL PROGRAMS AND ALSO INCLUDES A 

REQUIREMENT TO ANALYZE A DEFINED SET OF WORKFORCE DATA.

This report exists, in part, to meet the 
OCHR requirements.  However, since there 
is a significant level of effort involved in 
putting together this report, we feel that the 
audience should be expanded to include 
key stakeholders within the Marine Corps HR 
Community and select senior leaders such 
as those on the Marine Corps Civilian Career 
Advocacy Board (CCAB).  In order to best 
communicate to our expanded audience, 
the focus of the report goes beyond just 
answering the required questions to also 
include a review of the major events that 
impacted 2011, our goals and major 
initiatives for 2012, detailed workforce 
analysis that uses all available data and a 
description of our plan to use the analysis 
to impact activities at the Human Resource 

Office (HRO) level.

2011 IN REVIEW:
Prior to 2011, the Marine Corps had seen a 
steady growth in the Civilian Employee end- 
strength with an overall increase of over 27% 
from 2007 to 2010.  However, a convergence 
of internal and external factors including 
continued national economic weaknesses, 
political pressure to reduce government 
employment and projected reductions to 
the defense budget resulted in the Marine 
Corps instituting a hiring freeze for civilian 
employees for nearly all of 2011. 
 
The primary purpose of the hiring freeze 
was to reduce the number of on-board 
appropriated fund employees to a 
level supported by future labor budget 
projections.  The graph below shows the 
monthly progress in 2011 towards that goal:
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As shown in Figure 1, the hiring freeze reduced 
the appropriated fund on-board count from 
approximately 17,370 in December 2010 to 
approximately 16,250 by the end of 2011 – a 
decrease of over 6%. In addition to reducing 
on-board counts, the hiring freeze and the 
factors behind it have also led to fundamental 
changes in the position management 
processes within the Marine Corps. All 
employees will be matched to positions on the 
Table of Organization and Equipment (TO&E) 
and there will be a structured change review 
process to add or delete positions. Ultimately, 
this will benefit the Marine Corps and lead to 
a leaner, more efficient organization.

REPORT STRUCTURE:
This report presents an assessment of 
USMC Civilian Human Capital programs 
across 6 different functional areas.  Each 
section listed below will provide an overview 
of significant accomplishments in 2011 and 
plans for 2012.

o Strategic Alignment
o Workforce Analytics
o Leadership and Knowledge   Management
o Talent Management
o Hiring Reform
o HR Accountablitiy

A recurring theme in this year’s report is 
the access to and analysis of workforce 
data in order to make better decisions 
and to evaluate the success of Civilian HR 
Programs. A major focus for 2012 will be 
to develop a workforce analytics capability 
across the HR Community.  This report 

presents a detailed analysis of workforce 
demographics and recruitment/succession 
planning metrics and provides an overview 
of how that data will be used to develop 
strategic recruitment and staffing plans at 
each Human Resource Office (HRO) across 
the Marine Corps. Section 2 presents our 
analysis methodology and our overall results. 
Detailed analysis for every Marine Corps 
job series and HR Community demographic 
analysis can be found in the appendices:

o Appendix A: Detailed Workforce Analysis
o Appendix B: Demographic Analysis
o Appendix C: Employee Viewpoint Survey 
Analysis

Accompanying this report is a CD that 
provides supporting materials to help 
validate the status of Marine Corps Human 
Capital Programs and to provide additional 
information beyond what can reasonably fit 
into the report.  Attachments to the report on 
the CD are listed below and identified in the 
body of the report (example A1):

o   Attachment 1: Civilian Workforce Strategic 
Plan (CWSP)
o  Attachment 2: MARADMIN CWSP
 Announcement
o  Attachment 3: Marine Corps Vision and 
Strategy 2025
o  Attachment 4: Strategic Workforce
 Assessment And Planning Application
o  Attachment 5: Leadership Development 
Training Example
o    Attachment 6: USMC Conflict Management
 And Mediation Model (CM3) summary
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The information in this report will be analyzed 
by OCHR to determine the effectiveness of 
Marine Corps Civilian HR Programs.  We 
believe that the OCHR evaluation will show 
that the Marine Corps continues to stand 
out amongst our peers within the DON and 
will validate our continued leadership role in 
Civilian HR program management within the 
federal government.
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STRATEGIC ALIGNMENT1

San Diego, CA



A  M A J O r  f O C u S  i N  2 0 1 1  W A S  T H e
development of the Civilian WorkforCe StrategiC plan 
(CWSp).  the CWSp provideS a frameWork to Strengthen 
all aSpeCtS of the Civilian marine Work lifeCyCle and 
highlightS four StrategiC goalS that form the foundation 
of planS to develop and manage the Civilian WorkforCe:

o Goal #1:  Provide civilian workforce 
development opportunities to support career 
progression and growth.
o Goal #2:  Implement a competency based 
approach to total workforce management in 
order to shape the current and future workforce.
o Goal #3:  Enhance integrated military-civilian 
culture as one team to accomplish the Marine 
Corps mission.
o Goal #4:  Foster a work environment that 
encourages excellence.

