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Back to Basics 
Positions Decoded
To 50,000+ in FY2023 
from 71,000+ in FY2022 

DATM Lines of Effort in a Leaner WAW

DRP Losses
Almost 10% CIV loss 
(12.3% CAP/KLP loss)

These LOEs Establish the DATM Transformation Ecosystem
 Recruit Strengthen accession pipelines that bring new talent profiles into the 

acquisition workforce.
 Develop Shift to mission-driven learning that prepares the workforce for 

portfolio and program demands.
 Manage Focus functional area workforce development.
 Assess Build workforce analytics, and community-informed assessments that 

identify skill gaps.
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30% WAW 
Reduction 
FY22-FY26



Speed to Hire 
(LOE: Recruit)

Talent Pipelines:
• NADP: pipeline for building future 

WAW leaders and replenishing 
critical functions.

• Structured development shortens 
gap from entry to full contribution.

Hiring Authorities:
• Leveraging existing hiring 

authorities and exemptions to 
move faster on mission-critical 
vacancies.

• Fully use direct-hire tools.
Incentives:
• Recruitment & relocation 

incentives, plus student loan 
repayment.

• Tools for accession and retention 
in high-need occupations.

Onboarding to Productivity:
• Faster onboarding reduces time 

to mission contribution.
• Early connection and 

engagement efforts help.

Faster hiring closes priority skill gaps to deliver capability to the 
warfighter at the speed of relevance
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Speed to Talent 
(LOEs: Development and Management)

•Target High-Potential Hires: Recruit top talent (e.g., MBAs) to rapidly inject 
analytical and business skills into the mission.

•Proactive Succession Planning: Identify and prepare top performers early to 
seamlessly backfill critical roles.

•Cross-Functional Development: Break down silos and build versatile leaders 
equipped to operate across the entire Workforce (WAW).

•Outcome-Driven Focus: Pivot from compliance-based management to talent 
development directly aligned with warfighter needs.

Speed to talent means not just hiring faster, but developing the 
right people faster for mission-critical work
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Performance Management Linked to Mission 
Outcomes (LOE: Assess)

 National Talent Management Boards and Standardized Slating 
Panels
─ Skills Assessments and Career Development Feedback
─ Bench Strength and Succession Planning

 Adoption of Key Performance Objectives (KPOs)
─ Alignment with Acquisition Transformation Strategies
─ Drive Mission Outcomes

 Incentives that reward speed, commercial innovation and risk 
taking ( i.e. performance and acquisition excellence awards, etc.)
 Metrics and key health indicators

─ Enterprise-wide tools and ‘health’ dashboards 
─ Move from compliance to outcome centric
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Assess Talent by Measuring What Actually Matters 
(Mission Outcomes)



Capabilities

 Learning Opportunities 
─ (PPTE, 3IMC, NDU, SECDEF)
─ Industry course, 
─ Data Science Learning Lab

 Retention
• SLRP
• AWTAP (tuition assistance)

 Performance Bonuses
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Leadership of the Acquisition Workforce
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Every person matters, every day matters, every dollar matters…as we 
meet warfighter needs for affordable, agile, lethal capability.
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