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Appendix 1: Student Surveys1 

A1.1 Summary 

To obtain primary data on the talent in the regional educational pipeline, the project plan for this study included 

surveys of students at high schools, community colleges, and technical or trade schools. Due to a short project 

timeframe and a project start time in late May, near the end of the academic year, these surveys could not be 

completed. Extensive calls were placed to high schools as well as post-secondary schools in the MARC Region. In 

many cases, it was difficult if not impossible for cooperation to be obtained during the project timeframe. Some 

schools stated willingness to cooperate, but not until the next academic year. Despite these obstacles, two 

schoolsðone high school and one post-secondary schoolðagreed to participate within the required timeframe. 

Materials for the surveys were sent to these schools, but completed materials were not received back. To 

compensate for the lack of primary data in this area, more extensive secondary data related to the subject matter 

was pulled and used instead.  

The questionnaires developed for these surveys are included here for reference and possible future use. 

A1.2 High School Questionnaire 

Please assist us by taking this short survey on your career interests and plans. You do not need to identify yourself 

and you can be absolutely sure that all of the information you provide is strictly confidential.  Your answers will be 

combined with those of many others and used only for statistical analysis.  

This survey is being conducted by Chmura Economics & Analytics on behalf of the Mid-Atlantic Regional 

Collaborative (MARC). We genuinely appreciate your valuable assistance.  Your honest answers are very 

necessary so that MARC can best serve your community. Thank you again for your help. 

Choose only one response for each question. 

1. I am a: 

Ǐ Senior 

Ǐ Junior 

2. I attend: 

Ǐ ______________________ High School 

3. How decided are you about your career choice? 

Ǐ Not at all decided  

Ǐ Slightly decided 

                                                      

1
 The student surveys could not be completed because the project timeline overlapped with the end of the school year and the 

non-traditional mix of students attending summer sessions at the community colleges.   
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Ǐ Somewhat decided  

Ǐ Probably decided 

Ǐ Definitely decided 

Ǐ Not sure how to answer 

4. Within which group are you most likely  
    to pursue a career?  
Ǐ Agriculture, Food & Natural Resources  
     (including environmental science) 
Ǐ Architecture & Construction 
Ǐ Arts, A/V Technology & Communications 
Ǐ Business, Management &  
    Administration 
Ǐ Education & Training 
Ǐ Finance 
Ǐ Government & Public Administration 
Ǐ Health care (Health Science) 
Ǐ Hospitality & Tourism 
Ǐ Human Services 
Ǐ Information Technology 
Ǐ Law, Public Safety, Corrections &  
    Security 
Ǐ Manufacturing 
Ǐ Marketing, Sales & Service 
Ǐ Science, Technology, Engineering &  
    Mathematics  
Ǐ Transportation, Distribution & Logistics 
Ǐ Donôt know 
 

5. How likely are you to pursue a career in   

    the following occupations after finishing     

    high school? 

a) Nursing 

   Ǐ Not at all likely (0% chance) 
   Ǐ There is a slight chance 
   Ǐ Somewhat likely (~50/50) 
   Ǐ Probably 
   Ǐ Definitely (100% chance) 
   Ǐ Not sure 

b) Electrical Engineering 

   Ǐ Not at all likely (0% chance) 
   Ǐ There is a slight chance 
   Ǐ Somewhat likely (~50/50) 
   Ǐ Probably 
   Ǐ Definitely (100% chance) 
   Ǐ Not sure  
 
c) Geospatial Technology (a set of fields  
    including global positioning systems,  
    information about geography, and  
    systems for remote sensing of the  
    earthôs features and phenomena) 
 
   Ǐ Not at all likely (0% chance) 
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   Ǐ There is a slight chance 
   Ǐ Somewhat likely (~50/50) 
   Ǐ Probably 
   Ǐ Definitely (100% chance) 
   Ǐ Not sure 
 
d) Government Security/Intelligence 
 
   Ǐ Not at all likely (0% chance) 
   Ǐ There is a slight chance 
   Ǐ Somewhat likely (~50/50) 
   Ǐ Probably 
   Ǐ Definitely (100% chance) 
   Ǐ Not sure 
 
e) Computer Science 
 
   Ǐ Not at all likely (0% chance) 
   Ǐ There is a slight chance 
   Ǐ Somewhat likely (~50/50) 
   Ǐ Probably 
   Ǐ Definitely (100% chance) 
   Ǐ Not sure 
 
f) Construction     
   Ǐ Not at all likely (0% chance) 
   Ǐ There is a slight chance 
   Ǐ Somewhat likely (~50/50) 
   Ǐ Probably 
   Ǐ Definitely (100% chance) 
   Ǐ Not sure 

6. What specific occupation are you most likely to pursue after finishing school: 

Ǐ ____________________________ 

Ǐ Donôt know/other 

7. After high school, where will you most  

    likely continue your education?  

Ǐ 4-yr college 
Ǐ 2-yr college 
Ǐ Vocational or Trade School 
Ǐ Iôm entering the military  
Ǐ I donôt plan on any further education or  
    the military 
Ǐ Donôt know/other 
 
8. If you are attending school after high school, where is the likely location of the school you are attending? 
Ǐ The District of Columbia 
Ǐ Northern Virginia 
Ǐ The Greater Washington-Baltimore  
    areas of Maryland 
Ǐ Other _______________________ 
Ǐ Iôm not attending school after high  
    school 
Ǐ Not sure 
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9. If you have been accepted, what is the  

    name of the school you are attending  

    after high school? 