For each goal listed above objectives have been 
identified, Initiatives will be defined to meet the 
objectives and measures will be put in place to 
track progress toward goal accomplishment.  
Also included in the CWSP is an overview of the 
strategic plan for each Marine Corps Community 
of Interest (COI).A1, A2 

The Marine Corps Vision and Strategy 2025 
guide is the principal strategic planning 
document for the Marine Corps and is intended 
to inform all Marines, both military and civilian, 
on the future direction of the Marine Corps.  
Individual Commands have strategic plans that 
are used in their local planning and performance 
management activities. A3

STRATEGIC WORKFORCE PLANNING:
Tremendous advances were made in the design, 
development and implementation of a Marine 
Corps Strategic Workforce Planning (SWP) 
Program in FY 11. In February we hosted a 3 day 
working group meeting with senior leaders from 
the Human Resources, Manpower and Finance 
communities and achieved the goal of developing 
a standard approach to SWP that will ultimately be 
implemented Marine Corps wide – see Figure 2.
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In 2011 we also encouraged the COI 
Leaders to become more engaged in 
conducting strategic workforce planning 
for their communities.  Each COI Leader 
participated in a comprehensive review 
of all Marine Corps positions by functional 
area, priority and mission focus, and 
offered feedback on the impact of proposed 
reductions of positions.  This information 
was aggregated and used to develop long-
term position requirement forecasts.

Finally, we made significant progress in 
how we will access and utilize workforce 
data to support our SWP efforts.  Through 
coordination with key Marine Corps and 
DON stakeholders we laid the groundwork 
to launch, in FY 12, a comprehensive 
Workforce Analytics initiative.   Our ultimate 
goal in pursuing this initiative is to achieve 
a positive Return on Investment (ROI) by 
integrating and analyzing workforce data 
to enable organizations across the Marine 
Corps to improve workforce planning 
activities, make more informed workforce 
decisions, streamline human resource 
processes, and provide ready access to 
current information about the workforce.  
To achieve this goal we have developed 
the following approach:

o  Step 1 – Identify workforce data sources
o Step 2 – Integrate and understand the 
workforce data
o Step 3 – Identify key workforce analysis 
metrics 
o Step 4 - Develop and deliver workforce 
analysis capability to customers

o  Step 5 – Manage and report on workforce 
metrics to return value
o  Step 6 – Evaluate and improve workforce 
data integration and analysis capability

We plan to use the Total Workforce 
Management Service (TWMS) to integrate 
Marine Corps workforce data that currently 
exists in many different databases.  As 
full data integration is achieved, access 
to the data will be amplified through our 
excel-based applications (apps) that are 
specifically designed to enable quick 
analysis and utilization of workforce data 
to support many different functional 
requirements. 

Last year the Performance Awards Review 
Tool (PART) App used TWMS data to 
standardize the year end awards board 
process across the Marine Corps and to 
track award spending levels to ensure 
compliance with DoD and DON policy.  
The Strategic Workforce Assessment and 
Planning (SWAP) App was used to develop 
all the workforce analysis contained in this 
report.A4  It will be launched in April 2012 for 
use by HROs to help develop their strategic 
recruitment plans and by COI leaders and 
managers as a way to better understand 
the risks to their workforce and how to 
tailor succession planning and employee 
development efforts.  Figure 3 provides a 
visual diagram of how the Marine Corps 
will use available technology to achieve 
our workforce data analysis goals.
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WORKFORCE ANALYTICS2

MCB, Quantico



THe eND Of THe HiriNg freeZe iN LATe 2011
releaSed a Surge of pent-up reCruitment and Staffing demand 
that, When added to the projeCted poSition baCkfillS due 
to loSSeS and retirementS, Will greatly impaCt the uSmC hr 
Community in the firSt half of 2012.  to help prediCt Where 
the reCruitment and Staffing demand Will be Coming from 

and what job series are most impacted we 
have decided to focus our analysis efforts in 
this report on three metrics: Projected 2012 
Non-Retirement Loss Rate, Projected 2012 
Retirement Rate, and Weighted Vacancy 
Rate Index.

Through analysis of these metrics for 
every civilian job series we have identified 
those occupations most at risk from both 
a recruiting/staffing and a succession 
planning standpoint. Using this same data 
we have also projected the number of 
positions that will have to be filled for every 
job series in 2012.  This section will provide 
an explanation of our analysis methodology 
and an overview of our analysis results.  Our 
complete analysis can be found in Appendix 
A – Detailed Workforce Analysis.

NON-RETIREMENT LOSS RATE:
To develop the projected 2012 non-
retirement loss rate for every USMC civilian 
job series we calculated the non-retirement 
loss rates for the past 4 fiscal years (2008 
– 2011) and averaged these numbers to 
create a 4-year average loss rate.  As 
can be seen in Figure 4, in 2010 the non-
retirement loss rate was significantly less 
than the 4 year average.  Possible reasons 
for this may include negative factors in 

the national economy (unemployment 
peaked at 10% at the beginning of FY10) 
and continued perceived opportunity for 
advancement in the Marine Corps (civilian 
on-board count grew by 1104 employees in 
FY10).  In 2011 these trends reversed, the 
economy stabilized and began to improve 
(private sector job growth was the highest 
since 2005) and the Marine Corps began 
to reduce on-board count (FY11 on-board 
decreased by 939 employees.)

