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EXECUTIVE SUMMARY  
 
 
Over the years, the Department of Labor (DOL) and the Department of Defense 
(DoD) have worked closely together on issues related to servicemembers’ 
transition to the civilian labor force.  Both Departments have recognized that 
while the objective of education, training, and experience obtained during an 
individual’s military service is to provide tangible benefits for the nation’s defense, 
those skills can also contribute significantly to the civilian workforce.   
 
In today’s global economy, our nation needs an increasingly skilled workforce.  
As part of the President's High Growth Job Training Initiative, DOL has been 
working closely with business and industry to identify those skills and 
occupations that are in high demand.  DOL has also been working with the state 
and local workforce investment systems, community colleges, economic 
development agencies and industry to target job training toward actual 
employment opportunities.  This is all part of DOL’s commitment to help 
American workers obtain good jobs at good wages with solid career paths in 
order to leave no worker behind.  And there is no more deserving or more 
valuable group of American workers than our nation’s servicemembers and 
veterans. 
 
The civilian workforce increasingly relies upon credentialing as a way to regulate 
entry into certain occupations and to promote accountability for performance and 
public safety.  Its value to the military is also being increasingly recognized.  
Credentialing offers professional growth and development opportunities for 
individuals in the service and has been used by the military services for both 
recruiting and retention.  Civilian credentialing can be viewed as an opportunity 
for servicemembers transitioning to the civilian workforce to demonstrate to 
employers the comparability and value of their military education, training, and 
experience. 
 
Occupational credentialing is an official recognition of a process of meeting a set 
of defined standards, generally through education, training, experience, and 
testing.  Licensure, certification, and Registered Apprenticeships are the primary 
types of occupational credentialing: 
 
Licensure – Licenses are granted by government organizations to regulate the 

practice of a profession.  A license is a mandatory credential. 
 
Certification – Certifications are granted by industry stakeholders to attest to an  
  individual’s attainment of knowledge and skills.  A certification is a  
  voluntary credential, but often required or preferred by employers. 
 
Apprenticeship – Registered Apprenticeship is a training system, combining  
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on-the-job learning and related instruction, in which workers learn 
the practical and theoretical aspects of a skilled occupation leading 
to a nationally recognized Certificate of Completion of  
Apprenticeship.   

 
This report outlines the process by which servicemembers can be credentialed 
and identifies six key steps within that process:   
 
1. Identification of certifications relevant to military occupational 

specialties.  Civilian occupations related to military occupational specialties 
are identified along with relevant certifications.  A crosswalk using DoD’s 
Defense Manpower Data Center and DOL’s Occupational Information 
Network (O*NET) facilitates this process. 

 
2. Comparability analysis identifies gaps between military education, 

training, and experience and civilian credentialing requirements.  The 
Army’s GI to Jobs program and the U.S. Military Apprenticeship Program 
(USMAP) are examples of programs developed to identify potential gaps. 

 
3. Servicemembers address knowledge, education, or experience gaps, 

taking advantage of resources available to them while in the service.  
This includes educational resources that are offered to military 
servicemembers, such as the Servicemembers Opportunity Colleges (SOC) 
programs offered by the Army, Navy, Air Force, and Marines and the 
Community College of the Air Force (CCAF). It also includes financial 
resources, such as tuition assistance and the Montgomery GI Bill (MGIB).   

 
4. Servicemembers complete required exams.  Completion of exams is 

facilitated by the Defense Activity for Non-Traditional Education Support 
(DANTES) agreements with selected civilian credentialing agencies that allow 
exams to be given by military officials at or near military bases.   

 
5. Servicemembers provide documentation to credentialing agency.  The 

services offer a variety of methods of documenting military training and 
experience, including the Army American Council on Education Registry 
Transcripts (AARTS), the Sailor and Marine American Council on Education 
Registry Transcripts (SMARTS), and the CCAF transcripts.  All services also 
provide transitioning military personnel with a DD Form 214 – Certificate of 
Release or Discharge from Active Duty, documenting military experiences. 

 
6. Servicemembers obtain credential.  Servicemembers are increasingly 

being encouraged to obtain credentials during their military service and some 
services offer promotion incentives for servicemembers who do so. 

 
This report also provides a chart summarizing each of these steps in the process 
of credentialing a servicemember, along with the specific and differing ways each 
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of the military services addresses the steps and the relevant civilian 
organizations or initiatives that support the process.  This chart can be found in 
Chapter 2, Figure 3. 
 
The military services have made significant strides in addressing civilian 
credentialing, primarily through the following five approaches:   
 
1. Mapping military occupations to their civilian equivalents using information 

available on civilian licensure and certifications; developing an analysis of skill 
gaps and identifying paths to fill those skill gaps. 

 
2. Providing opportunities for servicemembers to register with a federally-

approved Registered Apprenticeship program while serving in the military. 
 
3. Using civilian/commercial training, in place of military training, which results in 

a portable civilian credential in equivalent positions. 
 
4. Obtaining civilian academic credit for military training through an equivalency 

process managed by the American Council on Education. 
 
5. Promoting educational development resulting in academic degrees.  
 
Even with these accomplishments however, more needs to be done.  The gaps 
that exist between requirements for civilian occupational credentials and the 
world class education, training, and experience provided by the military, continue 
to make it difficult for transitioning military to make a smooth entry into the 
appropriate civilian sector employment.   
 
In addition, the complexity of the civilian credentialing process presents many 
challenges for both military and civilian individuals seeking a credential.  These 
challenges include: 
 

 Multitude of Participants:  There is no centralized oversight of civilian 
credentialing.  For most civilian occupations, there is no single entity 
responsible for all of the aspects of credentialing.   

 
 Lack of Accreditation of Certification Agencies and Uniform 

Standards:  The accreditation of certification programs is not as prevalent 
as is accreditation of educational institutions.  While there are several 
major bodies that accredit certification programs, only a relatively small 
number of certification agencies or programs chose to go through the 
accreditation process.  There has been little research to ascertain the 
economic value of specific certifications in terms of employment 
advantage in the labor market or the value assigned to them by business 
and industry.   
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 Lack of Centralized Information on Certification Requirements:  
There is no single, centralized source of information on civilian 
credentialing requirements across occupations.   

 
Additional challenges to credentialing the servicemember include statutory fiscal 
constraints.  Insufficient legal authority exists for the Armed Forces to expend 
appropriated funds for servicemembers to acquire civilian/commercial 
occupational credentials.  For example, absent specific statutory authority, 
appropriated funds may not generally be used to pay for commercial 
certifications, although appropriated funds may be used to pay for commercially 
contracted training courses that include an examination leading to credentials if 
the examination logically relates to the training and is part of the purchase price 
of the course “package.”   Reserve forces face additional constraints. 
 
But even with these constraints and challenges, the credentialing picture for our 
servicemembers transitioning into the civilian workforce has improved markedly 
with the current and continuing programs of each of the military services, and the 
cooperative efforts between the Departments of Labor and Defense.



CHAPTER 1 – INTRODUCTION 
 
The 21st century brings unique challenges in sustaining a skilled civilian 
workforce.  The demand for qualified workers in a diverse array of occupational 
areas continues to grow and the global nature of our economy has caused 
employers in the United States to face increasing competition from foreign 
countries in their efforts to fill some jobs.  As a highly trained, skilled, disciplined, 
and dedicated group of men and women, transitioning servicemembers represent 
a unique labor pool that can contribute significantly to the nation’s ability to 
maintain its competitive edge in the world economy.   
 
The Armed Forces spend approximately $8 billion per year for accession, basic 
skills and advanced training.  Training obtained during an individual’s military 
service is intended to provide tangible benefits for the nation’s defense.  A large 
portion of that training also provides skills that are directly related to civilian 
careers, making our nation’s military personnel a valuable asset to the civilian 
labor force upon transitioning from the military.  Newly separated veterans, 
however, experience a higher initial unemployment rate than non-veterans.  See 
Appendix A:  Employment Situation of Veterans for the most recent data 
available on this subject. 
 
Finding ways to facilitate servicemembers’ smooth transition to the civilian 
workforce is critical to our nation’s ability to successfully tap into this skilled labor 
pool and take full advantage of their many skills and highly developed work ethic.  
Aiding servicemembers in obtaining civilian credentials has increasingly been 
recognized as an important way of making this transition.  Civilian credentials, 
such as licenses, certifications, and apprenticeships, maximize servicemembers’ 
capacity to demonstrate to civilian employers that their skills are on par with 
those of their civilian counterparts.  As a result, these credentials can help to 
reduce periods of unemployment and underemployment that servicemembers 
might otherwise encounter when transitioning to the civilian workforce. 
 
To this end, Section 599 of the Ronald W. Reagan National Defense 
Authorization Act for Fiscal Year 2005 required the Secretaries of Defense and 
Labor to: 
 

jointly carry out a study to determine ways to coordinate the standards 
applied by the Armed Forces for the training and certification of members of 
the Armed Forces in military occupational specialties with the standards that 
are applied to corresponding civilian occupations by occupational licensing or 
certification agencies of governments and occupational certification agencies 
in the private sector. 

 
This report presents the results of this joint study.   
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STUDY OBJECTIVES, SCOPE, AND METHODOLOGY 
 
The Departments of Labor and Defense convened a working group to examine 
methods by which credentialing of servicemembers has been or can be 
facilitated.  This working group has identified numerous best practices within the 
Department of Defense (DoD), the military services within DoD, i.e., Army, Navy, 
Air Force, and Marine Corps, and the Department of Labor (DOL) along with 
opportunities for collaboration that will enhance servicemembers’ ability to 
become credentialed.   
 