Ǐ School Name: _____________________ 
Ǐ I havenôt been accepted to a school yet 
Ǐ Iôm not attending school after high  
    school 
Ǐ Donôt know/other 

 

10. After you finish your education, how      

    likely is it you will live and work in one  

    of these three regions: (1) District of  

    Columbia, (2) Northern Virginia, (3) the  

    Greater Washington-Baltimore areas of  

    Maryland? 

Ǐ Not at all likely (0% chance) 
Ǐ There is a slight chance 
Ǐ Somewhat likely (~50/50) 
Ǐ Probably 
Ǐ Definitely (100% chance) 
Ǐ Not sure 
 
11. Do you have a parent who is in the military? 
Ǐ Yes  
Ǐ No  
Ǐ Donôt know/other 

12. Do you have a parent who works in the federal government (but not in the military)? 

Ǐ Yes  

Ǐ No  

Ǐ Donôt know/other 

13. What has been the average grade you  

    received in high school? 

Ǐ A 

Ǐ B 

Ǐ C 

Ǐ D or lower 

Ǐ Donôt know/other 

Finally, please answer these questions about yourself: 

14. Gender: 

Ǐ Female 

Ǐ Male 

15. Home zip code: _____________ 

Thank you for your assistance! 
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A1.3 Post-Secondary School Questionnaire 

Please assist us by taking this short survey on your career interests and plans. You do not need to identify yourself 

and you can be absolutely sure that all of the information you provide is strictly confidential.  Your answers will be 

combined with those of many others and used only for statistical analysis.  

This survey is being conducted by Chmura Economics & Analytics on behalf of the Mid-Atlantic Regional 

Collaborative (MARC). We genuinely appreciate your valuable assistance.  Your honest answers are very 

necessary so that MARC can best serve your community. Thank you again for your help. 

Choose only one response for each question. 

1. Name of the school you are currently attending: 

Ǐ _______________________________ 

Ǐ (Check if applicable) I am attending the above school as a visiting student for the summer,  

I am a regular student at: _______________________________ 

2. Which of the following best describes  

    your education goal? 

   Ǐ Certificate 

   Ǐ 2-yr degree 

   Ǐ 4-yr degree 

   Ǐ A degree taking more than 4 years    

   Ǐ These classes are required by my  

        current job    

   Ǐ I want just enough education to get a  

        job 

   Ǐ Other: ________________________ 

   Ǐ Undecided    

 

3. What is your plan after finishing at the  

    school you are currently attending? 

Ǐ Further education at a school inside  

    the Greater Washington-Baltimore  

    region  

Ǐ Further education at a school outside  

    the Greater Washington-Baltimore  

    region 

Ǐ Work  

Ǐ Other: __________________________ 

Ǐ Undecided 

4. At your current school, what is your  

     degree/program track? 

Ǐ _______________________________ 
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Ǐ Undecided 

Ǐ None 

 

5. For when you are done with school,  

    what specific occupation is your goal? 

 

Ǐ ____________________________ 

Ǐ Donôt know/other 

 

6. For this occupation, what are the job  

    prospects in the region where you hope  

    to find a job? 

Ǐ Good 

Ǐ Average 

Ǐ Poor 

Ǐ Other 

Ǐ I donôt know 

Ǐ Not applicable 

 

7. How decided are you about your career  

    choice? 

Ǐ Not at all decided  

Ǐ Slightly decided 

Ǐ Somewhat decided  

Ǐ Probably decided 

Ǐ Definitely decided 

Ǐ Not sure how to answer 

 

8. Which of the following career tracks, if  

    any, are you interested in? 

Ǐ Nursing  

Ǐ Electrical Engineering 

Ǐ Computer Science  

Ǐ Geospatial Technology 

Ǐ Government Security/Intelligence 

Ǐ Construction
2
 

Ǐ None of the above 
 
9. After you finish your education, how  

                                                      

2
 This survey instrument was developed before the critical occupation analysis was complete, and so the human resources 

occupation group was not included. 
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likely is it that you will live and work in one of these three regions: (1) District of  

Columbia, (2) Northern Virginia, (3) the  

Greater Washington-Baltimore areas of  

Maryland? 

Ǐ Not at all likely (0% chance) 

Ǐ There is a slight chance 

Ǐ Somewhat likely (~50/50) 

Ǐ Probably 

Ǐ Definitely (100% chance) 

Ǐ Not sure 

 

10. At this stage in your career, how  

    willing would you be to take a job  

    anywhere in the Greater Washington- 

    Baltimore area (stretching from  

    Northern Virginia to Baltimore) as  

    opposed to the area within 30 minutes  

    of where you now live? 

Ǐ Not at all willing 

Ǐ Slightly willing 

Ǐ Somewhat willing 

Ǐ Probably willing 

Ǐ Definitely willing 

Ǐ Not sure 

 

11. How important is it that you work in an  

    environmentally friendly industry? 

Ǐ Not at all important 

Ǐ Somewhat important 

Ǐ Very important 

Ǐ Donôt know/other  

 

12. Do you have a parent who is in the  

    military? 

Ǐ Yes  

Ǐ No  

Ǐ Donôt know/other 

 

13. Do you have a parent that works in the  

    federal government (but not in the  

    military)? 

Ǐ Yes  

Ǐ No  

Ǐ Donôt know/other 

 

14. Are you now serving or have you ever  
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    served in the U.S. military? 

Ǐ Yes  

Ǐ No Ǐ Other 

Finally, please answer these questions about yourself: 

15. Gender: 

Ǐ Female 

Ǐ Male 

 

16. Age: ___________ 

 

17. Number of completed years of school  

    after high school: _________________ 

 

18. Hours currently worked per week: 

Ǐ Zero  

Ǐ 1-19  

Ǐ 20-39  

Ǐ 40+ 

 

19. Home zip code: __________________ 

Thank you for your assistance! 