PROjECTED RETIREMENT RATE:
We chose to break out retirements from other 
types of losses due to the outsized impact 
they have on the organization.  As seen in 
the Figure 4 above, retirements historically 
only count for approximately 30% of yearly 
losses, however, retirees are more likely to 
fill senior positions and possess a wealth of 
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accumulated institutional knowledge that is 
more difficult to replace.

To project retirement rates for every USMC 
civilian job series we analyzed every 
retirement in the Marine Corps from FY 
08 - 11 to determine when the retirements 
occurred with respect to the employee’s 
retirement eligibility.  In analyzing this data 
we found that it was rare that an employee 
chose early retirement and that retirement 
rates are relatively stable until 6 years past 
the retirement date.  Table 1 shows the 
segmented retirement population categories 
and the rate at which the employees in each 
category retired from FY 08 – 11.  

There was a significant increase in retirements 
in 2011 versus the previous 3 years.  This 
result was likely due to improving economic 
factors and government employment factors, 
like the pay freeze, that provide less incentive 
for employees to remain on the job past their 
retirement dates. 

Once we understood the Marine Corps 
historic retirement rates by category, 
we used a December 2011 employee 
demographic report to determine the number 

of employees currently in each retirement 
eligibility category.  By applying the weighted 
retirement rate averages we were able to 
calculate the projected number of employees 
that will retire in 2012 and the associated 
retirement rate for each job series.  Weighted 
averages were used because we believe 
current economic and government trends that 
impacted retirements in 2011 will remain the 
same in 2012.

FIGURE 5 TAKEAWAYS:
Figure 5 provides a graphical representation 
of how the Marine Corps Civilian Workfoce 
has changed from 2007 to 2011.

o By the end of FY11 only 8,458 of the 15, 
890 employees that were on board at the end 
of FY07 remain.  Almost 50% turnover during 
this 4 year period. 
o In 2008 and 2009 there was higher internal 
turnover than 2010 and 2011 possibly due to 
NSPS (easier movement between positions).
o Retirements were relatively low in 2009 and 
2010 – below 500, but increased to well over 
600 in 2011 as the economy improved (huge 
stock market gains and gradually falling 
unemployment rates)
o Insourcing in 2009 and 2010 had a major 
impact on the increase in the Civilian Marine 
population – by over 3000 employees in that 
two year span
o The 2011 Hiring Freeze resulted in much 
lower gains for the year and much higher 
losses than the previous year – due to lack 
of opportunities in the Marine Corps for 
employee advancement
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*Weighted average = (FY08-10 AVG + FY11) / 2
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WEIGHTED VACANCY RATE INDEx:
As part of the process to end the hiring freeze 
the Marine Corps conducted an enterprise-
wide vacancy review.  This review, completed 
in December 2011, consisted of compiling all 
vacant civilian positions and prioritizing those 
positions using a high, medium, low scale. 
Marine Corps vacancies identified during this 
process are found in Figure 6.

Once we understood the vacancy rate for 
all civilian job series we used this number 
along with the prioritization data to determine 
a Weighted Vacancy Rate Index (WVRI).  In 
developing this index we assumed that a low 
priority vacancy has half the impact on the 
organization as a medium priority vacancy and 
1/4th the impact as a high priority vacancy.  

To calculate the WVRI we took 25% of the 
number of low priority vacancies, 50% of the 
number of medium priority vacancies, and 
100% of the number of high priority vacancies.  
This number is then divided by the total 
number of positions to determine WVRI.  The 
overall USMC WVRI is 8.71%.

RISK ANALYSIS:
For each of the three metrics described in this 
section we determined risk thresholds and a 
risk score outlined in Table 2.  For example if a 
job series has exceeded the medium threshold 
for two metrics and the high threshold for one 

metric then the overal risk score equals 4.  
The risk scores for each metric were totaled 
for each job series to determine overall risk:

S TA F F I N G / R E C R U I T M E N T 
PROjECTIONS:
In addition to estimating the staffing/recruiting 
and succession planning risk associated 
with each USMC civilian job series in 2012 
we also projected the number of positions 
that would need to be filled for each series.  
We accomplished this using the following 
equation: (Proj Non-Ret Loss Rate + Proj Ret 
Rate)* Dec 2011 On-Board Counts) + (# of 
Vacancies above 10%)

The total projected number of jobs to be filled 
for the entire Marine Corps in 2012 is 3,860.   
This projection is most useful for the Human 
Resource Office staff and should be used to 
help develop annual staffing and recruitment 
strategic plans. 
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TAbLe 2: riSk LeVeLS
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OVERVIEW OF RESULTS
To depict the results of both the risk analysis 
and staffing/recruitment projections we 
developed a quad chart (Figure 7) that 
provides a graphical representation of 
both measures for each job series and the 
combined net impact on the organization: 

figure 7: key MeTriC ANALySiS CHArT



LEADERSHIP &
KNOWLEDGE MANAGEMENT3

MCB, Camp Kinser, Okinawa



ONe Of THe MOST iMPOrTANT gOALS Of THe
Civilian WorkforCe StrategiC plan (CWSp) iS to enSure that 
high performing employeeS are identified and provided 
leaderShip development opportunitieS. to aCCompliSh 
thiS, the marine CorpS muSt maintain an ability to attraCt, 
retain, and develop talented employeeS Who Will 
remain in the organization throughout their CareerS. 