 

REPORT CONTENT AND ORGANIZATION  
 
The remaining sections of this chapter of the report provide background 
information on civilian credentialing, examine its importance to transitioning 
servicemembers, identify the complexities surrounding civilian credentialing, and 
highlight some of the significant events that have taken place in recent years to 
facilitate credentialing of servicemembers.  Chapter 2 describes the various 
credentialing scenarios that servicemembers may face when transitioning out of 
the military, identifies the key types of assistance they need to facilitate 
credentialing, and details a credentialing process that will meet these needs. 
Chapter 3 highlights initiatives that are underway in DoD, the military services, 
and in DOL to improve credentialing opportunities for Soldiers, Sailors, Airmen, 
and Marines.  
 
 

BACKGROUND ON CIVILIAN CREDENTIALING  
 
Occupational credentialing is an official recognition of a process by which an 
individual meets a set of defined standards, generally through education, training, 
experience, and testing.  It is intended to provide assurance that those 
credentialed professionals engaged in specific occupations meet acceptable 
standards of quality and will exhibit competency in performance on the job.  The 
existence of such standards is considered to be in the best interest of 
consumers, other practitioners in that profession, individuals in allied professions, 
and the public.  Credentialed individuals are able to bring about a higher level of 
performance and qualification throughout their chosen profession.   
 
Industry and government organizations set and revise credentialing standards to 
ensure that individuals meet the educational and technical qualifications for their 
profession.  The three primary types of occupational credentialing are licensure, 
certification, and apprenticeships: 
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 Licensure – Government agencies, primarily state agencies, but also 
federal and occasionally local agencies, grant licenses to individuals to 
practice a specific occupation, such as a medical doctor, a cosmetologist, 
or an air traffic control tower operator.  Federal, state, or local laws and/or 
regulations define the standards that individuals must meet to become 
licensed.  Licenses are typically required and issued by a government 
entity, i.e., individuals are not authorized to practice an occupation in a 
location without first obtaining the required license.  Requirements for 
obtaining occupational licenses vary by jurisdiction, most often by state.  
Not all states license the same occupations and for those that do, the 
requirements can differ substantially.  Some states will give special 
consideration to individuals who already hold a license in another state.  
For example the licensing board may: 

 
 Recognize licenses granted by other states 

as equivalent, called "reciprocity", may 
require an exam and/or fee; 

 Issue a license based on the individual 
having met similar requirements out-of-
state, called "endorsement" or "license by 
credentials"; or 

 Credit equivalent out-of-state training, 
education, and examinations toward the 
requirements for licensure in that state. 
 

 Certification – Occupational certification can 
be broadly grouped into two areas:  (1) 
certifications granted by organizations or 
professional associations, e.g., Certified Public 
Accountant (CPA) or Certified Nuclear 
Medicine Technologist (CNMT), and (2) vendor 
or product-related certifications, e.g., Certified 
Novell Engineer (CNE) or Microsoft Certified 
Systems Engineer (MCSE).  Each certifying organization sets its own 
standards for certification.  For many occupations, more than one 
organization may offer certifications.  Certification requirements generally 
include one or more of the following: education, training, work experience, 
and examination.  Certification is not usually required by law to practice an 
occupation except in cases where a licensing body or board for a 
particular occupation in a state includes certification as part of the 
licensing requirements.  However, certifications generally make an 
individual more employable as some employers require certification of its 
employees, or may consider certification when making hiring or promotion 
decisions. 

 

Important Distinction Between 
Licensure & Certifications 
 
Licenses are granted by 
government organizations to 
regulate the practice of a 
profession.  They are a mandatory 
credential providing the individual 
with the right-to-practice. 
 
Certifications are granted by 
industry stakeholders to attest to 
an individual’s attainment of 
knowledge and skills.  They are a 
voluntary credential providing the 
individual with the right-to-title, 
i.e., once an individual has 
acquired a certification, that 
individual is entitled to use the 
certification label as a title after 
his/her name. 
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 Apprenticeships – Registered Apprenticeship is a training system, 
combining on-the-job learning and related instruction in which workers 
learn the practical and theoretical aspects of a skilled occupation.  The 
process of apprenticeship program registration with federal and state 
government agencies is standards-based, designed to ensure that 
working apprentices, program sponsors, and the general public can gain a 
clear understanding of the training content and the measures that are in 
place to ensure ongoing quality.  Employers, employer associations, and 
joint labor-management organizations, known collectively as 
apprenticeship sponsors, provide apprentices with instruction that reflects 
industry needs.  Apprentices receive paid on-the-job training, academic 
instruction, and a nationally recognized Certificate of Completion of 
Apprenticeship, that equip them with the portable skill sets needed to 
advance in their chosen field.  Currently, departing military veterans may 
receive credit for their military occupational experience and benefit from 
“direct entry” into a private industry registered apprenticeship program 
without the necessity of competition.  The result is workers with industry-
driven training and employers with a competitive edge.  

 
Educational or academic degrees, while a recognized type of credential and 
often included in requirements for licensing and certification or in the process of 
apprenticeship, are not strictly an occupational credential and are not included as 
such in this report.   
 
 

IMPORTANCE OF CREDENTIALING TO TRANSITIONING 
SERVICEMEMBERS 

 
The civilian workforce increasingly relies upon credentialing as a way to regulate 
entry into an occupation and to promote accountability for performance and 
public safety.  Furthermore, the value of credentialing to the military is also being 
increasingly recognized.  Credentialing offers professional growth and 
development opportunities for individuals in the service and has been used by 
the military services for both recruiting and retention.  Civilian credentialing can 
be viewed as an opportunity for servicemembers transitioning to the civilian 
workforce to demonstrate to employers the comparability and value of their 
military education, training, and experience.  However, not all civilian 
credentialing agencies formally recognize military education, training, and 
experience, thus making it difficult for some servicemembers to obtain civilian 
credentials. 
 
This issue affects a significant number of transitioning personnel.  Each year, 
over 180,000 servicemembers transition from military to civilian life.  A 1998 
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study1 found that more than one-third of separating enlisted personnel served in 
military occupations that have civilian equivalents with credentialing 
requirements, i.e., licensure and certification.  While these figures have not been 
updated in recent years, a number of factors suggest that this proportion is likely 
to have increased dramatically since that time.   
 
In recent years, there has been an increase in the number of new certification 
programs.  DOL’s America’s Career InfoNet web site (www.acinet.org), contains 
a Certification Finder database, which, while not a comprehensive source of all 
certifications available, currently contains information on over 3,000 different 
certifications.  From the military perspective, 
Army analysis shows that, as of January 2005, 
92% of Army military occupational specialties 
(MOSs) have civilian job equivalents that are 
subject to licensure or certification and 95% of 
the over 400,000 enlisted Soldiers serve in 
these MOSs.  With regard to apprenticeship, 
the Coast Guard currently has 21 ratings 
(occupational specialties), the Navy has 69 
ratings, and the Marine Corps has 195 
occupational specialties that are available for 
participation for apprenticeship.   
 
Civilian occupational credentials are recognized as important for servicemembers 
– particularly upon their transition to the civilian workforce – for several reasons:  
 

 Federal, state, or local law may require that an individual possess specific 
credentials to legally perform some jobs.  

 
 Employers may choose to hire only employees who have certain 

credentials, or to pay those employees more.  
 
 Credentials may improve an employee's prospects for promotion.  

 
 Credentialed servicemembers demonstrate to prospective civilian 

employers that their skills are on par with their civilian peers.  
 
In addition, credentials can contribute to military career development, and may 
be accepted for self-development requirements and in performance evaluations 
during an individual’s military career. 
 
 

                                                 
1 Congressional Commission on Servicemembers and Veterans Transition Assistance, “Barriers to Veterans 
Employment Presented by Civilian Licensure and Certification”, June 4, 1998. 

Military Occupational Specialties 
 
The various services use differing 
nomenclature regarding occupational 
specialties within their respective 
branches of service: 
 
MOS – Military Occupational Specialty; 
 Army, Marines 
Ratings – Navy, Coast Guard 
AFSC - Air Force Specialty Code  
MOC – Military Occupational  
 Classification; Umbrella term  

used across the Services
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DYNAMICS AND CHALLENGES OF THE CREDENTIALING PROCESS 
 
The complexity of the civilian credentialing process presents many challenges for 
both military and civilian individuals seeking to obtain a credential.  As discussed 
below, the system of civilian credentialing is very decentralized, making it difficult 
for individuals to navigate through the system to determine what credentials to 
pursue.  The multi-faceted nature of credentialing complicates the ability to 
facilitate credentialing of servicemembers.  It is often difficult to identify the 
appropriate civilian partners with which to work, and, as discussed below, some 
civilian credentials may not have nationwide recognition or applicability. 
These complexities are being taken into consideration by DOL and DoD as new 
initiatives are developed to assist individuals in becoming credentialed. 
 
