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Subject: Impacts of potential transfers of employees on Team C4TSR intellectual capital. 

1. Team Command, Control, Communications, Computers, Intelligence, Surveillance 
and Reconnaissance (C4ISR) has been involved in systematic workforce planning efforts 
since 1999. Initial efforts focused on analyzing work force demographic data (average 
age, average years of service, attrition rates, etc.) and developing strategies to counteract 
the aging workforce trends that were occurring not only within Team C4ISR, but nation- 
wide. These efforts culminated in a Team C4ISR work force plan: a systematic analysis 
of our current workforce, an assessment of future workforce needs, identification of gaps 
between our current workforce and our future workforce needs, and the development of 
strategies (e.g., recruitment plans, employee development programs) to close those gaps. 
As a result of these efforts, Team C4ISR at Fort Monmouth has hired 1600 new 
employees since ROO. 

2. A review of Team C4ISR workforce demographics confims a finding dating back to 
our original workforce analyses of 1999: that Team C4BR will have a large number of 
retirement eligible employees during the period 2005 to 2010. Within Team C4ISR at 
Fort Monmouth, 25% of employees are eligible for optional retirement by 2007. (An 
additional 29% of employees will be eligible for early retirement by 2007.) By 2010, 
66% of the overall workforce (38% optional, 28% early) will be eligible for retirement by 
2010. Retirement eligibility numbers are especially high at the senior level (GS-14/15 
and broadband equivalents), where 65% of senior employees are eligible for either 
optional (3 1 %) or early (34%) retirement by 2007. In 2010, eligibility increases to 83% 
(45% optional, 38% early). Although these retirement eligibility numbers are high, our 
data indicates most of those eligible to retire will not do so immediately upon eligibility 
(the average retirement age for Team C4ISR is typically 61 or 62). Our experience to 
date has borne out this prediction. Retirements have not occurred in large waves; they 
have been much more gradual. Overall attrition within Team C4ISR has remained at or 
below 7%. 

3. Realigning the Team ClBR at Fort Monmouth work force to another location outside 
of the commuting area will most likely result in a significantly increased number of 
retirements. Historically, about 25 to 35% of a civilian work force will transfer to 
another location under a realignment. We will most likely experience a smaller 
percentage of the Tam C4ISR work force at Fort Monmourh transferring due to the high 
percentage of retirement eligible employees. We anticipate that the transfer will 
compress what would aormally have been a gradual number of retirements spread out 
over seven to ten y m  to ahigh percentage of those retirements occurring in a two to 
three year period. Many enrphyees who would not have considered early retirement (or 
would not have had the opportunity to retire early) will take advantage of that opportunity 
in lieu of relocation, further exacerbating the problem. We also anticipate that our losses 
will be especially high among senior level employees, where retirement eligibility is 



higher, causing gaps in critical leadership and technical skills that will take years to 
overcome. We see this as the first of two major human resources challenges that Team 
C4ISR at Monmouth would face under a realignment. 

4. The second major challenge would be the need to hire large numbers of new 
employees at the new Team C4ISR location. Because the specialized skills of the 
employees in Team C41SR ("domain knowledge" in the engineering and information 
technology fields, logistics, acquisition), there is typically a significant learning curve for 
new employees. For interns hired out of College (we would anticipate that the majority 
of our new hires would be interns), the learning curve is typically five to six years to 
achieve full "journeyman" level skills. For mid-career new hires, the learning curve may 
be somewhat shorter, but given the requirement for domain knowledge, and the 
uniqueness of DoD logistics and acquisition skills, we do not expect a significantly 
shorter learning curve. There is also a significant cost to hire and train a large contingent 
of employees. These costs are both tangible (e.g., recruiting, lost productivity resulting 
from position vacancies) and intangible (e.g., impact on morale of remaining work force). 
Human Resources Consulting Firms (e.g., Saratoga Institute, Hewitt Associates) have 
estimated the cost of turnover as high as 150% of annual salary, and this estimate is 
probably low given the highly skilled and technical nature of our workforce, and the 
additional requirements of the high number of certified acquisition positions. 
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