In recognizing the importance of this goal 
a centralized approach to leadership 
development has been established to 
identify and train leaders from across the 
Marine Corps.

The Lejeune Leadership Institute (LLI) 
was established in 2005 to advance 
the study and practice of leadership 
excellence throughout the Marine Corps.  

As part of its mission, the LLI maintains 
a Civilian Leader Development Program 
(CLDP) and has developed a leadership 
education curriculum for Civilian Marines. 
To implement the program the LLI provides 
funding and support to Human Resource 
Development, Strategic Advisors (HRD, 
SAs) at the Marine Corps Command level. 
Figure 8 below shows the relationship 
between the LLI and the CLDPs.
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The CLDP is an academic initiative 
addressing leadership competencies for 
Civilian Marines and is composed of two 
learning tracks that provide entry through 
executive level education.  Within the CLDP 
there are two tracks. The Centrally Managed 
Civilian Leadership Courses (CMCLC) track 
is a series of leadership courses provided by 
the government or commercial institutions 
for board selected Civilian Marines. The 
Regional Civilian Leadership Curriculum 
(RCLC) is a multicourse, instructor led, 
blended leadership seminar curriculum.  
The learning outcomes of the two tracks 
are complimentary which ensures Marine 
Corps leadership qualities, competencies, 
and core values are adequately stressed 
and reinforced throughout a Civilian Marines 
career. In FY 11 the LLI built, managed, 
and sustained the CMCLC catalog that 
was shared with all HRD, SAs and made 
available on the LLI website.  

The LLI also sent out specific course 
notifications to all HRD, SAs so they were 
able to market the courses and solicit 
participation from their Civilian Marines.  
Because there were limited course seats 
available for the eligible GS 14-15 employees, 
a deliberate and careful selection process 
was used. The process for participation 
started with each HRD, SA soliciting, 
screening, and nominating applicants for 
participation in specific courses.  The LLI 
then collected nominations from the HRD, 
SAs, organized review boards, certified 
board recommendations, and forwarded 
those recommendations to the DON or 

appropriate teaching institutions.  By the end 
of the fiscal year, 103 employees had either 
completed or were currently participating in 
the program.

The LLI also supported leadership 
development by providing funds for local 
leadership courses.  HRD, SAs identified 
courses, recruited participants, requested 
funding from the LLI, and administered 
participation in local leadership courses.  
This approach was very successful for FY 
11 with 5,969 Civilian Marines completing 
this type of leadership education. 
 
Of note, both of these approaches use 
leadership development courses that are 
compliant with competencies addressed in 
the DoD leader development continuum.  The 
leadership development curriculum includes 
opportunities for mentoring, developmental 
assignments, shadowing, and leadership 
interviews.   Course examples include the 
DoD Executive Leadership Development 
Program and the U.S. Graduate School 
Executive Leadership Program. The LLI 
continues to build a comprehensive 5-course 
leadership development curriculum that 
will bolster Civilian Marines’ access to 
leadership development courses.
    
HRD, SAs play a very important role in 
the management of the leadership and 
knowledge management programs at 
the Command level as outlined in Figure 
8.  HRD, SA’s are responsible for the 
identification of the Command leadership 
cadre, conducting leadership training 
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needs surveys, tracking and reporting on 
training completion, monitoring the training 
budget and conducting analysis on losses 
and leadership succession requirements.  
Detailed supporting documentation that 
demonstrates an example of the systematic 
approach utilized to meet all of the HRD, 
SA responsibilities is provided as an 
attachment. A5
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TALENT MANAGEMENT4

MCAS, Yuma



THe AbiLiTy TO ATTrACT HigH PerfOrMiNg
employeeS and manage programS that develop and help retain 
thoSe employeeS iS vital to the SuCCeSS of any organization.  
the marine CorpS reCognizeS thiS and haS made a Commitment 
to enSure that job appliCantS With demonStrated potential 
beCome Civilian marineS and that talented employeeS 
remain With the organization throughout their CareerS.  

One way to ensure that this goal is met 
is through the efforts of the Marine Corps 
Communities of Interest (COIs). 

In FY11 COIs participated in a facilitated 
Strategic Planning workshop where 
they developed mission and vision 
statements and identified the goals of their 
communities.  Many of these goals are 
focused on supporting talent management 
initiatives such as building and sustaining 
professional development; promoting the 
use of recruitment/retention initiatives and 
programs; developing/promoting career 
progression models and roadmaps; and 
enhancing competency proficiency.  
Through continued effort to achieve their 
goals and in their ability to identify workforce 
issues unique to their communities, COI 
leaders will play a key role in fostering the 
growth of talent within the Marine Corps.

To attract and retain talented employees 
it is essential that advancement, training 
opportunities, and job postings are 
communicated as widely as possible.  
HRO personnel provide training to all 
new supervisors to help meet this goal.  
Training topics include: Internal Hiring, 

External Recruitment, Structured Interview 
Guidelines, and RPA Procedures.