Multitude of Participants  
 
As shown in Figure 1, the civilian credentialing system is very decentralized.  
There is no single entity responsible for all of the aspects of credentialing.  Most 
certifications are created by private industry or occupational associations, of 
which there are over a thousand.  Occupational licensure is a governmental 
function but may occur at multiple levels.  Some occupations are licensed at the 
national level by a federal agency, such as the Federal Aviation Administration.  
Most licensing occurs at the state level, but requirements may vary somewhat 
among the states.  Further, some occupations are licensed in some states but 
not others.  Registered apprenticeship programs are recognized by DOL’s Office 
of Training, Employer and Labor Services (OATELS) and their State 
Apprenticeship Agency/Council partners.  In addition, credentials often have 
academic and training requirements, so educational institutions and training 
developers play a role in credentialing as well.   
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Figure 1:  Complexities of the Professional Credentialing System 

 
 
 
 
Lack of Accreditation of Certification Agencies and Uniform Standards 
 
One means to ensure quality certifications is through accreditation of those 
programs.  Accrediting agencies develop evaluation criteria and conduct 
evaluations to assess whether or not those criteria are met.  Institutions and/or 
programs that request an agency's evaluation and that meet an agency's criteria 
are then "accredited" by that agency.   
 
Accreditation of educational programs and institutions is a good example of how 
this process can work to ensure quality.  In higher education, the role of 
accreditation is extensive:  19 institutional organizations accredit approximately 
6,300 institutions and more than 60 programmatic organizations (e.g., law, 
medicine, business, etc.) accredit approximately 17,500 programs.2  One reason 
for the comprehensiveness of this system is that educational institutions must be 
accredited in order for their student enrollees to be eligible to receive federal 
financial aid. 
 
The accreditation of certification programs is not as prevalent as is accreditation 
of educational institutions.  In the workforce arena, while there are several major 
bodies that accredit certification programs, only a relatively small number of 
certification agencies or programs have chosen to go through the accreditation 
process.  Moreover, individuals seeking certification are often unaware of the 
existence of these accreditation organizations. 

                                                 
2 Judith S. Eaton, President Council for Higher Education Accreditation (CHEA), CHEA Letter from the 
President, “The Value of Accreditation:  Four Pivotal Roles”, May, 2003. 
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Two major entities that accredit organizations that offer certifications are the 
American National Standards Institute (ANSI) and the National Commission for 
Certifying Agencies (NCCA), the accreditation body of the National Organization 
for Competency Assurance (NOCA).  ANSI administers two accreditation 
programs for personnel certification agencies.  One accreditation is based on the 
new International Standard ISO/IEC 17024 and the other is based on the 
Conference for Food Protection Accreditation Standards for certification agencies 
that certify food protection managers.  Both programs are based on an 
internationally recognized process for accrediting organizations and it has been 
used by ANSI for many years.  This process involves both a review of a paper 
application and the performance of an audit (on-site visit) to validate information 
provided by each applicant.  The use of an onsite audit for accreditation of 
personnel certification agencies is unique to ANSI.  ANSI’s accreditation process 
appears to be a useful quality assurance mechanism.  Fewer than 15 certifying 
organizations have obtained ANSI accreditation to date.  The cost of 
accreditation can be prohibitive for some credentialing organizations.   
 
NCCA was created in 1987 by NOCA as a commission whose mission is to help 
ensure the health, welfare, and safety of the public through the accreditation of a 
variety of certification programs or organizations that assess professional 
competence.  NCCA uses a peer review process to:  establish accreditation 
standards, evaluate compliance with these standards, recognize organizations or 
programs which demonstrate compliance, and serve as a resource on quality 
certification.  NCCA accredited organizations certify individuals in a wide range of 
professions and occupations.  Among NOCA's 300 or so members, as of the 
year 2000, fewer than 50 had obtained accreditation through NCCA. 
 
In addition to ANSI and NCCA, which provide accreditation across occupational 
areas, there are also specialty boards, such as the Council on Engineering and 
Scientific Specialty Boards (CESB), that accredit certifications for specific 
industries and occupations.  These accreditation organizations likely serve an 
important role in their given industries, but are not widely known to consumers or 
individuals seeking to determine which certifications are considered to be of good 
quality. 
 
The legislation that authorized payment of credentialing exam fees through the 
Montgomery GI Bill (MGIB) contained basic standards that credentialing 
organizations must meet in order for their certifications to be approved for 
payment.  The Department of Veterans Affairs has responsibility for determining 
which certifications meet these standards.  This oversight provides some level of 
review of the quality of licenses and certifications, but it is not considered an in-
depth accreditation process.   
 
While many certification programs are quite rigorous and their development has 
included elements such as job analysis, review by subject matter experts, and 
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test validation, this is not always the case.  There is concern that certain entities 
might issue ‘certifications’ to those who merely apply and submit a fee.  (This 
issue is similar to the concern within education about ‘diploma mills’ that may 
grant degrees for ‘life experience’ without proper testing or verification.)  Without 
a more formalized accreditation process, it is difficult for any individual seeking a 
credential to determine whether that credential has value. 
 
Another way to determine the utility of specific certifications is to assess the 
value assigned to them by business and industry.  The best indication of the 
quality and utility of certifications is whether they are recognized by major 
industry associations and widely accepted for hiring and promotion purposes by 
firms within that industry.   
 
Lack of Centralized Information on Certification Requirements 
 
Due to the decentralized nature of the civilian credentialing system, there is no 
single, centralized source of information on civilian credentialing requirements.  
Given that there are thousands of credentials, this makes it difficult for the 
military to compare its education, training, and experience for a given 
occupational specialty to the civilian credentialing requirements.  DOL has 
attempted to fill this information gap by developing web-accessible databases 
with contact information for certification and licensure organizations.  However, 
these databases do not include detailed information on actual requirements.  The 
cost of updating and maintaining this type of information, which changes 
frequently, would be prohibitive. 
 
DOL does have an effort underway to form an electronic clearinghouse of 
existing industry recognized skill standards, competency models, and 
competency-based curriculum to augment existing resources on occupational 
certifications and licensure.  The goal is to create a site that will provide industry 
a means to publicize their emerging skill needs and where businesses, both 
small and large, educators, and even individuals can go to ascertain the 
emerging skill demands in the U.S. workplace. 
 
 

SIGNIFICANT EFFORTS AND EVENTS  
 
In recent years, various efforts have been expended on ways to address the 
issue of credentialing for our veterans transitioning to civilian employment.  See 
Appendix B:  Bibliography of Recent Documents for a list of relevant 
documentation on this subject.  Similarly, numerous events have taken place in 
recent years that serve to facilitate the credentialing of servicemembers and 
veterans.  These include initiatives targeted directly towards this purpose as well 
as other initiatives that, while not specifically designed to improve credentialing 
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opportunities, serve to do so because of their relationship to credentialing.  
Figure 2 lists these significant events going back to 1972. 
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Figure 2.  Timeline of Significant Efforts and Events  
 

 
1972  -- Beginnings of Servicemembers Opportunity Colleges (SOC)1 

 
 
1974 -- Community College of the Air Force (CCAF) established 
 
 
1978 -- SOC Concurrent Admissions Program established for Army Recruiting Command 
 
1979 -- SOCAD (Army Degrees) degree networks established amongst member institutions  
 
 
 
1994 -- SOCMAR established for the Marine Corps   
 
1995 -- Army begins development of concept to match civilian degrees and civilian certification/  
    credentialing to military occupational specialties 
 
1997 -- “Study of Licensure and Certification for Veterans”, The American Legion (8/1997) 
 
1998 -- Memorandum of Understanding (MOU) between USDOL/VETS and VA creating an 

   Interagency Task Force on Certification and Licensing of Military Personnel  
   (4/1998 - 12/1999) 
-- Army markets first group of Career degrees matched to MOSs to Aviation Service  
   School personnel 

 -- Congressional Commission on Servicemembers and Veterans Transition Assistance  
    study on “Barriers to Veterans’ Employment Presented by Civilian Licensure and  
    Certification” (6/1998) 
 
1999 -- Army Implementation Memorandum on Recruiting/Repositioning initiatives to establish  
    and make available low-or no-cost technology based distance learning opportunities  
    and improve credentialing (8/1999) 
 -- Oversight Hearing on Veterans’ Employment Regarding Civilian Credentialing 
    Requirements for Military Job Skills, House Committee on Veterans’ Affairs,  

   Subcommittee on Benefits (9/1999) 
 -- DoD and each branch of the Service implement standardized fiscal tuition assistance 

   policy (10/99) 
 -- State Pilots on Veteran Credentialing completed, USDOL/VETS (12/1999) 
 
2000 -- Federal Aviation Administration (FAA) MOU signed with DANTES (5/2000)2 
 -- First Conference on Veterans Transition Assistance (6/2000) 
 -- Use Your Military Experience and Training (UMET) web site launched,  

   USDOL/VETS (6/2000) 
 -- Oversight Hearing on Veterans’ Employment: Credentialing (Licensure, 

   Certification, Accreditation, and Apprenticeship) Requirements, Committee on  
   Veterans’ Affairs, Subcommittee on Benefits (9/2000) 
-- Army implements Computer Based Training (eLearning) literacy program for all  
   Soldiers (10/2000)3 
-- Army Recruiting Command initiates Partnership for Youth Success (PaYS) program  
   (10/2000)4 

 -- Veterans’ Benefit and Healthcare Improvement Act of 2000 (11/2000)5 

 -- Army Research Institute conducts study of in-service voluntary education/credentialing  
    programs and their impact on recruiting and retention of Soldier personnel  
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2001 -- eArmyU portal launched (1/2001) 
 -- Second Conference on Veterans Transition Assistance (5/2001) 