  



 

 12 

Appendix 2: Business Survey Report 

A2.1 Methodology 

For a survey of businesses in the MARC Region, two populations were targeted: defense contractors and general 

government contractors. Potential participants were sent an e-mail invitation to complete the survey online within a 

1½- to 2-week timeframe. Participants were given the option to opt-out through a reply e-mail. Those who did not 

complete the survey initially or opt-out were sent a reminder e-mail the day before the deadline. 

For a sample of defense contractors, contact names were selected from Washington-area members of the National 

Defense Industrial Association (NDIA). While some member companies had more than one contact with e-mail 

information, only one contact per company was selected for the sample. This sample comprises 304 individuals. Of 

these, ten e-mails bounced-back, indicative of non-functional e-mail addresses, and seven opted out. 

For a sample of government contractors, the online database of the U.S. General Services Administration (GSA) 

was mined for contractors in the MARC region. While the NDIA survey was conducted in early June, GSA 

contractors were surveyed in late June. To avoid duplication, the GSA list was scanned for duplicates against 

completed responses from the NDIA survey. A GSA sample of 1,972 contractors was obtained, of which 192 e-

mails went undelivered and 18 opted out. 

Overall, 2,276 e-mails were sent with 202 not delivered and 25 individuals opting out. The Web site containing the 

online survey was visited by 210 individuals, though some did not complete any questions and others completed 

only a few. For purposes of this analysis, only responses completed at least through question 6 were considered 

òcompleteò responses. By this criterion, 83 responses were complete, which, out of 2,074 delivered e-mails, 

represent a 4.0% response rate.  

The general maximum sampling error associated with a sample of 83 respondents is ± 9.1% with 90% confidence. 

However, in addition to sampling error, non-sampling errors can affect results. Non-sampling errors can include 

non-response errors and coverage errors. Coverage errors concern the match between the respondent sample and 

the population upon which the results are projected. In this case, however, results are taken as indicative only of 

government contractors and not projected upon a wider population. Non-response errors arise when the 

respondent group differs materially from the non-respondent group. An examination of partial completes, 

respondents who began the survey but did not finish, can provide a hint of the nature of non-respondentsðthis will 

be discussed below in the presentation of results. 

In so much that the sample is representative of the population, results presented herein that are comparative of 

subgroups and are statistically significant with 95% or higher confidence are marked with an asterisk. 
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A2.2 Demographics 

 

Respondents from the National Defense Industry Association accounted for 29% of the sample and respondents 

from the General Services Administration database accounted for the remaining 71% of the sample.  

Responses by Industry 

Professional and Business Services 
(excluding those components also 
listed here) 47% 

Computer Systems Design and 
Related Services 16% 

Advanced Manufacturing 6% 

Architectural, Engineering, and 
Related Services 6% 

Other 11% 

No Response 14% 

Total 100% 

n=83 

 

Industry designations shown here are based on the respondentsô survey answers. The respondent sample was 

dominated by professional and business services firms, a sector that includes computer systems design and 

related services as well as architectural, engineering, and related services. Altogether, the professional and 

business services sector accounted for 69% of the sample and 80% of the known sample (that is, excluding the 

respondents whose industry is unknown). Computer systems design and related services accounted for 16% of the 

sample and architectural, engineering, and related services composed 6% of the overall sample. Five respondents 

GSA
71%

NDIA
29%

Responses by Organization

n=83
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(6%) classified themselves as advanced manufacturers while two others (listed under ñotherò in the above table) 

classified themselves as light manufacturing. 

 NDIA respondents accounted for 4 of the 5 manufacturing responses and 3 of the 5 architectural, 

engineering, and related services responses.  

 Respondents from the GSA database accounted for all of the computer systems design and related 

services sector within the sample.  

Responses by Number of Employees 

1-10 23% 

11-50 36% 

51-500 18% 

501+ 5% 

Unknown 18% 

Total 100% 

n=83 

 

Firms with 11 to 50 employees accounted for 36% of responses and firms with 1 to 10 employees made up 23% of 

the sample. Larger firms also were represented, with 5% of respondents having more than 500 employees and 

18% having 51 to 500 employees. The number of employees was not disclosed for 18% of the sample. The 68 

firms that reported their number of employees accounted for a total workforce of 17,028. These same firms 

averaged a mean 250 employees and a median 22.5 employees.  

 Respondents from the NDIA and GSA database had a similar makeup by size. Among the NDIA 

respondents, mean average size was 274 employees with a median of 26. Among the GSA database 

respondents, mean average size was 242 employees with a median of 20. 
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Of the regional military installations, respondents indicated that Fort Belvoir and Quanticoðbases engaged in 

expansions due to BRAC in Northern Virginiaðinvolved the most contractors. During the past five years, 43% of 

the respondents worked with Fort Belvoir and 36% worked with Quantico. Engaging the next-largest number of 

contractors was Aberdeen Proving Ground (including Edgewood), which worked with 20% of the respondents 

during the same time frame.  One-third of the respondents (33%) did not work with any of the ten
3
 installations in 

the above table in the past five years. 

 Of these ten, the bases working with the least number of contractors in the sample were National Naval 

Medical Center Bethesda, Bolling Air Force Base, and Andrews Air Force Base, which each worked with 

10% of the respondents during the past five years. 

 Of the 43 respondents indicating they worked with at least one of these military installations, ten worked 

with just one base, thirteen worked with two bases, nine worked with three bases, and the remaining 

eleven  worked with four to eight bases.  