HRO personnel also work closely with 
managers to provide input and advice on 
recruitment strategies specific to individual 
hiring actions. Prior to and throughout 
the recruitment process, HR specialists 
offer advisory services and one-on-one 
training with respect to structuring interview 
questions, resume reviews, background 
checks, and area of consideration. 
Compliance with merit systems and 
principles is extremely important. To ensure 
that this compliance is met, HROs provide 
training on applicable merit principles and 
prohibited personnel practices to all hiring 
managers.

To retain talented employees it is important 
to understand how they feel about their jobs.  
Each year OPM surveys a representative 
sample of employees across the federal 
government to determine employee 
perceptions of their agency’s strengths 
and weaknesses and to gauge levels of 
satisfaction with different aspects of their 
work environment.  The Marine Corps 
analyzes results of the Federal Employee 
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Viewpoint Survey (FEVS) to determine areas 
of excellence versus the DON, DoD and the 
Rest of Government (ROG) and to identify  
areas where additional work is needed.  The 
figure below provides an overview of the 
Marine Corps survey results for 2011 broken 
out into six different indices.  A full analysis of 
the FEVS can be found in Appendix C.

Results of the FEVS will be communicated 
throughout the Marine Corps via this report 

and through posting of the Marine Corps 
FEVS results on the Civilian Marine website.  
Plans are currently being put into place to 
enable all Civilian Marines to participate in 
the 2012 FEVS survey.  MPC is working with 
OPM to identify and implement strategies 
to increase survey marketing and response 
rates.  One strategy will be the use of a paper-
based survey form for those employees 
without easy access to a computer while at 
work.
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figure 9: feVS iNDeX ANALySiS

jOB SATISFACTION LEADERSHIP & KNOWLEDGE MGMT

RESULTS ORIENTED PERF CULTURE TALENT MANAGEMENT

EMPLOYEE MANAGEMENT SUPPORT FOR DIVERSITY
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HIRING REFORM5

MCLC, Albany



HiriNg NeW eMPLOyeeS ,  frOM THe
development of poSition deSCriptionS to reCruitment, 
Candidate SeleCtion and aCCulturation iS at the Core of What 
We do aS a Community.   We have alWayS plaCed a Strong emphaSiS 
on improving hiring praCtiCeS and 2011 WaS no exCeption.
Currently, one of the moSt important marine CorpS hiring 
initiativeS iS the Wounded Warrior intern program (WWip),

established to provide training and 
employment services to wounded, ill and 
injured Marines pending medical separation.  
In 2011, seven WWIP hiring events were 
conducted across the country, providing 
services such as resume writing, interview 
techniques, and networking opportunities 
with civilian hiring managers.  Last year 278 
Marines and 63 hiring mangers participated 
in the hiring events and 25 of those 
participants were placed in internships.  
In 2012 we plan to continue this effort and 
hope to increase relationships with hiring 
managers to increase internship placement 
and to set up an e-mentoring program for 
Wounded Warriors.

The Hiring Freeze greatly impacted hiring 
efforts across the Marine Corps in 2011.  
While a hiring freeze is not a positive 
endeavor – either from an organizational 
or personal perspective - it did provide an 
impetus to complete a vacancy review and 
prioritization initiative used in our analysis 
presented in Section 2. It also afforded the 
HR Community the time to conduct planning 
that will improve both the hiring process and 
applicant experience.  A sampling of best 

practices implemented in 2011 includes:

o Development of a checklist for managers 
that highlights what items managers 
should have ready before they even start 
recruitment actions (ie: evaluation criteria, 
interview questions, panel members with 
alternates identified, etc.)
o Business rules that require a job offer 
within 24 hours of a selection being made.
o  Delivery of training on how to expedite the 
hiring process and provide information on 
all of the available means to fill vacancies 
such as the Wounded Warrior Program.
o Tracking of extension requests, 
identification of root causes  and possible 
solutions.
o Metrics that identify the specific 
competencies experiencing high vacancy 
rates or longer than normal time-to-fill.

As part of the president’s hiring reform, 
USMC participated in a DoD process 
improvement team  in San Antonio Texas, 
in order to review and revise the hiring 
process to meet OPM’s hiring timeline of 
80 days, end-to-end.  The team identified 
and eliminated unnecessary steps and 
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developed configuration requirements for 
an automated DoD action tracking tool that 
will integrate key systems used during the 
hiring process and provide relevant metrics 
to be used to determine success.

In 2012, upon completion of our workforce 
data integration initiative, we will be able 
to track all vacant positions and the time to 
fill those vacancies.  This will provide key 
data that can help improve our recruitment 
and placement statistics. TWMS will track 
all Requests for Personnel Action (RPAs), 
providing insight as to how RPAs move 
through the system and where targeted 
improvements to processes can be made.

