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Total FM Workforce 53,460

Financial Management / 
Acquisition Workforce

FM/ACQ Workforce
8,743

FM Workforce
44,717

Total DoD FM
Military Workforce

21%
11,382

MIL 
Army
10%

MIL
Air Force

8%

MIL
Navy
3%

Total DoD FM
Civilian Workforce 

79%
42,078

CIV 
Army
18%

CIV 
Air Force

14%

CIV
Navy
15%

CIV 
4th Estate

32%

DFAS 55%

28% 22% 18% 32%

DoD FM Workforce Demographics civilian vs. military

16%
84%
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Civilian
Education Levels 

Less than Bachelor's Degree:  40%
Bachelor’s Degree:  38%
Advanced Degrees:  22%

Career Levels
GS 01-08/Equivalent:  20%
GS 09-12/Equivalent:  46%
GS 13-15/Equivalent:  34%

Age Distribution 
29 and Under:  6% 
30-39:  24%
40-49:  23%
50 and Over:  47% 

Retirement Eligibility 
Currently Eligible to Retire:  15%
Eligible to Retire Next Year:  3%
Eligible to Retire in Two to Five Years:  14%

Military
Education Levels 

Less than Bachelor's Degree:  57%
Bachelor’s Degree:  27%
Advanced Degrees:  16%

Career Levels
E01-09:  75%
O02-06:  24%
W01-05:  1%

Age Distribution 
29 and Under:  41%
30-39:  36%
40-49:  19%
50 and Over:  4%

Retirement Eligibility 
Currently Eligible to Retire:  7%
Eligible to Retire Next Year:  2%
Eligible to Retire in Two to Five Years:  8%

DoD FM Workforce Demographics civilian vs. military
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70
28
21
24

% of FMers eligible to retire between now & 5 years

FM occupational series
0501 0503 0505 0510 0511 0525 0530 0540 0544 0545 0560 0561 0599

35%

27%

49%

32%

26%

36%

31% 30% 31%

27%

35%

29%

1%
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35% Eligible to retire 
today

FM SES Retirement 
Eligibility

142 
# of FM SES across DoD 7%Additional 

FM SES Current Strength 
Totals

0 20 40 60 80

Army

Air Force

Navy

4th Estate 69
29
20
24

142 
Eligible to 
retire next 
year

42% Eligible to retire 
within 1 year

This means…
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Federal Employee Viewpoint Survey (FEVS)
FM Functional Community Responses
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ENGAGEMENT SATISFACTION

72%
Positive responses to 

Employee Engagement 
questions on the FEVS

2% increase over 2016

Positive responses to 
Employee Satisfaction 
questions on the FEVS

3% increase over 2016

70%

The FM Functional Community has continuously improved in 
Employee Satisfaction and Engagement over the last 4 years.
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USD(C)/CFO – Honorable David L. Norquist

Establishes policy and provides oversight DoD financial management workforce development

Senior FM Leadership Group
Oversees operation of the DoD-wide FM workforce (civilian and military) development, including 
providing oversight of the DoD FM Certification Program; meets bi-annually or at the call of the chair

FM Component Functional Community Managers (CFCM) Advisory Board
Provides input and recommendations on FM workforce development (civilian and military) policy and 
initiatives to the Senior FM Leadership Group; meets monthly, or as needed 

FM CFCM Working Group
Advises the FM OFCM on FM workforce development and Certification Program issues; meets quarterly

FM OSD Functional Community Manager (OFCM) – Ms. Glenda Scheiner
Responsible for working with Component FCMs (CFCMs) to monitor and track implementation 
of DoD-wide workforce development, including the DoD FM Certification Program

Roles of the OFCM and CFCMs are defined in policy

FM Functional Community Management 
Roles & Responsibilities
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FM Functional 
Community Managers

Air Force - CFCM
Ms. Lori Tucker

Army - CFCM
Dr. Dennis Davis

FM OFCM
Ms. Glenda Scheiner 

DoN - CFCM
Ms. Regina Watkins

DFAS - CFCM
Ms. Rosie Tinsley

DISA - CFCM
Mr. Christopher Barnhurst

(Acting)

DCAA - CFCM
Ms. Maureen Higgins

DLA - CFCM
Mr. Steve Turley

Other Defense Agencies
Visit FM Online to view FM POCs for other defense agencies and organizations 
https://fmonline.ousdc.osd.mil/Help/FMOnline-POCs.aspx
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FM Workforce Policy 
& Authorities 