                                                      

3
 The Potomac Annex was not included in the survey instrument. 

0% 5% 10% 15% 20% 25% 30% 35% 40% 45%

Don't Know/Not Applicable

None of the Above

Andrews Air Force Base

Bolling Air Force Base

National Naval Medical Center Bethesda

Walter Reed Army Medical Center

Fort Detrick

Naval District Washington

Fort Meade

Aberdeen Proving Ground (including Edgewood)

Quantico

Fort Belvoir

Military Installations Worked with During the 
Past Five Years

n=70
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 Not surprising, firms from the NDIA worked with more bases* on average (3.4) in the past five years than 

firms from the GSA database (1.3). 

 The average firm worked with 1.9 installations in the past five years. Firms with 1 to 10 employees worked 

with an average 1.5 installations while larger firms worked with an average of more than two. 

 By industry, firms in the sample more likely to work with the military bases (worked with an average 3.0 

installations in the past five years) were found in ñotherò fields:  architectural, engineering, and related 

services (2.8 bases on average); and advanced manufacturing (2.2 on average). The computer systems 

design and related services firms worked with the least number of bases on average, 0.7, in the past five 

years. 

A2.3 Occupation Demand and Labor Issues 

 

Of the seventy respondents who also disclosed their firm size,
4
 60% expected their company to add employees 

during the next five years, while 24% thought they would stay the same and 3% expected a decrease. Overall, 

these firms had 17,095 employees and expected to add 3,384 employees within five years for a 3.7% annual 

increase. (Note that the survey was conducted in June 2009, amidst a recession, which may have impacted growth 

expectations.) 

 Only one of the five manufacturing firms expected to expand employmentðthe other four expected to stay 

the same. 

                                                      

4
 Only responses from people who recorded their firmôs total number of employees are analyzed in this question to calculate 

more accurately the expected overall percentage change in employment. 

Stay the Same
24%

Decrease
3%

Increase
60%

Don't 
Know
13%

"How Do You Expect Your Firm's 
Employment Will Change in the Next Five 

Years?"

n=70
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 The NDIA and GSA groups had similar response patterns to this question. 

 Twenty-four partial responses were completed in which 50% expected an employment increase. From a 

statistical point of view, this is not significantly different from the data in this question from completed 

responses. Since non-respondents are likely to have more in common with partial respondents than full 

respondents, this implies that the non-respondent error in this question, at least, would be small if any. 

 

A little less than half of the respondent firms (46%) had job openings at the time of the survey in June 2009.  

 As would be expected, larger firms were more likely* to have job openings than smaller firms. Seventy-nine 

percent of firms with 51 or more employees stated they had job openings compared with 26% of firms with 

1 to 10 employees. 

 Seventeen of twenty-three partial completes stated they had job openings, a significantly* higher 

percentage than among the completed responses reported above and shown in the chart. Since non-

respondents may be more similar to partial respondents than complete respondents, this suggests that the 

percentage of job openings reported here among completed respondents may be understated and, in 

general, subsequent rates of turnover among completed responses may also be understated due to non-

response error. 

Thirty-four respondents who had openings provided further details on those openings by occupation as shown in 

the following table. 

Among the occupations groups listed in the survey, government security/intelligence had by far the largest number 

of openings: 216 listings from seven respondents. Also listed were 68 openings for computer software engineers 

(with need among twelve respondents) and 44 openings for all other computer specialists (listed by five 

respondents). The average length of vacancy gives an indication of the supply of an occupation. Occupations with 

an abundant supply (compared to demand) generally have lower average vacancy lengths than those short in 

supply. Among the occupation groups listed in the survey, average vacancies were less than four months for 

electrical engineering, computer software engineer, and network and computer systems administrator. Average 

vacancies of five or more monthsðindicating potentially sharper supply shortagesðwere recorded in government 

security/intelligence, all other computer specialists, and all other occupations using geospatial technology.  

Yes
46%

No
52%

Don't Know
2%

Firms with Job Openings (June 2009)

n=83
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A little less than half (44%) of firms in the survey stated that they hired employees in May 2009. These respondents 

also provided the number of employees they hired in May, which translated into a 1.1% hires rate.
5
 This rate, 

however, is likely understated as it compares with an overall 3.3% hires rate in the nation and a hires rate of 3.9% 

in the national professional and business services sector.  

Top Occupations with New Hires, May 2009 

Government Security/Intelligence 49 

Supply Specialists 20 

Computer Software Engineer 14 

All Other Computer Specialists 10 

Federal Staffing/HR 9 

HR Consultants 9 

Contracts & Acquisition 6 

Specialist (Logistics) 5 

Delivery Driver 4 

Subject Matter Experts  4 

Tech Data Specialists 4 

Naval Architects 3 

Network & Computer Systems Administrator 3 

Recruiters 3 

                                                      

5
 The hires rate is the number of hires during the month as a percent of total employment. 

No
54%

Yes
44%

Don't Know
2%

Firms Hiring Employees in May 2009

n=70
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Respondents that hired in May were asked to list the occupations hired. By those tallies, the most hires were in 

government security/intelligence, with 49 hires by three firms. Among respondent firms, 14 computer software 

engineers were hired by five firms and 10 all-other computer specialists were hired by five firms. Twenty supply 

specialists were hired by one firm. HR occupations were listed in several ways with 19 overall hires: nine ñfederal 

staffing/HR,ò nine ñHR consultants,ò and one ñhuman resources management.ò 

Applicant-to-Hires Ratio 

Occupation Ratio n 

All Other Computer Specialists 3.0 2 

Electrical Engineering 10.0 1 

Human Resources (total) 3.1 2 

Network & Computer Systems Administrator 3.5 2 

All Occupations Reported 9.8 34 

The applicant-to-hires ratio can vary widely according to the skill level required for the job opening, the size of the 

labor market, and the current economic conditions. A relative high applicant-to-hires ratio can indicate a tight labor 

market with many individuals competing for a job opening. A relative low ratio, on the other hand, may indicate an 

undersupply of a certain occupation or skill set. Overall, a 9.8 applicant-to-hires ratio was reported in the region, 

inflated due to three cases where a total of 700 applicants applied for seven jobsðeach a relatively low-skilled 

position. By comparison, the labor market was tighter for all other computer specialists, human resources, and 

network and computer systems administrator occupations, with applicant to hires ratios of 3.0 to 3.5.  