One of the key factors in improving the 
hiring process is increased engagement of 
senior leaders and managers.  Across the 
Marine Corps, HR professionals are seeking 
to increase engagement by:

o Working directly with hiring managers 
to ensure required competencies are best 
reflected in the job posting to recruit the 
best candidate for the position,
o Developing and delivering training – this is 
especially important as many of the senior 
leaders and hiring managers are military 
personnel who rotate every two to three 
years,
o Participating in weekly staff meetings and 
providing a recruiting update to Command 
leaders on a regular basis,
o Marketing special hiring authorities and 
programs such as the Wounded Warrior, 
Spouse preference, Workforce Recruitment 

Program, Disabled Veterans Outreach 
Programs (DVOPs) and Local Veteran 
Employment Representatives (LVERs),
o Coaching managers throughout the hiring 
process.

The hiring experience forms the basis for 
a new employee’s first impression of the 
organization and is vital in attracting and 
retaining high performing employees.  
Across the Marine Corps, HR professionals 
are working to improve the applicant hiring 
experience by:

o Marketing USAJobs and providing training 
on its use for both current employees and 
prospective applicants,
o Conducting community outreach and 
specifically targeting disabled veterans, 
college students, military spouses, etc.,
o Uploading training information and 
fact sheets on HRO websites for wide 
accessibility.H
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HR ACCOUNTABILITY6

MAGRFTC, Twenty Nine Palms



MOST MAriNe COrPS Hr eMPLOyeeS WOrk 
in one of the 17 human reSourCe offiCeS diStributed aCroSS the 
united StateS and abroad to Support Civilian marineS Working 
in WorldWide loCationS.  hroS are the only interaCtion that 
moSt Civilian employeeS have With the hr Community and aS SuCh 
are the baCkbone of hr ServiCe delivery in the marine CorpS.  
the better that the hroS manage and deliver hr programS

and services the more successful the entire 
HR COI will be.  For this reason increased 
attention and support is focused on 
ensuring that the HROs continue to deliver 
world class HR services and continue to 
improve on a year by year basis.

CUSTOMER SATISFACTION:
One of the most important metrics 
used to evaluate the effectiveness of 
HR is customer satisfaction. Within the 
Marine Corps we have tracked customer 
satisfaction scores since 2007 and the 
results show that our service levels are 
improving on a yearly basis and that we 
remain leaders in the DON in HR service 
delivery

Each year the DON conducts a customer 
engagement survey to measure 
satisfaction with HR services among 
civilian managers and supervisors. The 
survey asks employees to identify their 
satisfaction with HR services using a 5 
point scale. 

o  1 = Very Dissatisfied, 
o  2 = Somewhat Dissatisfied, 

o  3 = Neither Satisfied nor Dissatisfied, 
o  4 = Somewhat Satisfied, 
o  5 = Satisfied 

The customer engagement survey 
measures satisfaction levels across seven 
different functional areas.  In each of 
the areas the Marine Corps has shown 
improvement since 2007 and in all but 
one (Labor and Employee Relations) the 
Marine Corps meets or exceeds overall 
DON scores. Results since 2007 by 
functional area, and a comparison to the 
DON score for this year, can be seen in 
the figure on the next page.

HRO COMPLIANCE:
One of the primary responsibilities of MPC 
is to provide policy guidance and to ensure 
compliance in Human Capital Program 
Management.  This is completed through 
use of the Inspector General’s Functional 
Area Checklists and through regular site 
visit evaluations of each HRO. At least two 
site visits to HROs are conducted per year. 
A full report is prepared and provided to 
the HRO upon conclusion of the site visit. 
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Programs that are regularly monitored for 
compliance include: 

o  Equal Employment Opportunity
o  Training and Development
o  Recruitment and Staffing
o  Drug Free Workplace Program
o  Alternative Dispute Resolution Program A6

For example, the Marine Corps centrally 

manages the Drug Free Workplace 
Program (DFWP) and requires regular 
reporting from across the organization 
to ensure regulatory compliance and to 
track program status.  Each Marine Corps 
Command is responsible for designating 
a Drug Program Coordinator (DPC) to 
manage the DFWP for their organization.  
If an employee tests positive for illegal 
drugs the following actions are taken: 
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figure 10: 2011 CuSTOMer eNgAgeMeNT SurVey reSuLTS



o The employee’s supervisor is informed 
of the positive result on the same day and 
the employee is removed from the Testing 
Designated Position (TDP) immediately.
o All positive tests are tracked. Proposed 
removal of the employee from Federal 
Service is initiated upon a second finding 
of illegal drug use.  Depending of the 
severity of the matter, removal action may 
be initiated after the first positive test.
o The SF-50 is used to document any 
disciplinary/adverse actions taken and the 
type of drug specified from the test result
o The DPC contacts the Command Security 
Manager to suspend the employee’s local 
access and the DON Central Adjudication 
Facility is notified immediately. 
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DETAILED WORKFORCE
ANALYSISA

MCB, Camp Lejeune



THe WOrkfOrCe ANALySiS PreSeNTeD
in thiS appendix provideS the detailed analySiS behind the 
riSk analySiS preSented in SeCtion 2.  a graphiC highlighting  
riSk level of SeleCt job SerieS iS preSented beloW in figure 
11 and on the proCeeding pageS eaCh of the three metriCS 
(non-retirement loSS rate, retirement rate, and Weighted 
vaCanCy rate index) are analyzed individually With a narrative

explanation as to why certain job series may 
be at risk.  Our complete analysis table is 
also included and provides the risk analysis 
results for all occupational series with more 

than 50 employees (79 different series). At 
the end of this Appendix we discuss the 
projected staffing/recruitment requirements 
and the impact to the HR Community.
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figure 11: OVerALL riSk ANALySiS
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TAbLe 3: riSk ANALySiS OVerALL reSuLTS 
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TAbLe 3 CONTiNueD:

*Mission Critical Occupations are listed in grey text.