Strategic Workforce
Planning

 FM Certification 
Policy

 Strategic Workforce
Planning Policy

 USD(C) Awards Policy

 FM Direct Hire 
Authority

The DoD FM Workforce Development Portfolio
Professional 

Development
FM Training & 

Resources
 DoD FM Strategic 

Workforce Plan

 Competency 
Management

o Development / 
Revalidation

o Alignment

o Assessment

o Job Item Library

 MCO Revalidation

 Workforce Metrics & 
Analytics

 FM Summit

 FM Certification 
Program

 FM Career Roadmaps

 Test-based 
Certifications

 Leadership Programs

 USD(C) Awards

 Support DoD FM 
Schools

 DoD Expeditionary 
Civilian Workforce

 FM STARs Program 
Pilot

 FM Online/FM myLearn

 FM Learning 
Management System

 Web-Based Courses

 FM IDP

 Course-to-Competency 
Alignment

 Tools/Resources for 
Certification Training

 FM Virtual Training

 Newsletters & Social 
Media

Continued Professionalization of the FM Workforce
10

Collaboration w/ Office of Personnel Management, Chief Financial Officers Council, 
Office of the Under Secretary of Defense (Personnel & Readiness)
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Strategic Workforce Planning is the systematic 
process for identifying and addressing the gaps 
between the workforce of today and the human 
capital needs of tomorrow

11
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DoD DIVERSITY 
AND INCLUSION 
STRATEGIC 
PLAN

DoD HUMAN 
CAPITAL 
OPERATING 
PLAN (HCOP)

OUSD 
LEVEL 
STRATEGY

DoD FM COMMUNITY STRATEGIC WORKFORCE PLAN 

AGENCY 
REFORM 
PLAN

SUMMARY 
OF THE 
NATIONAL 
DEFENSE 
STRATEGY
(2018)

AGENCY 
STRATEGY

(WORKFORCE 
RATIONALIZATION 
PLAN)

PRESIDENT’S 
MANAGEMENT 
AGENDA

DoD FM Workforce Strategic Alignment
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• Civilian Workforce Expertise – A modern, agile, information-advantaged 
Department requires a motivated, diverse, and highly skilled civilian 
workforce…The Department will also continue to explore streamlined, non-
traditional pathways to bring critical skills into service, expanding access to outside 
expertise, and devising new public-private partnerships to work with small 
companies, start-ups, and universities

National Defense Strategy Alignment

• Professional Military Education (PME) – Emphasizes independence of action in warfighting concepts to 
lessen the impact of degraded/lost communications in combat; a strategic asset to build trust and 
interoperability across the Joint Forces and with allied and partner forces

• Talent Management – Developing leaders who are competent in national-level decision-making requires 
broad revision of talent management among the Armed Services, including fellowships, civilian 
education, and assignments that increase understanding of interagency decision-making processes, as 
well as alliances and coalitions

13

FM Workforce Development aligns to the first line of effort: Build a More Lethal Force
“Cultivate workforce talent. Recruiting, developing, and retaining a high-quality military and 
civilian workforce is essential for warfighting success.”
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President’s Management Agenda 
Cross-Agency Priority Goal 3: Developing a Workforce for the 21st Century

• Realigning the workforce to the mission

• Aligning total compensation with 
competitive labor market practice

• Human capital management reforms

• Strategic Workforce Management

• Actively manage the workforce

• Agile Operations

• Continuous Learning

• Acquire top talent

14https://www.whitehouse.gov/wp-content/uploads/2018/03/Presidents-Management-Agenda.pdf
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…must enable senior leaders and front-line managers to align staff skills with evolving mission needs. This will require more nimble and agile management of the workforce, including reskilling and redeploying existing workers to keep pace with the current pace of change.




Engaged
Innovative
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FY 2019-2023 FM Strategic Workforce Plan (SWP)
• What is the SWP?

‒ Ambitious and far-reaching 4-year strategic plan

‒ Sets forth the strategy and goals that allow us to 
maintain a capable workforce that will meet 
today and tomorrow’s mission requirements

‒ Continues to build upon the best practices, 
tools, resources, and collaborative efforts that 
have been ongoing in the FM FC to address our 
current challenges• Why is the SWP important?

‒ Supports the Secretary's vision to enhance readiness, to make the military more lethal, 
and to do so using business practices that enhance performance and affordability

‒ Demonstrates our commitment to recruiting, training, and developing the best and 
brightest

‒ Exhibits the commitment our functional community has to building strategic alliances, 
promoting and rewarding innovation, and taking on initiatives that will strengthen our FM 
professionals and employees across the Department

‒ Helps us keep good stewardship at the forefront of our actions
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FM WORKFORCE DEVELOPMENT VISION & MISSION

VISION MISSION
To be the premier FM Community 
within the federal government, 
while operating within
an environment that 
enables business 
reform and develops 
and strengthens the 
DoD FM workforce in 
support of the Warfighter.