-- Professional Certification and Licensure Advisory (PCLAC) committee established by   
    Secretary of Veterans Affairs (6/2001)  

-- The Professional Certification Advisory Board (PCAB) under the Small Business  
   Administration Veterans Development established (10/2001)6 

 -- First PCLAC meeting held in Washington, DC (12/2001) 
 
2002 -- Army’s GI to Jobs, Credentialing Opportunities On-Line (COOL) web site launched  

   (www.cool.army.mil) (4/2002)7 
-- PCLAC Trains the State Approving Agencies (SAA) on professional certification  
   and licensure guidance and governance information (7/2002) 

 -- DANTES offers Federal Communication Commission (FCC) test funding pilot (2002)  
 
2003 -- DANTES offering the CompTIA test to military members (1/2003) 

-- Army authorizes expansion of GI to Jobs Credentialing/certification gap analysis to  
    additional skill identifier training and warrant officer specialties (1/2003) 
 -- PCLAC reviewed and made recommendations for changes in the VA Licensing and  

     Certification Tests (Draft Circular) 
 
2004 -- First DANTES-sponsored FAA Airframe and Powerplant Tests administered to a  

   military member at Sheppard, AFB (6/2004)8   
 -- Preliminary Report on Workforce Recruitment, Retention, and Re-Entry Issues for 

   Military Personnel and Their Spouses, DOD & USDOL (4/2004) 
-- Navy’s Five Vector Model implemented (6/2004) 
-- DANTES begins a Microsoft Voucher Funded Pilot for military members (11/2004) 

 -- The Veterans Benefits Improvement Act of 2004, Public Law 108-454 (12/2004) 
 

_______________________ 
 
1 Consortium of colleges and universities, under the umbrella organization of the American Association of   
  State Colleges and Universities, agree to provide degree programs for Soldiers and Sailors. 
2 Defense Activity for Non-Traditional Educational Support, (www.dantes.doded.mil). 
3 eLearning program allows Soldiers to take Information Technology (IT) and systems training  
  courses free of charge —  courses used by Soldiers in preparation for IT industry certification. 
4 Captains of industry agree to the hiring of transitioning Army personnel.  (See APPENDIX C: 
   PaYS Partnership Tables for recent data showing program success/production after five years.) 
5 Eligible servicemembers and veterans can use the Montgomery G.I. Bill to pay for up to $2,000 in fees for  
   civilian occupational licensing and certification exams taken on or after March 1, 2001. 
6 Public Law 106-50 established the PCAB -- placed as an Advisory Board group within the federally charted  
  Veterans Corporation. 
7 Replaced UMET web site. 
8 As of 03/2005, four other locations opened: Tinker, AFB; Ft. Eustice; Luke, AFB; and Mobile, AL (USCG). 
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CHAPTER 2 – CREDENTIALING OF MILITARY 
SERVICEMEMBERS 
 
 
Currently, the credentialing status of servicemembers at the time of transition can 
vary.   Some individuals may be in occupational specialties that do not have 
related civilian credentials.  Others may be in occupational specialties that are 
credentialed yet they may or may not have the credential at the time of 
separation.  This chapter discusses the various credentialing scenarios that 
might apply to transitioning military personnel, the key needs of servicemembers 
in terms of assistance with credentialing, and the process that can be used to 
facilitate credentialing.   
 
 

SERVICEMEMBERS’ CREDENTIALING STATUS AND NEEDS 
 
Potential Credentialing Status at Time of Transition  
 
There are five basic scenarios that describe the potential credentialing status of 
transitioning servicemembers and veterans. Servicemembers may: 
 

1. Have civilian equivalents that do not require a license or certification. 
Servicemembers seeking employment in this category do not necessarily 
need to pursue credentialing. 

 
2. Leave the military with all the civilian credentials they need.  In recent 

years the DoD and military services have increasingly incorporated civilian 
credentialing into their training programs.  For example, Emergency 
Medical Technicians in all services are required to obtain certification from 
the National Registry of Emergency Medical Technicians.  Similarly, some 
military occupations have directly comparable civilian occupations, e.g., 
culinary specialists compare to chefs.  Current fiscal authority exists to use 
appropriated funds to pay for commercially contracted training courses 
that include an examination leading to credentials.  This authority is 
limited, however, to instances where the examination logically relates to 
the training and where it is included as part of the purchase price of the 
course “package”.  The Navy has contracted for such “package” courses 
to meet training requirements where appropriate from cost, timing, and/or 
location considerations. 

 
3. Have a certification in the field but not a license.  For these individuals, 

the transition to the civilian workforce may be relatively seamless because 
certification and licensure requirements are often similar. These 
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individuals will need to obtain a license from the appropriate government 
agency. 

 
4. Leave the military with the education, training, or experience 

necessary to become licensed or certified, but lack the civilian 
credential.  These individuals may have to follow an administrative 
process that typically requires completing an application, documenting 
military training and experience, and possibly taking an exam. 

 
5. Need to supplement their military education or training or obtain 

additional experience.  These individuals may experience periods of 
unemployment or underemployment until they are able to get the 
education, training, or experience they need. 

 
Key Types of Assistance Needed by Servicemembers to Facilitate 
Credentialing 

 
Servicemembers need three key types of assistance in order to facilitate their 
ability to become credentialed: 
 
1. Assistance identifying civilian credentials applicable to their Military 

Occupational Classifications (MOC).  This includes identification of: 
 

 Civilian equivalent of MOC; 
 Credentials relevant to MOC (i.e., certifications, licenses, 

apprenticeships); and 
 Specific credentialing requirements. 

 
2. Assistance in addressing gaps between military training and experience and 

civilian credentialing requirements.  This includes providing servicemembers 
with: 

 
 A detailed description of education, training, experience and other gaps 

between military training and experience and civilian credentialing 
requirements; and 

 Resources to enable them to fill gaps (could be financial or programmatic). 
 
3. Assistance with obtaining the civilian credential from the civilian agency.  This 

includes: 
 

 Access to exams; 
 Payment of exam fees; and 
 Documentation of military education, training, and experience to provide to 

credentialing agency. 
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CREDENTIALING THE SERVICEMEMBER:  PROCESS AND ROLES 
 
The results of this study show that the process of credentialing servicemembers 
involves six key steps that are facilitated in different ways by the military services 
and by civilian public and private sector organizations:   
 
1. Identification of certifications relevant to military occupational 

specialties.  Civilian occupations related to military occupational specialties 
are identified with their relevant certifications.  A crosswalk between military 
occupations and the civilian Standard Occupational Classification-
Occupational Information Network (SOC-O*NET) system developed by DoD’s 
Defense Manpower Data Center facilitates this process.  This crosswalk is 
available through DOL’s O*NET OnLine Crosswalk function. 

 
2. Comparability analysis identifies gaps between military education, 

training, and experience and civilian credentialing requirements.  The 
Army’s GI to Jobs program and the U.S. Military Apprenticeship Program 
(USMAP) are examples of programs developed to identify potential gaps. 

 
3. Servicemembers address knowledge, education, or experience gaps 

taking advantage of various financial and programmatic resources 
available to them while in the service.  This includes educational resources 
that are offered to military servicemembers, such as the Servicemembers 
Opportunity Colleges (SOC) programs offered by the Army, Navy, Air Force, 
and Marines and the Community College of the Air Force (CCAF). It also 
includes financial resources, such as tuition assistance and the Montgomery 
GI Bill.   

 
4. Servicemembers complete required exams.  Completion of exams is 

facilitated by the Defense Activity for Non-Traditional Education Support 
(DANTES) agreements with selected civilian credentialing agencies that allow 
exams to be given by military officials at or near military bases.   

 
5. Servicemembers provide documentation to credentialing agency.  The 

services offer a variety of methods of documenting military training and 
experience, including the Army American Council on Education Registry 
Transcripts (AARTS), the Sailor and Marine American Council on Education 
Registry Transcripts (SMARTS), and the CCAF transcripts.  All services also 
provide transitioning military personnel with a DD Form 214 – Certificate of 
Release or Discharge From Active Duty, which also documents military 
experiences. 

 
6. Servicemembers obtain credential.  Servicemembers are increasingly 

being encouraged to obtain credentials during their military service and some 
services offer promotion incentives for servicemembers who do so. 
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Figure 3 provides a detailed description of these steps and the various ways that 
the steps are facilitated by the military services and public and private sector 
organizations.  Additional information on each service’s unique initiatives is 
provided in Chapter 3. 
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Figure 3.  Process to Credentialing the Servicemember 
 

 
Typical Steps  Relevant Military Programs or 

Initiatives   
Relevant Civilian 

Organizations or Initiatives 

Military and civilian institutions determine civilian licensure, certification, or apprenticeships applicable  
to MOSs.  

 a) Match MOS/Naval Rating to equivalent  
 civilian occupation  

 DMDC's crosswalk to 
SOC/O*NET,  
 Army COOL 

 O*NET OnLine Crosswalk  
 search 

 b) Obtain description of general civilian  
 requirements  Army COOL  OOH and O*NET OnLine 

 c) Research civilian licensure requirements  Army COOL  ACINet - Licensed Occupations 

 d) Research civilian certification requirements  Army COOL  ACINet - Certification Finder 

 e) Registered Apprenticeship   USMAP  OATELS 

 f) If appropriate to the military mission, have  
 civilian organization provide training leading  
 to civilian certification 

 All Services (applies to a limited  
 number of occupational  
 specialties) 

  

Step  1  

 g) If appropriate, incorporate civilian  
 credentialing standards into military training 

 All Services (e.g., aviation,  
 medical, etc.)   