• Both 0326 (Office Automation) and 0560 (Budget Analysis) had extremely high loss rates and significant 
reductions in on-board count in 2011.  This could be due to a phasing out of these series as 0343 
(MGMT and Program Analysis) and 0501 (Financial Administration) have seen corresponding increases 
in on board count.   • 0083 (Police) has seen dramatic increases in on-board count since 2007.  The rush 
to add so many employees could have contributed to poor hiring decisions and a higher than expected 
loss rate.  As the on-board count stabilizes this series should be monitored to see if loss % decreases   
• 0201 (HR Management) has maintained a stable loss rate since 2008 with the exception of 2010 when 
the loss rate was only 5.85%.  We expect 2012 levels to be similar to last year.

• Occupation series that fall into the Industrial & Trades and Facilities communities dominate the list of 
highest projected 2012 retirement rates.  Additional analysis should be done to determine if succession 
plans and knowledge transfer processes are in place to ensure loss of essential technical skills do 
not impact mission accomplishment    • 0201 has a relatively high projected retirement rate (medium 
risk).  Since HR personnel are spread out throughout the Marine Corps additional analysis should be 
completed to determine the HROs projected to be most impacted by retirements.
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TAbLe 4: TOP 10 & 0201 NON reT LOSS rATeS

TAbLe 5: TOP 10 & 0201 reTireMeNT rATeS

*Example: OPT 8+ = 8 years beyond optional retirement date.



• 2210 (IT Management) is most at risk due to a high number of total vacancies.  IT positions can be 
hard to fill in some areas of the country (Southern California, DC Metro).  A comprehensive staffing plan 
should be developed and vacant position PDs should be reviewed to determine if required competencies 
are reflective of future requirements    • 0083 has a large number of high priority vacant positions. This 
series should continue to be monitored to determine if vacant positions are a systemic issue.    • 0201 
has a higher than average number of vacant positions that need to be filled – most likely due to the hiring 
freeze and the portability of HR skills to any government agency.  

• These occupation series, primarily as a result of their size, will require significant recruitment/staffing 
effort in 2012. To calculate this number we use the three risk metrics so Recruitment Projection should 
be the primary metric used in development of recruitment/staffing plans
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TAbLe 6: TOP 10 & 0201 VACANCy rATeS

TAbLe 7: TOP 10 & 0201 reCruiTeMeNT PrOJeCTiONS



DEMOGRAPHIC ANALYSISB
MAGRFTC, Twenty Nine Palms
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GEOGRAPHIC DISTRIBUTION

D
E

M
O

G
R

A
P

H
IC

 A
N

A
LY

S
IS

4
3

ACCeSS TO CurreNT DeMOgrAPHiC DATA
iS a vital Component of an effeCtive WorkforCe analytiCS 
program.  through the marine CorpS data integration 
initiative thiS data Will be available to all hr profeSSionalS 
in the marine CorpS uSing tWmS.  Standard demographiC 
reportS Can be generated in tWmS and loaded into the 
SWap app to inStantly Create demographiC ChartS and 
tableS at any level in the organization. the graphS 
beloW and on the proCeeding pageS provide analySiS of 
the uSmC Civilian employee and 0201 SerieS populationS.

figure 12: uSMC DeMOgrAPHiCS
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figure 12 CONTiNueD:

RETIREMENT ELIGIBILITY AS % OF OB

* Numbers on X-Axis represent years past optional 
retirement date. 

*



ON BOARD COUNT PAY GRADE DISTRIBUTION
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figure 13: 0201 DeMOgrAPHiCS



EMPLOYEE VIEWPOINT
SURVEY ANALYSISC

MCB, Camp Lejeune
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THe feDerAL eMPLOyee VieWPOiNT
Survey (fevS) iS a tool that meaSureS employeeS’ 
perCeptionS of Whether, and to What extent, ConditionS 
that CharaCterize SuCCeSSful organizationS are 
preSent in their agenCieS. thiS Survey WaS adminiStered 
for the firSt time in 2002 and then repeated in 2004, 2006, 
2008, 2010, and moSt reCently in april of 2011. the Survey:

o Provides general indicators of how well the 
Federal Government is running its human 
resources management systems.
o Serves as a tool for OPM to assess individual 
agencies and their progress on strategic 
management of human capital.
o Gives senior managers critical information 
to answer the question: What can I do to make 
my agency work better?

SURVEY ADMINISTRATION:
Each time the survey is administered a random 
sample of employees across the federal 
government is chosen to participate.  In 2011, 
2000 Marine Corps Civilian employees were 
sent a link to the FEVS and 862 responded – a 
42% response rate.
  