Hiring from outside a region also may point to regional labor shortages, though other factors may also be involved. 

In one reported hiring incident of electrical engineering, twenty applicants applied for two open positions, for a 10.0 

ratio. Nevertheless, both of the hires in this case resided outside the region during recruitment.  

 

4.0%

3.3%

3.9%

0.0%

0.5%

1.0%

1.5%

2.0%

2.5%

3.0%

3.5%

4.0%

4.5%

Survey Sample (n=47) Nation: Total Private 
Industry

Nation: Professional and 
Business Services

Separation Rate, May 2009
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Survey respondents indicated a separation rate
6
 comparable to that in the nation. Separations are employees 

separated from the payroll because of events such as quits, layoffs, and retirements. Respondents reported a 4.0% 

separation rate, not much higher than the 3.3% rate in the nation among private industry firms and close to the 

3.9% rate in the nation among professional and business services firms.  

 

At least one of every eight firms surveyed (13%) is expecting location shifts as a result of BRAC 2005, either 

changing the physical location of the firm or shifting employees to different locations. This percentage was similar 

among NDIA members and GSA database respondents. 

 Of the eleven firms expecting location changes, two (18%) anticipated additional labor turnover because of 

the changes while five (45%) expected no change and four (36%) did not know. Of the two expecting 

increased turnover, one estimated 1% turnover from the change while the other expected turnover of 

between 10% and 15%, with professional staff occupations being affected the most. 

 The firms in the group ñprofessional and business services not including computer systems design and 

related services and architectural, engineering, and related servicesò were less likely* to be expecting a 

location move due to BRAC, with only 3% of these firms expecting a move. In contrast, four of thirteen 

(31%) of computer systems design and related services firms anticipated a shift and three of eight (38%) 

firms in the ñotherò category expected a move.  

  

                                                      

6
 The separation rate is the number of separations during the month as a percent of total employment. 

Yes
13%

No
72%

Don't 
Know/Other

15%

Percentage of Firms Expecting to 
Change Physical Location or Shift 
Employee Locations due to BRAC

n=83
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Top Critical Occupation Groups That Will 
Likely be Hired (New + Replacements) in 

the Next Five Years 

Security/Intelligence 1,225 

IT/Computer 229 

Engineering 186 

Administration/Management 102 

Finance/Accounting 45 

Customer Service 34 

Logistics 32 

Survey respondents were asked which occupations were most critical for their firm that they would likely need to 

hire during the next five years in the region, including new hires and replacement hires (from turnover and 

retirements). The top occupation group identified by respondents was security/intelligence, with a need for 1,225 

hires, though one thousand of these hires were reported by one large firm. Six firms, overall, expressed a critical 

need for an occupation in this category.  

 Other top needs were recorded for IT/computer (229), engineering (186), and administration/management 

(102).  

 The IT/computer occupation group was the most popular critical need, cited by 23 respondents. The next 

most popular was in administration/management, engineering, and finance/accounting. 

The detailed and complete list of critical occupations obtained in the survey follows: 

Critical Occupations  

# of Hires in 
the next 5 

Years 

Security Officers 1,000 

Contracts & Acquisitions 300 

Federal Staffing 300 

Intelligence 110 

Engineers 84 

Admin Asst 77 

Software Engineer 77 

Intel/CI Analysts 65 

Analysts 60 

Project manager 32 

Aerospace Engineer 30 

Test Engineers 30 

IT 27 

Security Professionals 25 

Security Specialist 25 

Tech Data Specialists 25 

Technicians 25 

Call Center Operators 20 

Computer System Engineer 20 

Sales 19 

Business Analyst 17 

Accountant 16 

Program Manager 16 

Contract Specialist 15 

FMS Analysts 15 

Logisticians 15 
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Critical Occupations  

# of Hires in 
the next 5 

Years 

System Engineers 15 

Web Programmers 15 

Customer Service 14 

Admin 13 

Assembly 12 

Database Administrator 12 

HR 12 

Marketing/Sales 12 

Network Engineer 12 

Account Executives 10 

Conference Planners 10 

Field Technicians  10 

Java / J2EE 10 

Logistic Specialist 10 

Ontologist 10 

Social Scientist 10 

Software Developer 10 

Trainers 10 

Administrative 8 

Modeler 8 

Technical Analyst 8 

Business Developers 7 

IT Consultant 7 

Programmers 7 

QA Engineer 7 

Research Analyst 7 

Account Manager 6 

Contracts Admin 5 

Economists 5 

Environ. Engineer 5 

Environmental Scientist 5 

Federal Retirement Benefits Counselor 5 

IT Security 5 

IT Software Eng 5 

Lobbyist 5 

Marketing Manager 5 

Microsoft SharePoint 5 

Mold Inspector 5 

Naval Architects 5 

Oracle Database Administrators 5 

Process Improvement Specialists 5 

Project Management Specialists 5 

Recruiters 5 

Telecom Engineer 5 

CAD Technicians 4 

Factory Help 4 

BI Developers 3 

Cable and Wire Techs 3 

Computer Techs 3 

Finance 3 

Logistics 3 

Logistics Technicians 3 

Managers 3 

Manufacturing 3 

Marketing Specialists 3 

Mfg Engineer 3 

Researcher 3 
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Critical Occupations  

