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Givilian IT Werkforce

Skills

h_
By Sandra J. Smith

Assessing the IT Civilian Workforce of Today

The first ever federal-wide information technology (IT) workforce
skills assessment survey was conducted during September 2003.
Sponsored by the Federal Chief Information Officers (ClIO) Coun-
cil, the Office of Management and Budget (OMB) and the Office
of Personnel Management (OPM), the Web-based survey was de-
signed to collect information from federal IT employees regard-
ing their current proficiency in a variety of competencies and skills,
certifications held, time spent on a variety of specialized job ac-
tivities and demographic information essential for workforce plan-
ning.

Drivers for IT Workforce Planning

The survey fulfills certain legal requirements for workforce assess-
ment and analysis and will assist in the development of Human
Capital Plans. It satisfies the E-Government Act (Section 209) re-
quirement to analyze the personnel needs of the federal govern-
ment relating to information technology and information re-
sources management,and the annual requirement of the Clinger-
Cohen Act (CCA) to assess the skills of the federal government IT
workforce.

Defining the IT Workforce

The survey was completely anonymous and voluntary, and tar-
geted civilian employeesin IT and IT-related positions. Although
they are an integral part of the IT workforce, military members
and contractor personnel were not surveyed. Civilian occupa-
tional series were used to identify the appropriate survey audi-
ence including the following traditional and nontraditional IT
series:

GS-0332 Computer Operation

GS-0334 Computer Specialist

GS-0335 Computer Clerk & Assistant

GS-0390 General Telecommunications

GS-0391 Telecommunications

GS-0392 Telecommunications Processing
GS-0854 Computer Engineer

GS-1550 Computer Scientist

GS-2210 Information Technology Management

Survey Statistics
The survey took approximately 10 to 20 minutes to complete. The
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DON had a 20 percent response rate based on 6,533 respondents.
While the survey was self-selecting (not a random sample), the
follow-on analysis is statistically valid with a small margin of error
and a high confidence level. The 1,333 DON respondents were
well-distributed across all major claimants and commands.

Now that the survey data has been collected, the DON Informa-
tion Management/Information Technology (IM/IT) Workforce
Management Team will review and analyze the data as the first
step of the DON CIO’s workforce analysis approach. Thisincludes
identification of potential skill and competency gaps based on
forecasted IM/IT workforce requirements. When this is complete,
an enterprise IT workforce strategic human capital plan, in line
with the President’s Management Agenda, will be developed as
aguide tofillidentified gaps. More information on the workforce
planning guide will be forthcoming from the Federal CIO Coun-
ciland DON CIO.

Survey Demographics

Survey demographics included questions relating to grade, age,
retirement, years of government service, years of IT industry ex-
perience and other factors. What emerged based on the re-
sponses was a profile of the“average IT worker”in the DON,which
is shown in Figure 1.

Profile of the DON Average IT Worker

...is between 46 and 50 years of age

..isa GS-12

...has over 20 years of federal government experience

...has little to no private sector experience

...is likely to retire in the next 10 to 20 years

...is fairly mobile (may leave the organization in the next 3 years)
..holds a Bachelor’s Degree

Figure 1.

The profile of the average DON IT worker matches the overall fed-
eral profile with the exception that federal IT workers are gener-
ally GS-13s, and have slightly more graduate degrees but fewer
doctorate degrees. Most respondents have a significant amount
of federal government service, they are relatively mobile and have
little private sector IT experience. Most respondents plan to re-
tire when they are eligible. Approximately 30 percent of respon-
dents indicated that they are eligible to retire within six years; 80
percent are eligible to retire in 20 years.

Initial Top Level Assessment

The survey asked respondents to assess their current proficiency
inaset of general (16 total) and technical (53 total) competencies.
The competency self-assessment used a five-point scale based
on the competencies that make up the GS-2210 occupational
series, since they can be mapped back to other job functions and
series (e.g., ClO competencies, GS-391s, GS-1550s). Figures 2 and
3 order the highest-rated technical and general competencies
based on the number and percentage of respondents who said
they were at the “5-Expert” proficiency level. The percentage is
based on the total number of DON responses (1,333).

The survey also asked respondents to indicate their IT-related certi-
fication areas and estimate the amount of time they spend




Figure 2.

Figure 3.

(extensive, moderate, minimal or none) on 10 different“specialized
job activities.” Figure 4 shows the top certification areas. Figure 5
shows the top activities where employees spend an extensive
amount of time.

The Analysis Phase

As noted, the survey collected the respondents’estimates and/or
self-assessment of the amount of time spent on specialized job
activities, proficiency in general and technical competencies, pro-
ficiency in IT-related skills and certifications held. The analysis of
the survey data is a necessary step of workforce assessment that
precedes workforce planning. When the data are paired with
other indicators such as the Federal Information Security Man-
agement Act (FISMA) or the Capital Asset Plan and Business Case
(Exhibit 300s), a more comprehensive view of the actual “bench
strength” of the workforce is provided. By correlating competen-
cies, skills and certifications to the amount of time individuals
spend on specialized job activities, we can make inferences about
adequate skills and competencies or the gaps in specific areas.

Sandra J. Smith is the DON CIO IM/IT Workforce Management Team
Leader.

Figure 4.

Figure 5.

Stay tuned...the results of the analysis
will be provided as Part Il of this article
in the next edition of CHIPS.

Editor’s Note: Go to page 22 for an article about the Federal Infor-
mation Security Management Act (FISMA). ]
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