   
 

Military services conduct gap analysis with input from civilian credentialing bodies: analyze military training, 
education, and experience to determine if and how they meet civilian requirements.  
 a) Request military Programs of Instruction  
 (POI) and training materials from training  
 commands 

 b) Review POIs and selected training materials

 c) Analyze skills obtained in military against  
 civilian training and certification requirements.  

 The Army has completed an  
 extensive comparability analysis  
 process of their MOSs.  The Navy 
 has completed an extensive  
 comparative analysis of ratings to 
 certification requirements using  
 JTA in conjunction with NAVMAC 
 occupational codes. 

 There is no centralized access  
 point to obtain credentialing  
 requirements for civilian  
 occupations.  Contact must be  
 made with each credentialing  
 agency to obtain this  
 information. 

 d) Demonstrate how military meets license  
 requirements    Army COOL  ACINet - Licensed Occupations 

 e) Demonstrate how military meets certification 
 requirements   Army COOL; Navy 5VM  ACINet - Certification Finder 

Step  2  

 f) Registered Apprenticeship   USMAP  OATELS 
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Figure 3. (cont’d)  Process to Credentialing the Servicemember 
 

If steps 1 and 2 are not conducted, the servicemember must independently do the research and analysis that 
matches his/her military training, education, and work experience to civilian licensure and certification 
requirements, as established by licensing bodies, and/or nationally and professionally recognized certification 
agencies. Then, the servicemember can proceed with steps 3 - 6.  

    

 
Typical Steps  Relevant Military Programs or 

Initiatives   
Relevant Civilian 

Organizations or Initiatives 
Servicemembers address gaps between military training, education, & experience and civilian credentialing 
requirements.  

a) Obtain additional training during current 
term of service by going through DoD and 
Service-specific voluntary education systems 

DoD VOLED, Army’s Continuing 
Education System (ACES), Navy 
College Program, Marine Corps 
Lifelong Learning Division, and 
Air Force’s Voluntary Education 
Programs and Services 

  

b) Obtain appropriate post-secondary 
certificate, degree, and/or certification exam 

Servicemembers Opportunity 
Colleges (SOC): SOCAD, 
SOCNAV, SOCMAR; and 
Community College of the Air 
Force (CCAF) 

Post-secondary educational 
institutions and certification 
organizations 

c) Re-enlist, if necessary, to complete 
additional training, education, or work 
experience necessary for civilian 
requirements  

Service-specific re-enlistment 
offices    

d) Following separation from military, obtain 
additional civilian education, training, or work 
experience  

  
Workforce Investment Act 
(WIA) programs, Post-
secondary academic  

e) If appropriate, enroll in Apprenticeship 
program while in military USMAP OATELS  

Step 3 
f) Access financial resources to assist in 
addressing gaps 

Service-specific TA programs, 
Montgomery GI Bill, TA/VA Top-
Up Program  

WIA and One-Stop Career 
Centers, grants and financial 
aid from U.S. Department of 
Education, ACINet Financial 
Aid Center 
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Figure 3. (cont’d)  Process to Credentialing the Servicemember  

 

 Typical Steps  Relevant Military Programs or 
Initiatives   

Relevant Civilian 
Organizations or Initiatives 

Servicemembers complete required civilian licensure and certification exams. (See note below.) 

a) Obtain access to civilian exams   

Service-specific Voluntary 
Education Systems' Test 
Centers, DANTES certification 
examinations, national testing 
centers  

National testing centers, e.g., 
College Board, Prometrics, 
Sylvan Learning Centers 

b) Access resources to pay for exams 
Montgomery GI Bill, DoD and 
Service-Specific Tuition 
Assistance system  

  

Step 4 

c) If enrolled in Apprenticeship and additional 
requirements are necessary, transition to 
civilian Apprenticeship for completion 

USMAP  OATELS 

 

 

NOTE:  For Step 4, DANTES has established Memoranda of Understanding with civilian certification agencies to 
administer the agency's certification exams to servicemembers at test centers operated by each Service through its 
respective voluntary and continuing education system. 

    

Servicemembers provide credentialing agency documentation of military training, education, and 
experience. 

Education transcripts  AARTS, SMART, or CCAF American Council on 
Education 

VMET All Services   

Step 5 

DD214 All Services   

   
 

Step 6 

Servicemembers obtain the license or certification.  
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Figure 3. (cont’d)  Process to Credentialing the Servicemember 
 

Acronyms 
  
5VM Five Vector Model (Navy) 
AARTS 
 - http://aarts.army.mil/ 

Army/American Council on Education  
     Registry Transcript System 

ACE 
 - http://www.acenet.edu/ 

American Council on Education 
 

ACES 
 - https://www.aces.army.mil/ 

Army Continuing Education System 
 

ACINet 
 - http://www.acinet.org/ 

America's Career Infonet 
 

CCAF 
 - http://www.au.af.mil/au/ccaf/ 

Community College of the Air Force 
 

COOL 
 - https://www.cool.army.mil/ 

Credentialing Opportunities On-Line (Army) 
 

DANTES 
 - http://www.dantes.doded.mil/ 

Defense Activity for Non-Traditional Education Support 
 

DMDC 
 - http://www.dmdc.osd.mil/ 

Defense Manpower Data Center 
 

JTA Job Task Analysis 
MOS 
 

Military Occupational Specialty (Army, Air Force,  
     & Marine Corps.  Navy uses Naval Ratings.) 

NAVMAC Navy Manpower Analysis Center 
OATELS 
 - http://www.doleta.gov/atels_bat/ 

Office of Apprenticeship Training, Employer and Labor Services 
 

OOH 
 - http://www.bls.gov/oco/ 

Occupational Outlook Handbook 
 

O*NET 
 - http://online.onetcenter.org/ 

Occupational Information Network 
 

POI Programs of Instruction  
SMART 
 - https://smart.cnet.navy.mil/ 

Sailor/Marine American Council on Education Registry Transcript 
 

SOC (Step 1) Standard Occupational Code 
SOC (Step 3) 
 - http://www.soc.aascu.org/ 

Servicemembers Opportunity Colleges 
 

SOCAD 
 - http://www.soc.aascu.org/socad/ 

Servicemembers Opportunity Colleges Army Degree 
 

SOCMAR 
 - http://www.soc.aascu.org/socmar/ 

Servicemembers Opportunity Colleges Marine Corps 
 

SOCNAV 
 - http://www.soc.aascu.org/socnav/ 

Servicemembers Opportunity Colleges Navy 
 

USMAP 
 - https://www.cnet.navy.mil/usmap/ 

United Services Military Apprenticeship Program 
 

TA Tuition Assistance 
VA 
 - http://www.va.gov/ 

Department of Veterans Affairs 
 

VOLED 
 - http://www.voled.doded.mil/ 

Voluntary Education Programs 
 

VMET Verification of Military Experience and Training 
WIA Workforce Investment Act  
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CHAPTER 3 – CURRENT INITIATIVES TO FACILITATE 
CREDENTIALING 
 
 
Efforts to facilitate the credentialing of servicemembers have been ongoing in 
DoD, the military services, and DOL.  This chapter of the report summarizes 
some of the key initiatives that are currently planned or underway. 
 
 

JOINT DOL AND DOD EFFORTS 
 
Over the years, the Departments of Labor and Defense have worked closely 
together on issues related to servicemembers’ transition.  A number of joint-
efforts have been conducted, including joint participation on the Task Force on 
Licensure and Certification of Veterans, operation of the Transition Assistance 
Program, and collaboration on the development of a Military Resume Writer.  
Many of these initiatives are discussed in more detail in the following sections,  
under the agency which had or has the lead on the initiative.  More recently is the 
Memorandum of Understanding (MOU) that was executed between the 
Departments of Defense and Labor on July 11, 2003.   
 
The MOU, initiated by the Secretaries of Labor and Defense, directed the 
Departments to study and undertake activities of mutual interest that may 
expand recruitment, job search services, training, placement, licensing and 
certification, and other services for military personnel, veterans, and their 
families.  The Departments expressed particular interest in expanding 
services that related to and supported the following: (1) recruitment; (2) 
retention; and (3) re-entry.  It is anticipated that additional efforts regarding 
the military to civilian credentialing issue will be undertaken under the 
auspices of this MOU. 

 
 

DOD AND THE MILITARY SERVICES 
 
The various components of the military have addressed the challenges and 
opportunities related to credentialing using a number of specific methods.  These 
methods include:   
 

1. Mapping military occupations to their civilian job equivalents using 
information available on civilian licensure and certifications; developing an 
analysis of any skill gaps; and identifying learning pathways to obtain skills 
not acquired through the military occupational specialty. 

 
2. Providing opportunities for servicemembers to register with a federally-

approved apprenticeship program while serving in the military. 
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3. Using civilian/commercial training which results in a portable civilian 

credential in place of military training in equivalent positions. 
 

4. Obtaining civilian academic credit for military training through an 
equivalency process managed by the American Council on Education. 

 
5. Promoting educational development resulting in academic degrees.  

 
Key methods used by DoD and each of the services are described below. 
 