# of Hires in 
the next 5 

Years 

Technical Writers 3 

Transportation Engineer 3 

VoIP Telephony Experts 3 

Application Developers 2 

Career Counselor 2 

Certified Financial Planner 2 

Computer Programmer 2 

Computer Specialist 2 

Designer 2 

Estate Planning Attorney 2 

Health Professional 2 

Machine engineers 2 

Managed Service 2 

Management 2 

Mechanical Engineer 2 

NEPA Analyst 2 

Office 2 

Operations  2 

Research Assistant 2 

Sales/Account Manager 2 

Scientist 2 

Subcontract Administrator 2 

System Administrator 2 

Wetland Scientist 2 

A/P Administrator 1 

Construction Managers 1 

Flash Designer 1 

Graphics Designers 1 

GSA Contract Admin 1 

IT Manager 1 

Logistics Manager 1 

Marketing Assistant 1 

Marketing/Director 1 

Network Administrator 1 

Programmer/Analyst 1 

Receptionist 1 

Social Media Expert 1 

VP Quality 1 

Writer 1 

Thirty-seven respondents (45% of the total) indicated one or more occupations for which they would like to see 

regional schools expand and improve training. Computer skills were frequently mentioned, with engineering and 

other technical skills also common. The complete list follows: 
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Occupations for Which Schools Should Expand and Improve Training N 

 IT 5 

 Contracting 2 

 Engineering 2 

 IT Security 2 

 Mathematics 2 

 Program Management 2 

 SharePoint 2 

 Software Engineer 2 

 Account Executives 1 

 Acquisition Mgmt 1 

 Acquisition Professionals 1 

 Analytics 1 

 Biotechnicians 1 

 Business Administration 1 

 Cognos 1 

 Computational Linguist 1 

 Computer Engineering 1 

 Computer Science 1 

 Computer Skills 1 

 Contracts Management 1 

 Customer Service 1 

 Document Management 1 

 Electronics technicians 1 

 English 1 

 Environmental Engineering 1 

 Financial Economists 1 

 Government Relations 1 

 Grant Professionals 1 

 Hospitality 1 

 Hydrology 1 

 Improve General Education 1 

 Indoor Environment 1 

 Java J2EE 1 

 Lean Manufacturing 1 

 Logistician Professionals 1 

 Logistics Management 1 

 Machining 1 

 Marketing and Sales 1 

 Mechanical 1 

 Modeling and Simulation 1 

 Naval Architects 1 

 Network Administrator 1 

 Nuclear Physics 1 

 Ontologist 1 

 Oracle 1 

 Programming 1 

 Service Technicians 1 

 Software Development 1 

 Strategic Planning 1 

 Systems Architect 1 

 Systems Engineer 1 

 Technology Research 1 

 Test Engineering 1 

 VoIP Telephony 1 

 Web Programmer 1 

 Writers 1 

Survey respondents were asked about the top labor-related issues facing their firm. Respondents frequently 

referred to employee costs, particularly the costs of benefits and health care in particular. Another top issue was the 

inability to find and keep qualified employees. Complete comments follow: 
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 Absence of local skilled and semi-skilled machine operators 

 Attendance 

 Availability of qualified individuals 

 Availability of US citizens to work in software engineering 

 Can't find people to fill jobs 

 Commute time, lack of qualified candidates 

 Compensation 

 Competing with larger companies on benefits 

 Competition from government; government labor rates inconsistent with requirements 

 Contracting 

 Cost 

 Cost of Benefits 

 Cost of Benefits 

 Cost of health care 

 Drugs, work ethic 

 Economic downturn forcing reductions in force; lack of quality applicants for field service 
technician jobs. 

 Economy scare--employees don't want to change jobs 

 Finding engineering and science graduates for non-laboratory positions 

 Finding enough part-time federal retirement benefits counselors willing to travel 

 Finding individuals with the skill set, mind-set and personality to be successful in our industry 

 Finding qualified applicants 

 Finding qualified candidates at economic rates 

 Flexibility of resources 

 Government funding to keep jobs secure 

 Government long-term contracts awarded to small businesses 

 Health care, commuting 

 Health care costs 

 Hiring stable, reliable employees 

 Increasing employee health care costs 

 Insurance 

 Keeping employees in the 2-5 year range; they tend to leave for larger firms 

 Keeping people working and getting hours 

 Labor cost 

 Labor costs 

 Lack of top talent 

 Locating and retaining quality staff 

 Poor writing abilities 

 Qualified, experienced talent 

 Recruiting & retention--very competitive market for high quality professionals 

 Recruiting and retaining 

 Retention 

 Retention 

 Security clearance requirements 

 Shortage of qualified engineers 

 Trained personnel 

 Transportation 

 Transportation/commute times 

 Turnover, cost of living, commuting time/distance 

 U.S. citizens needed 
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Finally, respondents were asked to identify the top technology trends affecting their firm. The answers included 

many computer-related trends such as the Internet, electronic communication, and other developments. The 

complete, verbatim list of replies follows: 

 Biotechnology 

 Cloud computing 

 Cloud computing, service-oriented architecture, cyber security 

 CMMI affordable for small business 

 Computer skills 

 Continuously changing software 

 Costs for maintenance and support 

 Current database does not meet the needs of the business. We are in the process of replacing it. 