Provide the tools and resources to 
enable DoD FM organizations to 
recruit, hire, develop,
engage, and retain a 
diverse, agile, highly 
qualified, and 
motivated workforce 
of FM professionals to 
support lethality and 
readiness capabilities of the 
Warfighter.
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FY 2019 FM Strategic Themes
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Engaged
Innovate

4.0
Make DoD the Financial 
Management Employer of 
Choice

G
oa

ls
O

bj
ec

tiv
es

1.0
Strengthen the Financial 
Management Workforce to 
Achieve Current and Future 
Financial Management 
Requirements

3.0
Strengthen Partnerships and 
Customer Service to 
Enhance Financial 
Management Workforce 
Management

2.02.0
Enable Business Reform 
and Auditability in DoD

4.1
Foster Culture of Opportunity 
and Empowerment

1.1
Mitigate the Competency Gaps 
in the FM Workforce

3.1
Strengthen Communication 
within FM Workforce

2.1
Enhance Audit Capabilities 
Across the DoD 

4.2
Attract the Best and Brightest to 
DoD FM

1.2
Increase Leadership 
Development Opportunities 
Across the DoD FM Community

3.2
Strengthen Strategic 
Partnerships with FM 
Stakeholders

2.2
Increase the Use of Data to 
Produce Timely & Accurate 
Budgets

1.3
Enhance FM Workforce Career 
Broadening Opportunities 

3.3
Build Collaborative Relationships 
with HR Functional Community 
and Practitioners 

2.3
Promote Business Intelligence 
Across in the FM Workforce

1.4
Champion Succession Planning 
Across the FM Community

2.4
Increase Innovation
in the FM Workforce

Draft FM Workforce Strategy Map

Draft

Presenter
Presentation Notes
Dr. Clay



FM Workforce Development
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As of May 21, 2018

Percent Certified by Component*

20*Active members in the FM LMS

OUSD(C)
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• An automated, defense-wide individual development plan (IDP), integrated with 
FM competencies, FM Certification Program, and career roadmaps

• The FM IDP is an interactive, easy-to-use tool that supports communication 
between employees and their supervisors

• Key features:
̶ Pre-populated data specific to an employee’s occupational series, grade, and FM 

certification level

̶ Tailored knowledge, skills, and abilities; aligned to occupational series career objectives

̶ Integrated with individual’s FM Certification status and the FM Civilian Career Roadmap

̶ Suggests occupational series-specific options for experience, education, training, and 
leadership programs

22https://fmonline.ousdc.osd.mil/FMmyLearn/idp/default.aspx
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Career Goals Leadership Development TrainingFM Competency
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Remember to save 
your progress

Advance to next 
section

Enter your 
mid-term 

goals

Enter your 
long-term 

goals
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Supervisor 
comments

Employee comments

Career Goals Leadership Development TrainingFM Competency
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Examples of 
types of 

leadership 
development 
opportunities  
at your DFMC 

level

Enter other 
opportunities you want

Supervisor 
comments

Career Goals Leadership Development TrainingFM Competency
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Supervisor 
comments

Select DoD-
offered training

Enter other 
training not 

listed

Provide additional  
training information 

if needed

Career Goals Leadership Development TrainingFM Competency
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PDF Output
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Employee Data,  
Supervisor Data, 

and FM 
Certification 

Program 
Information

FM 
Competencies

Leadership 
Competencies

Other Required 
Courses

Leadership 
Development

Experience

Education

Training

Employee 
Goals

Supervisor 
Comments

Signatures

• This is an example of the 
PDF Output for someone 
who is working towards 
their level 2 FM 
Certification

• Example begins on the 
left and continues on the 
lower right hand side

• All 11 parts of the FM IDP 
are displayed on-screen 
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This is an example of the of an IDP PDF output.  This IDP is for someone working towards their level 2 FM Certification.



80 OUSD(C)Developed Web-Based Training Courses
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To help measure the professional development of each FM member, the DoD FM leadership developed and implemented a three-level Financial Management Certification Program.  The Program’s requirements are illustrated here, illustrating the requirements to achieve FM Certification Level 3.  

The DoD FM Certification Program was established as a framework to further develop and guide an already capable workforce.  The Program also establishes a mechanism to encourage key training in audit readiness, decision support and analysis, fiscal law, and ethics.  Additionally, the program encourages breadth through career broadening and it emphasizes the importance of leadership development.  You may recognize here several of the elements we’ve just discussed – FM competencies, leadership competencies, formal education, and work experience.  The Program provides a mechanism to ensure that the financial management workforce has the requisite knowledge, skills, and abilities necessary to help the DoD achieve auditable financial statements.  