 

DEPARTMENT OF DEFENSE:  CROSS-SERVICE INITIATIVES 
 
Transition Assistance 
 
The key to transition assistance is knowledge of available resources and a firm 
understanding of how to use them.  By law, all transitioning military personnel are 
required to receive pre-separation counseling no less than 90 days prior to 
leaving active duty.  An effective transition also requires planning and action on 
the servicemember’s part.  The Transition Assistance program recommends 
members set up a pre-separation counseling appointment at least 180 days prior 
to separation.  During this meeting/counseling session members receive 
counseling concerning their benefits and rights, as well as services available to 
them.  They are given DD Form 2648, “Pre-separation Counseling Checklist”, 
and assisted in its completion.  The checklist helps each member identify their 
individual needs and develop a personal plan for securing the assistance to meet 
their needs.  The Transition Assistance office considers this checklist to be 
extremely important to the member and they are not permitted to out-process the 
installation until they have completed the form. 
 
Through the Transition Assistance Program (TAP), discussed further under the 
Department of Labor section of this report, servicemembers are counseled on 
resumes, medical care, finance, employment opportunities, dress, interview 
processes, and other important issues that will assist in their transition to the 
civilian work force.   
 
DANTES 
 
In addition to its work with DOL on the MOU Working Group (discussed above), 
DoD’s primary method of addressing credentialing issues is through its 
organizational unit called the Defense Activity for Non-Traditional Education 
Support (DANTES): 
 
The DANTES mission is to support the off-duty, voluntary education programs of 
the various branches of the military and to conduct special projects and 
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development activities in support of education related functions of the services.  
DANTES has made a comprehensive attempt to enhance the servicemembers’ 
ability to become credentialed through its Certification Examination Program. 
DANTES coordinates with civilian credentialing boards to develop agreements 
that grant military officials the authority to administer certification and licensure 
examinations.  DANTES then provides military personnel world-wide access to 
national and professional certification examinations through the services-funded 
testing centers.  DANTES currently has approximately 60 agreements with 
nationally recognized certification associations.  Additionally, DANTES provides a 
calendar of nationally recognized certification programs and web-based 
Certification Program Handbooks for service test center officials to order 
certification examinations. 
 
In addition to agreements with each service branch, DANTES has Memorandum 
of Agreements with the Army National Guard, Air Force Reserve, and the Army 
Reserve to offer a reimbursement payment system to eligible servicemembers 
taking certification examinations.  For example, upon receiving results from a 
professional certification or licensure test, the servicemember submits the results 
along with payment confirmation to the DANTES Headquarters.  The Defense 
Finance System then provides reimbursement directly to the servicemember.   
 
DANTES also has an on-going contract with the National Institute of Automotive 
Services Excellence (ASE) to pay for exams administered at base education 
centers worldwide.  Each authorized servicemember is limited to three ASE 
specialty exams per administrative period.   
 
DANTES currently has funded pilot programs for Microsoft testing, whereby 
servicemembers have the opportunity to take one Microsoft test at no cost to 
them, and for Federal Communications Commission (FCC) testing, managed by 
the National Radio and Telecommunications Engineers (NARTE).  
 
Troops To Teachers  
 
DoD established Troops to Teachers (TTT) in 1994.  The National Defense 
Authorization Act for FY 2000 transferred the oversight and funding for TTT to 
the U.S. Department of Education, but continued operation by the DoD. 
 
Reflecting the focus of No Child Left Behind Act of 2001, the primary objective of 
TTT is to help recruit quality teachers for schools that serve low-income families 
throughout America.  TTT helps relieve teacher shortages, especially in math, 
science, special education and other high-needs subject areas, and assists 
military personnel in making successful transitions to second careers in teaching.   
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DEPARTMENT OF DEFENSE:  THE SERVICES 
 
UNITED STATES ARMY 
 
The U.S. Army has robust continuing education and credentialing programs for 
Soldiers that enhance the capability of America’s Soldiers on duty around the 
world and also improve their ability to ultimately transition back to the civilian 
sector.  The Army strives to provide Soldiers and their families with access to the 
types of programs and services available to their peers in the civilian sector.  
Voluntary education services are very much a part of the Army’s support 
structure and personnel life cycle.  In keeping its commitment to lifelong learning 
in support of readiness, transformation, and the well-being of the force, the Army 
provides an integrated system of continuing education/credentialing programs 
and services to provide Soldiers opportunities for self-development and to meet 
personnel and professional education/credentialing goals.  This integrated 
system, called the Army Continuing Education System (ACES), provides 
Soldiers, their family members, Department of Army civilians, and retirees 
lifelong learning opportunities to continue their professional and personal self 
development.   
 
The ACES is a network of 113 Education Centers and 130 Army Learning 
Centers across the world, including Bosnia Herzegovina, Macedonia/Kosovo, 
Honduras, Bahrain, Egypt, Qatar, Saudi Arabia, Uzbekistan, and Afghanistan.  
The comprehensive programs and services made available to Soldiers and their 
family members demonstrates the Army’s commitment to lifelong learning and 
building a “learning organization”.  Army’s worldwide system is a visible 
demonstration of Army’s investment in its workforce and growing leaders needed 
to meet future missions and fulfillment of Army’s role in the National Security 
Strategy.  The ACES programs support the enlistment, retention, and transition 
of Soldiers.   
 
Participation in ACES programs and services is at an all time high, demonstrating 
the personal sacrifices Soldiers are willing to make in order to continue their 
education and remain competitive while in the service and after their transition.  
Army ACES program statistics from fiscal year 2004 show that a total of 151,795 
Soldiers enrolled in 244,726 postsecondary courses.  Of those Soldiers, 5,160 
enrolled in 3,569 courses from deployed locations.  Fifty-seven thousand 
(57,000) of those Soldiers enrolled in 175,465 online courses through eArmyU.  
The Army spent over $111 million dollars for traditional classroom and non-
eArmyU distance learning courses; and, over $57 million on eArmyU costs.  
Soldiers completed 3,032 associate, 1,840 bachelors, and 1,485 graduate 
degrees, along with 234 certificates.  One thousand-fifty-nine (1,059) eArmyU 
degrees were conferred.  Army Education Centers and Multi-use Army Learning 
Centers provide Soldiers a wide variety of on- and off-duty educational 
opportunities. 
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Army major programs and services and new education initiatives: 
 

Soldiers have access to programs supporting high school degree completion and 
developing the functional academic skills necessary for job proficiency and 
preparedness for advanced military schooling or college preparation, if needed.  
Also, leader development programs are available to assist Non-commissioned 
Officers with high leadership potential to better perform their roles as supervisors, 
trainers, and communicators.  At the request of commanders, Soldier training 
courses are available to support unit readiness by providing individual training 
oriented toward specific mission, organization, or equipment requirements. 
Professional counseling services are at the heart of the Army’s continuing 
education program.  Counselors assist Soldiers in identifying vocational / 
educational / credentialing goals, developing plans for attaining those goals in a 
cost-effective, timely manner, and providing educational transition assistance at 
separation or retirement.  The academic testing program allows Soldiers to sit for 
exams for school admission, college credit, and/or certification Army-wide.  Army 
Education Centers world-wide offer a wide variety of postsecondary programs--
certificates, associate, bachelors, and master’s degrees--through U.S. vocational 
technical schools, colleges, and universities.   
 
To ensure Soldiers can complete undergraduate degrees, the Army provides 
degree opportunities through the Servicemembers Opportunity Colleges Army 
Degree (SOCAD) system.  The SOCAD is a system of associate and 
baccalaureate degree programs that offers degrees in over 30 different technical 
fields of study through an Army-wide network of more than 120 accredited 
institutions.  The system guarantees Soldier transfer of credit and acceptance of 
non-traditional credits.  The Army has also developed occupational degree 
programs called Army Career Degrees.  This initiative includes developing and 
adding MOS matched to civilian occupational-specific degrees to the SOCAD 
system and linking to each MOS on the GI to Jobs initiative, the Credentialing 
Opportunities On-Line site.  The objective is to custom design degree programs 
for enlisted Military Occupational Specialties.  These programs provide a degree 
option to Soldiers not wishing to pursue purely academic degrees, which 
maximize credit for military experience and minimize the amount of college study.  
This initiative is a partnership with not only SOC and the Army Training and 
Doctrine and Medical Commands, but also the American Council on Education, 
Office of Military Evaluations, and colleges and universities within the higher 
academic community.  The partnership is critical to ensuring degree program 
quality and acceptance.  To date, the Army has developed and established 75 
degree programs that encompass 65 MOSs.  Army Career Degrees are 
implemented or in progress for 270,835 Soldiers, or 67 % of the enlisted force.  
The offering of occupation-specific degrees helps to enhance military training, 
provides Soldiers with expanded degree, certification, and licensing 
opportunities, and increases Soldier awareness of certification requirements for 
specific occupations.  
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Figure 4.  SOCAD and GI to Jobs  
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The GI to Jobs initiative serves Soldiers who may not want a college degree by 
providing a rich source of information about civilian credentialing opportunities 
related to their Army training.  Established as a recruiting and retention incentive, 
it is specifically aimed at providing learning pathways to certificates/licenses for 
the non-degree seeking Soldier.   
 