 Cyber 

 Cyber security and disaster recovery 

 Defense technology focus only (our firm is not cleared)--big budget only in that area 

 Electronic communication 

 Electro-optic 

 Energy 

 Everything online 

 Evolution in programming languages 

 Finding experienced applicants 

 Increasing reliance on Internet/e-mail/BlackBerrys 

 Indoor environment 

 Information sharing 

 Internet usage 

 IT advancement 

 Marine engineering 

 Modeling and simulation 

 More advanced sophisticated metal machining 

 Need for rapid and inexpensive diagnostic tests 

 None, this is one of our major strengths 

 Nuclear and radiological detection/sensor technology moving slowly than desired 

 Outsourcing 

 Precision munitions and reduced requirements by the services 

 SaaS  

 Security industry convergence of physical security and IT security 

 Security issues 

 Semantic Web 

 SharePoint 

 Social media 

 Social networking 

 Taxes on equipment and tools 

 Teleworking 

 Too much e-mail 

 Turnover of IT and costs 

 Web sales and Merchant card integration security 

 Web-enabling 
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A2.4 Questionnaire 

All questions should be answered for the Greater Washington-Baltimore region only. If your firm has more than one branch, 

please answer all questions according to your responsibilities: for your branch or for the entire firm within the region.  

1. How do you expect your firmôs employment will change over the next five years:  
 

 Stay the same 

 Decreaseé..By about how many employees?   ______  

 Increaseé..By about how many employees?   _______ 

 Donôt know 

2. As of today, does your firm have any job openings?
7
 

  

 Yes  

 No [go to #4] 

 Donôt know [go to #4] 

3. Please provide the following information about these vacancies: 
(Use the provided occupation titles; supply your own occupation titles as needed.) 

Occupation Group      # of               Average length of         

/Job title            vacancies       vacancy      

Electrical Engineering          _______           ______            

Computer Software Engineer         _______           ______            

Network & Computer Systems         _______           ______            
Administrator  

Computer Specialists using         _______           ______             
 Geospatial Technology 

                                                      

7
 Job Openings are defined per the Bureau of Labor Services definition: 

Job Openings are all positions that are open (not filled) on the last business day of the month. A job is "open" only if it meets all three 
of the following conditions:  

1. A specific position exists and there is work available for that position. The position can be full-time or part-time, and it can be 
permanent, short-term, or seasonal, and  

2. The job could start within 30 days, whether or not the establishment finds a suitable candidate during that time, and  
3. There is active recruiting for workers from outside the establishment location that has the opening.  

What is "active recruiting?" Active recruiting means the establishment is taking steps to fill a position. It may include advertising in 
newspapers, on television, or on radio; posting Internet notices; posting "help wanted" signs; networking with colleagues or making "word of 
mouth" announcements; accepting applications; interviewing candidates; contacting employment agencies; or soliciting employees at job fairs, 
state or local employment offices, or similar sources. 
DOES NOT INCLUDE:  

Á Positions open only to internal transfers, promotions or demotions, or recall from layoffs  

Á Openings for positions with start dates more than 30 days in the future  

Á Positions for which employees have been hired, but the employees have not yet reported for work  

Á Positions to be filled by employees of temporary help agencies, employee leasing companies, outside contractors, or 
consultants. A separate form is used to collect information from temporary help/employee leasing firms for these 
employees.  
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All Other Computer Specialists         _______           ______                
 

All Other Occupations Using          _______           ______            
Geospatial Technology   

Government Security/Intelligence      _______           ______            

Construction            _______           ______            

______             _______           ______            

______             _______           ______            

______             _______           ______             

______             _______           ______            

______             _______           ______            

______             _______           ______            

______             _______           ______            

4. In May 2009, did your firm hire any employees?
8
  

 

 Yes...How many? _______ 

 No [go to #6] 

 Donôt know [go to #6] 

5. Please provide the following information about new hires in May: 

Occupation    # of hires in     # of these       # of applicants 

/Job title                   this occupation   hires who resided        for these positions 

                      outside the region        

                                                      

8
 New Hires are defined per the Bureau of Labor Services definition: 

New Hires are all additions to the payroll during the month. 
INCLUDES:  

Á Newly hired and rehired employees  

Á Permanent, short-term, and seasonal employees  

Á Full-time and part-time employees  

Á On-call or intermittent employees who returned to work after having been formally separated  

Á Workers who were hired and separated during the month  

Á Transfers from other locations  

Á Employees who were recalled to a job at the sampled establishment after a formal layoff lasting more than seven  days  
DOES NOT INCLUDE:  

Á Transfers or promotions within the sampled establishment  

Á Employees returning from strikes  

Á Employees of temporary help agencies, employee leasing companies, outside contractors, or consultants working at the 
sampled establishment. A separate form is used to collect information from temporary help and employee leasing firms for 
these employees.  
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                    during recruitment 

 

Same list as #5      _________            __________                        ________         

6. In May 2009, how many employee separations did your firm have?
9
  

 Number of separations: __________ 

 Donôt know/not applicable 

7. Due to BRAC changes occurring by 2011, do you expect your firm to change its physical location or shift employees to 
different locations?  
  

 Yes  

 No [go to #9] 

 Donôt know [go to #9] 

8. Do you expect additional labor turnover due to the location changes?  
  

 Yes é What percentage of your workforce do you anticipate will be turned over and which occupations will be most 
affected? __________________________________________________________________________________ 

 No  

 Donôt know  

9. List the occupations most critical for your firm that you will likely need to hire over the next five years in the region? 