The FM Certification Program uses the FM Competencies as the foundational building blocks and identifies minimum numbers of hours of training the member must achieve in those competencies.  As the members progress throughout their careers, the FM positions require a higher level of certification.  The training which is required at each level of certification is at increasing levels of proficiency thus ensuring continued professional growth.

The course-based (rather than test-based) nature of the FM Certification Program offers a valuable opportunity for professional development.  Members are encouraged not to just “check the box” to achieve certification, but rather to see it as an opportunity to learn more about the Department’s most pressing issues and concepts and to focus on areas in which they need the most development.  Members are encouraged to honestly self-assess their proficiency or to engage in meaningful discussion with their supervisors to pinpoint the specific areas within a given competency on which they should focus in order to get the most from their professional development training.  

Since the Program was implemented, over 35,000 (65%) financial managers (civilian and military; active and Reserve Component) from all DoD services and agencies have achieved certification.  
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• Live, virtual classroom that allows direct 
interaction between participants and 
instructors

• Taught by Management Concepts

• Courses in FM and leadership-related 
topics provide 8-32 CPEs, depending on 
course

• Eligible participants:  Current participants 
in FM Certification Program 

• Funded by OUSD(C)

• Available across multiple time zones

Keep skills sharp Learn new techniques Professional growth

DoD FM Workforce Virtual Training Pilot Program

Course schedule and additional information are available 
on FM Online: https://fmonline.ousdc.osd.mil/CET/cet.aspx
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FM STARs pilot program aims to:

• Enhance understanding of other operations, systems, and relationships

• Better understand the larger operational environment and individual roles in support of 
the DoD FM mission

• Reinforce the important role of the civilian, inspiring meaningful contributions to the 
team and improving effectiveness in the workplace

Background:

• Available to DoD FM professionals across Components

• Duration:  3- to 6-month assignments

• Funded by OUSD(C)

Pilot Launched!Pilot Launched!
New Developmental Assignment Program

Additional Information:  
https://fmonline.ousdc.osd.mil/PDP/Default.aspx
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STRONG

TRAINED

AGILE

READY

FM STARS (cont.)

• Program is focused on cross-Component 
development
‒ Applicants may not apply to assignments within their 

same Component 

• Applicants must be GS 12-15 and in the FM 
Certification Program 

• Assignments may be independent or exchanges

• 40 opportunities available in pilot

• Assignments may be in local area or TDY status; 
OUSD(C) funds TDY

• Rigorous selection process

• Assignments begin around August 2018

• Pilot feedback will determine future 
implementation of the program 

31
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FM STARs Webpage
https://fmonline.ousdc.osd.mil/PDP/Default.aspx

32
Contact your Component FM STARs POC for more information or visit FM Online
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DoD–Expeditionary Civilian Workforce (EC)
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• 50 FM-coded civilian positions across 
DoD designated for new deployment 
program

• Positions available in FY 2019

• Length of deployment:  ~12 months

• Components will identify civilians 
with a high level of performance, 
professionalism, and expertise for 
deployment assignments

• Offers unique deployment 
opportunities for DoD civilians to 
support contingency operations 

Expeditionary service is a great 
opportunity for civilian personnel 
that enhances career development
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• FY 2017 NDAA Authority:  SEC. 1110.  Direct Hire Authority (DHA) for 
Financial Management Experts in the Department of Defense 
Workforce – Allows the SECDEF appoint qualified candidates to 
financial management positions in the competitive service, without 
regard to chapter 33, subchapter I of title 5, USC; authority expires 
31 December 2022

• FY 2018 NDAA Authority:  Expanded FM DHA and included funding 
to pursue an alternative to the FM Learning Management System

Other Recent Initiatives

34
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Defense Competency Assessment Tool (DCAT)
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What is DCAT?

• DCAT was designated to assess DoD civilian 
workforce competency gaps and identify 
the competencies, needed now and in the 
future, within the civilian workforce

• Not a performance management tool; 
intended for development purposes only

How will DCAT work?

• Administered by the online Defense Civilian Advisory Services (DCPAS)

• Participation is voluntary and confidential

• Employees GS 1-15 and their supervisors complete the assessment

• Rate proficiency in a set of occupation competencies
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The FM Community Portal
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Join the DoD FM Connection Group
Receive program updates and other important 
information 

https://www.linkedin.com/groups/6503683 

Connect with Us

39
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Wrap-Up
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 Developing a STAR Workforce
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