Figure 5.  Comparability Analysis Process Summary 
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The majority of Army MOSs have been fully reviewed and matched to civilian-
related occupational certifications.  As of January, 2005, with 175 of 191 MOSs 
analyzed, an Army analysis determined that 92% of Army MOSs have civilian job 
equivalents that are subject to licensure or certification and 95% of the over 
400,000 enlisted Soldiers serve in these MOSs.  Fourteen percent (14%) of the 
MOSs have directly related certifications that are fully attainable during the first 
term of service, with another 42% possibly attainable during the first term of 
service.  Seventy-seven percent (77%) of the occupations have certification 
options while 23% have a federal or state license requirement, which may also 
have a certification option.   
 
A major component of the GI to Jobs initiative is the completion of 
comprehensive comparability analyses, which identify potential gaps between 
Army training and civilian credentialing requirements.  The Army has also 
instituted a policy that allows the award of promotion points for individuals who 
have voluntarily obtained a certification related to their MOS.  This policy serves 
as an incentive for Soldiers to become credentialed during their military 
enlistment service. 
 
Figure 6:  Army Comparability Analysis for Assessing Credentialing Opportunities 
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The results of the comparability analyses are provided on the Credentialing 
Opportunities On-Line (COOL) web site, www.cool.army.mil.  Since its launch in 
April 2002, the COOL web site has had over 1.2 million hits for information.  
COOL provides information on how Soldiers can fulfill the requirements for 
civilian certifications and licenses related to their MOSs.  The site helps Soldiers 
fully understand what it takes to obtain credentials, including identifying in detail 
additional training that may be needed, what to study, where to take tests, and 
even what resources are available to help pay for tests and related fees.  
 
The development of COOL was a major effort requiring an initial expenditure of 
approximately $1 million and updating costs of approximately $230 thousand per 
year.  The Army estimates that the initial cost of building on the COOL effort to 
support comparable credentialing initiatives across all of the other military 
services would be approximately $2.0 million, and that annual updating and 
maintenance costs would be approximately $1.5 million per year. 

 
The Partnership for Youth Success program, better known as PaYS, 
www.armypays.com, is one of the GI to Jobs cooperating activities that links with 
the Army certification web site to assist new recruits with information on how to 
obtain civilian certification if required by hiring company before transition from the 
Army.  PaYs is a program that allows a potential recruit to enlist with a 
guaranteed civilian job waiting for him when he leaves the Army.  See 
APPENDIX C:  PaYS Partnership Tables for detailed production information.  
Pursuing civilian credentials can provide the Soldier with personal development 
opportunities and promotion points while in service and enhanced job and pay 
opportunities when they reenter civilian life.  The Army has exerted efforts to 
increase outside agencies’ awareness of the Army’s mission, education and 
training programs, and services to try to eliminate barriers to credentialing and 
licensing wherever possible. 

 
In 2001, Army Education launched a unique and innovative e-learning program 
called eArmyU.  The program helps to build today’s and tomorrow’s future force 
by offering unprecedented academic access, choice, and flexibility in an online 
learning environment.  eArmyU allows Soldiers to access certificate or degree 
programs, apply for admission, submit assignments, communicate with 
classmates, and assess their progress from one integrated site.  Web-based 
courses can be completed at any time from any location, allowing Soldiers to 
study at times that are most convenient to them, wherever they are stationed.  
This flexibility helps Soldiers to continue their studies even as their 
responsibilities, schedules, and locations change.   
 
Through eArmyU, regular active duty and Active Guard Reserve enlisted Soldiers 
have easy access to 148 online certificate and degree programs offered by 29 
regionally-accredited colleges and universities.  Credits transfer across 
institutions, enabling Soldiers to quickly and conveniently progress with their 
educational goals as they transition from post to post.  eArmyU revolutionizes 
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Army education through state-of-the-art virtual learning and develops educated, 
technology-savy Soldiers who can succeed in the network-centric missions and 
battlespace of the 21st century.  It strengthens the Army’s commitment to an 
agile, versatile and adaptive force by integrating educational opportunity with 
troop readiness.   
 
eArmyU provides Soldiers with two enrollment options:  laptop or eCourse 
(course-by-course).  All program enrollees receive course materials, Internet 
Service Provider, e-mail account, eArmyU “Boot Camp” tutorial, round-the-clock 
helpdesk support, online academic tutoring and program mentoring as part of 
tuition.  The program streamlines existing Army education systems and advances 
Army distance learning to support a global, customer-focused education platform.  
eArmyU is a smart, streamlined and effective learning opportunity that, due to its 
unique portal technology, advances the Army into a rapidly developing e-learning 
market.  Twenty-eight percent (28%) of the Soldiers extended or reenlisted to 
participate, 27% are new students to college education, and 47% of Soldiers 
have returned to college after a hiatus of 12 months or more.  eArmyU students 
are currently taking courses from 50 countries, 4 U.S. territories, and all 50 
states.  
 
Through the automated Army/American Council on Education Registry Transcript 
Service (AARTS), eligible Soldiers and veterans can document their military 
training, job experience, and other educational achievements while on active 
duty.  This is of particular importance for Soldiers seeking certification or 
licensure.  Now through Army Knowledge Online, Soldiers and veterans have 
real-time access to their transcripts.  Official transcripts can be ordered through 
the AARTS web site at http://aarts.army.mil.  This service is available in 
partnership with the American Council on Education and is both endorsed and 
applauded by colleges and universities across the U.S.  The AARTS transcripts 
expedite the process of recognizing military non-traditional learning experience 
for college credit.  Since this program’s inception in 1987, close to two million 
transcripts have been provided.  Currently about 150 colleges and universities 
are receiving electronic delivery of official transcripts.  This is a win-win for 
Soldiers, veterans, institutions, and the Army – and the transcripts listing of ACE-
recommended credit for military training and experience helps colleges translate 
recommendations into credit awards and in-turn save the Army tuition assistance 
dollars.  
 
Army’s continuing education policy directs that ACES programs and services be 
made available for Reserve Component Soldiers.  The U.S. Army Reserve and 
the Army National Guard operate varying degrees of ACES programs and 
services to meet their unique needs and priorities.  Reserve Component Soldiers 
access education programs in their local communities.  Some Regional Support 
Commands and states have established education centers in local armories 
equipped with distance learning capabilities that provide counseling and testing 
services.  Also, those living near an Army installation may participate in programs 
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and services offered by the local Army Education Center.  Reserve Component 
Soldiers may also access academic testing programs and distance learning 
opportunities through DANTES. 
 
Since fiscal year 2000, the Reserve Component has had a tuition assistance 
program similar to the Active Component.  The Reserve Component administers 
the tuition assistance program through their Reserve Support Command 
Education Services Specialists and Army National Guard Education Services 
Officers.  In addition to federal tuition assistance, Army National Guard Soldiers 
may receive state tuition assistance funds or attend public colleges and 
universities in their state on a tuition-free basis. 
 
When Reserve Component Soldiers are mobilized, they are eligible to participate 
in the ACES programs and services available to Active Component Soldiers, 
including tuition assistance.  Currently however, mobilized Reserve Component 
officers are ineligible for either Active (or, because of activation, Reserve 
Component) tuition assistance because they cannot fulfill the 2-year Active Duty 
Service Obligation incurred by using tuition assistance on active duty.  This 
Active Duty Service Obligation requirement is statutory—contained in U.S. Code 
Title 10, Section 2007.  This inequity has the potential to have a negative effect 
on the retention of today’s Reserve Component officers, and the recruitment of 
new officers. A recently completed Army Research Institute (ARI) study indicated 
that participation in in-service education programs supported by ACES results in 
positive outcomes for both individual Soldiers as well as the Army.  These 
outcomes include: reduced first-term attrition, increased reenlistment, and 
enhanced job performance.   
 
The Army is committed to providing quality programs and services to build a 
stronger force and to support transition of its servicemembers to continue their 
contribution to the nation in the civilian sector.   
 
NAVY AND MARINE CORPS  
 
As mentioned later in this report, both the Navy and Marine Corps actively 
participate in the USMAP apprenticeship program, which provides certification of 
the occupationally specific training of Sailors and Marines, providing recognition 
that is equal to that received by their private industry counterparts.  In many Navy 
and Marine Corps fields (69 ratings for the Navy and 195 MOSs for the Marine 
Corps), hours spent in the training classroom and on the job translate directly to 
journeyman points in the civilian sector.  The DOL certification upon completion 
of a USMAP program is also listed on the academic page of the Sailor/Marine 
American Council on Education Registry Transcript (SMART).  SMART 
documents American Council on Education (ACE) recommended college credits 
for military training and occupational experience, College Level Examination 
Program tests, DANTES Subject Standardized Tests, and Defense Language 
Proficiency Tests taken and passed; and as an addendum, additional coursework 
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or training that may not necessarily lead to college credit.  An official SMART is 
an academically accepted record that is validated by ACE, and its primary 
purpose is to assist active duty Sailors and Marines in obtaining college credit for 
their military training and experience.   
 