Data collected from the FEVS is weighted 
to produce survey estimates that accurately 
represent the population since unweighted 
data are likely to produce biased estimates of 
population statistics. Weighting correct for the 
underrepresentation of FWS employees in the 
Marine Corps survey respondent population.  In 
2011 FWS employees made up approximately 22% 
of the Marine Corps civilian population but only 9% 
of the employees that responded to the survey.

SURVEY STRUCTURE:
The 95-item survey includes 11 demographic 
questions and 84 items that measure 
federal employees’ perceptions about 
how effectively agencies manage their 
workforces. The items in the questionnaire 
are grouped into eight topic areas that 
respondents see as they proceed through 
the survey: Personal Work Experiences, 
Work Unit, Agency, Supervisor/Team 
Leader, Leadership, Satisfaction, Work/Life, 
and Demographics.
  

SURVEY ANALYSIS:  
OPM has developed five indices that 
include a group of related questions within 
the FEVS that are used to analyze survey 
results.  Four of the indices are based 
on the Human Capital Assessment and 
Accountability Framework (Job Satisfaction, 
Leadership and Knowledge Management, 
Results Oriented Performance Culture, and 
Talent Management) and the fifth index 
measures Employee Engagement. The final 
index, Support for Diversity, was developed 
by the Partnership for Public Service as part 
of their Best Places to Work rankings.
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The Marine Corps 2011 overall scores were 
compared to three different benchmark 
groups:  Rest of Government (ROG), DoD 
and the DON.   To analyze trends since 
2002, each Marine Corps index score was  
compared against the DON in all survey 
years where data was available.  Scores 
were determined by averaging the positive 
response %’s for each question in the index.  
A response is considered positive when the 
employee answers Strongly Agree or Agree 
to the question.   The survey questions have 
changed slightly over the years.  For this 
reason, trend analysis since 2002 is not 
possible for some indices

SURVEY RESULTS:
In 2011, the Marine Corps had higher 
scores when compared to the ROG on most 
questions and lower scores on most questions 
in comparison to DOD and the DON .  Figure 
14 shows the % of Marine Corps questions 
that had postive response %’s equal to or 
higher than the benchmark.  For example, the 
Marine Corps scored equal to or greater than 
the DON on only 36% of the questions. 

For each index, scores from 2002 to 2011 
for both the Marine Corps and the DON 
are provided in the Table 8.  The graphs in 
Figure 15 are provided as a way to visualize 
trends since 2002.

figure 14: feVS 2011 OVerALL reSuLTS

USMC VS DON USMC VS DOD USMC VS ROG

TAbLe 8: uSMC VS DON iNDeX SCOre COMPAriSON
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CONCLUSION:  
When comparing the USMC overall scores 
versus the three benchmark groups there are 
no significant differences.  A comparison of 
Marine Corps scores to DON scores for the five 
FEVS Indices shows no significant differences 
either.  The Marine Corps scores for these 
indices are in line with overall DON scores 
since 2002.  However, there is a significant 
difference between the Marine Corps and the 
DON in the Support for Diversity index score:

o Marine Corps employees are less likely to 
agree that there are policies and programs 
to support diversity in the workplace
o Fewer Marine Corps employees believe 
that supervisors are committed to a 
workforce representative of all segments 
of society or work well with employees of 
different background

figure 15: uSMC VS DON iNDeX SCOre TreNDS
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SUPPORT FOR DIVERSITY:
A list of the questions that comprise this 
index and the scores since 2002 for both 
the Marine Corps and the DON is provided 
below.  Survey Question #34 is the primary 
driver behind the difference in scores 
between the Marine Corps and the DON.  

The USMC average score on question #34 
over the past 6 surveys is 51.5% while the 
average DON score is 58.1% - a difference 
of almost 7%.  An increase in this score 
could be achieved using a low cost training 
and communications solution.

*Prior to 2010 Question 45 read:  Supervisors/team leaders in my work unit are committed……  This may account for 
the increase in positive response % in 2010

figure 16: uSMC VS DON SuPPOrT fOr DiVerSiTy TreNDS

2012:
The FEVS 2012 survey may be the first time 
that the USMC will include the entire Civilian 
workforce in a single employee engagement 
survey.  In the past, APF and NAF employees 
were not included in the same survey.  Most 
recent employee engagement surveys were 
administered through web-based surveys 
thereby excluding employees without valid 
email accounts.  

A census survey of the entire Civilian 
workforce to include both APF and NAF 
employees, even those without email 
accounts, will provide a new opportunity for 

the USMC.  The past FEVS surveys included 
a random sample of USMC APF employees 
only.  The census survey will allow the 
USMC the opportunity to compare results 
from a new population of NAF employees 
(approximately 42% of the workforce) 
and may provide different results and 
conclusions than past surveys.  

The USMC leadership will invest in the entire 
workforce and provide every employee the 
same opportunity to be heard.  Leadership 
is committed to improving the culture for the 
entire Civilian workforce.  The decision to 
conduct a total census survey also supports 
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the USMC Civilian Workforce Strategic Goal 
#3, Enhance integrated Military-Civilian 
culture as one team to accomplish the 
Marine Corps mission. 