Occupation/Job Title    # of hires (new hires + replacement hires)   

_____________________       _________     

_____________________       _________             

_____________________       _________             

_____________________       _________             

_____________________       _________             

                                                      

9
 Separations are defined per the Bureau of Labor Services definition: 

Separations are all employees separated from the payroll during the calendar month. 
INCLUDES:  

Á Quits: Employees who left voluntarily.  

Á Layoffs & Discharges: Involuntary separations initiated by the employer, including:  

Á Layoffs with no intent to rehire  

Á Discharges because positions were eliminated  

Á Discharges resulting from mergers, downsizing, or plant closings  

Á Firings or other discharges for cause  

Á Terminations of seasonal employees (whether or not they are expected to return next season)  

Á Layoffs (suspensions from pay status) lasting or expected to last more than seven days.  

Á Other Separations: retirements; transfers to other locations; deaths; or separations due to employee disability  
DOES NOT INCLUDE:  

Á Transfers within your establishment  

Á Employees on strike  

Á Employees of temporary help agencies, employee leasing companies, outside contractors, or consultants working at your 
establishment.  
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_____________________       _________             

_____________________       _________             

10. For which occupations would you most like to see regional schools expand their training? 
 

 ________________ 

 ________________ 

 ________________ 

 ________________ 

 ________________ 

 ________________ 

 ________________ 

 ________________ 

 

11. What are the top labor-related issues affecting your firm? 
 

  ____________________________________________________________________ 

12. What are the top technology trends affecting your firm? 
 

  ____________________________________________________________________ 

13. To what industry group does your firm belong? (Please check only oneðwhich most applies.) 
 

 Advanced Manufacturing 

 Construction 

 Wholesale 

 Computer Systems Design 
& Related Services 

 Architectural, Engineering, 
& Related Services 

 Professional & Business 
Services not listed above  

 Other: ________________ 

 

14. Which of the following installations has your firm worked with over the last five years? 
 

 Aberdeen Proving Ground (including Edgewood) 

 Andrews Air Force Base 

 Bolling Air Force base 

 Fort Belvoir 

 Fort Detrick 

 Fort George G. Meade 

 National Naval Medical Center Bethesda 

 Naval District Washington 

 Quantico 

 Walter Reed Army Medical Center 

 None of the above 

 Donôt know/not applicable 

15. Please estimate the current number of employees in your firm: ________  
 

Thank you for your cooperation in completing this survey. If necessary, you may return to any question to edit or complete your 

answers.  
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Appendix 3: Military Interview  Report 

Assessment of the Impact of 2005 BRAC Decisions 

As a result of the 2005 BRAC decisions, the Washington, D.C., Metropolitan region faces more individual changes 

in employment than any other region of the country, based on research for this study.  As a state, Maryland is the 

beneficiary of its largest increase in employment since World War II, with changes totaling more than 20,000 

employees.   Northern Virginia benefits from BRAC in a similar fashion.   Although Northern Virginia received the 

largest single increase in military presence in the country (Fort Belvoir), losses in other parts of the Northern 

Virginia region would seemingly indicate that the area ends up with a net gain of 21,958 employees.  However, as 

discussed further in the summary of Virginia changes, the statistics belie the actual impact.   

This appendix refers to the District of Columbia, Northern Virginia, and Maryland based on political jurisdictions, 

whereas the main body of the report refers to those regions based on the MARC  labor shed. Moreover, this 

appendix includes all BRAC-affected bases in the three jurisdictions, whereas the main body refers to only the 

eleven bases targeted for this study. The list of those eleven bases is shown in Section 3.2 and Appendix 6. 

Much of the indicated losses in Northern Virginia are due to movement of significant numbers of employees from 

leased space into owned space while still retaining a majority of those jobs in the region.  Washington, D.C., military 

installations will see a reduction of approximately 6,500 employees, primarily because of the closure and relocation 

of Walter Reed Army Medical Center.   As published in the BRAC Report, the aggregate region of Maryland, 

Virginia, and D.C. will see a net loss of more than 5,500 employees, but the net changes are not indicative of the 

tremendous individual changes occurring in the region.  

For purposes of this review, the noted employment changes in this report, unless otherwise noted in italics, use the 

United States Department of Defense 2005 BRAC Report; Appendices B (BRAC 2005 Closure and Realignment 

Impacts by Economic Area),
10

 and C (BRAC 2005 Closure and Realignment Impacts by State).
11

  Additionally, the 

indirect employment changes published in the final BRAC Report are not used.   The indirect numbers are not 

utilized for two reasons.  First, they are estimated secondary multiplier employment numbers, and second, they are 

not within the control of the principals responsible for implementing BRAC.   

As professionals working in the BRAC implementation field know, finding stable and agreed upon numbers for the 

actual direct employment levels at the installation level remain elusive because the defense industry is a dynamic 

entity in which a number of related changes are occurring at the same time.  And while BRAC professionals will 

also be aware that the official BRAC numbers contain some misleading information,
12

 for consistency the official 

report numbers nevertheless will be used.  Individual military installations were surveyed and data were received 

during the course of this review; those numbers were used to confirm the orders of magnitude of the official BRAC 

Report changes. 

                                                      

10
 http://www.defenselink.mil/brac/pdf/pt1_10_app_bo.pdf  

11
 http://www.defenselink.mil/brac/pdf/pt1_11_app_co.pdf  

12
 For example, the BRAC Report for Fort Belvoir includes no published numbers for the National Geospatial Agency because 
those numbers are classified, but consultantsô estimates are that those changes will be +6,500 jobs. 