Additionally, both the Navy and Marine Corps provide Tuition Assistance for 
Sailors and Marines who attend college during their free time, and provide 
opportunities for personnel, even when deployed, to take undergraduate or 
graduate college courses, acquire basic academic skills, obtain a high school 
diploma, and enroll in certificate or vocational/technology programs.  For 
example, courses are made available through distance learning or by bringing 
instructors aboard ships while underway.  The Navy’s program is called Navy 
College Program (NCP) and includes Tuition Assistance, NCP for Afloat College 
Education (NCPACE), NCP Distance Learning Partnerships, and Academic Skills 
programs, as well as coordination with DANTES on DoD-wide education 
initiatives.  The Marine Corps calls their program Marine Corps Life Long 
Learning and includes similar elements:  Tuition Assistance, the Marine 
Deployed Education Program, the Marine Corps Satellite Education Network, the 
Military Academic Skills Program, etc.  Through these programs, Sailors and 
Marines have the advantage of being able to accelerate degree completion by 
applying college credit earned for military training and experience and through 
college-equivalent testing to meet degree requirements (all of which is 
documented on SMART for both Marines and Sailors).  Distance learning and 
deployed learning opportunities also make courses available to Sailors and 
Marines any time, anywhere. 
   
Because the mobile lifestyle of service members can be a hindrance to 
completing a degree, the Servicemembers Opportunity Colleges (SOC) was 
formed.  SOC is a consortium of more than 1800 colleges and universities that 
provide educational opportunities for service members and their families.  SOC 
further coordinates associate and bachelor’s degrees in a variety of curriculum 
areas for the Army (SOCAD), Navy (SOCNAV), Marine Corps (SOCMAR), and 
Coast Guard (SOCCOAST).  Within each curriculum or degree network, member 
colleges agree to accept each other’s credits in transfer and have only minimal 
residency requirements, thus allowing Sailors and Marines to avoid having to 
retake courses after relocation.  The “home” college issues an official evaluation 
of all prior learning, which serves as the student’s long-range degree plan.        
 
Navy’s New Human Resource Management System (Five Vector Model) 
 
The Chief of Naval Operations (CNO) tasked his Officer and Enlisted Community 
leaders and Echelon Commanders to examine their respective Human Capital 
Strategies in June 2004, in an effort to position the Navy to: 
 

 Win the war for talent in a competitive marketplace; 
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 Grow, develop and sustain a skills and competency based workforce to 
meet the demands of a more agile and technology based Navy; and 

 Take advantage of “Total Force” concept of operations that enabled a 
seamless integration of the Navy’s active, reserve, civilian, and contractor 
components. 

 
Competency-focused, the resulting new human resource strategy defines the 
work, recruits people, and develops the workforce around the competencies 
required to execute the Navy mission (present and future).  Tenets of 
professional and personal growth create opportunities for Sailors (and those 
Marines who attend Navy technical schools or schools where Navy is the DoD 
Executive Agent) through education, training, mentoring and experience.  In a 
performance-based culture, clear expectations against measurable objectives 
are established in support of the Navy mission.  
 
Through a force-wide occupational job analysis, conducted by the Naval 
Personnel Development Command (NPDC), with support from the Navy 
Manpower Analysis Center (NAVMAC) and SkillsNET, the Navy has currently 
identified the requisite knowledge, skills, and abilities for its enlisted service 
members.  Officer and civilian job analysis efforts are currently in progress.  
Standardized taxonomy for work, workplace, and worker requirements provides a 
foundational basis for certification and credentialing efforts which attest to and 
publicly recognize individual attainment of the knowledge and skill qualifications 
needed to work in a specific role, job, within an occupational cluster, or across an 
industry sector.  SkillObjectsTM is made up of composite elements that include 
the standardized taxonomy supported by DOL and O*NET occupational 
descriptors, dictionary, and linkages.  SkillObjectTM characteristics include the 
Skill Title, or key occupational skill required to perform the work; primary 
behaviors (task statements) required to perform the skill at various proficiency 
levels; the enabling knowledge, skills, and abilities needed to perform the skill; 
affective traits (emotive characteristics); tools, equipment and software devices 
required to perform the skill; resources (manuals, aids, and documents to support 
performance), and performance statement/measures based upon skill 
performance/proficiency standards. 
 
The Navy has developed and implemented the Five Vector Model (5VM), a 
human resource management system which allows Sailors and other Navy-
related personnel to access occupational (skill) requirements, conduct gap 
analysis, access associated learning opportunities, and display their learning 
accomplishments.  The 5VM encompasses Professional, Personal Development, 
Leadership, Performance, and Certification and Qualification occupational 
requirements.  
 
In an effort to align military and civilian occupational requirements, the Navy 
frequently utilizes equivalent civilian training, which may lead to a civilian 
certification.  Jobs within the construction, information technology, aviation, and 
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service industries (food service, and health service) are examples of the already 
identified military/civilian alignment.  However, as mentioned earlier, funding and 
legislation roadblocks narrow the civilian credentialing opportunities currently 
available for Navy and Marine Corps service members. 
 
During initial examination of available civilian credentials for Sailors, the Navy 
discovered that a centralized government repository of certifications/credentials 
does not exist.  Given the large volume of civilian certifications that may directly 
relate to Sailors’ jobs, and the absence of a centralized credentialing repository, 
responsibility for review of applicable credentials by ratings fell to NPDC and 
subordinate commands.  The information gleaned by NPDC will be used to 
determine which civilian credentials most closely match work performed by 
Sailors.  
 
Within NPDC subordinate commands, Navy rating Subject Matter Experts 
(SMEs) are assigned to develop the Professional and Certification and 
Qualification vectors of the 5VM for their rating.  As a part of developing the 
Certifications and Qualifications vector, the SME’s will review and assist in the 
validation of respective Navy Type Commander and Naval Systems Commander 
certification requirements.   
 
This validation process will be accomplished by a comparison of applicable Job 
Task Analysis (JTA) data and individual certification attainment requirements.  
Navy training will be developed by using JTA data in the future.  Because of this, 
there exists a strong potential to align Navy JTA data with civilian credential  
requirements, which will allow Sailors the possibility of obtaining civilian 
credentials through Navy training.  Once credentials have been determined to be 
valid by the Learning Center and the Type Commander, a Business Case 
Analysis (BCA) is performed and recommendations are made for funding 
considerations.  Assuming that statutory authority to use appropriated funds for 
credentials for Sailors has been enacted, the credential will then be placed on the 
“approved list” for use by the fleet. 
 
AIR FORCE  
 
The Air Force has concentrated its credentialing efforts in the academic area.  
The Community College of the Air Force (CCAF) documents servicemembers’ 
training and education with an official transcript and affords them the opportunity 
to obtain an associate degree from a regionally accredited institution.  CCAF is 
the only federally chartered institution that awards an associate degree to 
enlisted personnel.  It is also the world's largest community college.  It is open 
only to enlisted men and women in the U.S. Air Force.  This regionally accredited 
institution offers associate in applied science degree programs in five broad 
career areas:  
 

 Aircraft and missile maintenance;  
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 Electronics and telecommunications; 
 Allied health; 
 Logistics and resources; and 
 Public and support services  

 
CCAF is the repository of credits toward certification in the conference of the 
Airplane and Powerplant license for enlisted personnel who choose to obtain this 
certification.  There are a number of career field managers who are in the 
process of developing similar programs for their career fields. 
 
The training provided by the Air Force in a number of career fields leads to 
civilian credentials awarded to Airmen.  Among these are career fields such as 
Air Traffic Control (FAA certification), Medical Technician (Emergency Medical 
Technician and American Red Cross), and Computer Maintenance (Microsoft 
Certification).   
  
The Indiana Military Apprenticeship Program (INMAP) was set up as a means of 
providing apprenticeship certification and training to members of the Indiana 
National Guard (Army and Air Force).  Individuals who successfully complete the 
program will receive a certificate of Completion of Apprenticeship issued by the 
US Department of Labor for the trade the individual is registered in.  This 
certificate is recognized nationwide and is comparable to a bachelor's degree, 
with the added benefit of having work experience to back up the classroom 
training.  This training will allow the individual to enter the civilian work force with 
documented, recognized industry training in trades (AFSC's) used by the Air 
Force.3     
 
 

DEPARTMENT OF LABOR 
 
Education, training, and experience that are obtained during an individual’s 
military service are intended to provide tangible benefits for the nation’s defense, 
but can also contribute significantly to a skilled civilian workforce.  In today’s 
global economy, our nation needs an increasingly skilled workforce.  As part of 
the President's High Growth Job Training Initiative, DOL has been working 
closely with business and industry to identify those skills and occupations that 
are in high demand.  DOL has also been working with the state and local 
workforce investment systems, community colleges, economic development 
agencies, and industry to target job training toward actual employment 
opportunities.  This is all part of DOL’s commitment to help American workers 
obtain good jobs at good wages with solid career paths. 
 
                                                 
3 An Air Force Specialty Code (AFSC) is the basic grouping of positions requiring similar skills and 
qualifications. In turn, the Air Force Specialty (AFS) is grouped into career field ladders, career field 
subdivisions, and career fields to provide for career development in different aspects of a career field. An 
AFS may be subdivided by alphabetical "shredouts" to identify specialization in a specific type of 
equipment or function.  (AFI 36-2108, Classification of Enlisted Personnel) 
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DOL has a broad array of programs and initiatives that are relevant to 
transitioning military personnel.  Those initiatives most closely aligned with 
credentialing the servicemember are discussed in this section.  
 
NATIONAL APPRENTICESHIP SYSTEM  
 
For more than 65 years, DOL and the State Apprenticeship Agency/Councils 
have partnered with private sector employers, labor management organizations, 
and public sector sponsors in the establishment of Registered Apprenticeship 
National Standards and Guidelines.  Registered Apprenticeship provides a 
systematic approach to voluntary uniform training standards that are recognized 
on a national basis.  Registered Apprenticeship also serves as a national 
credentialing program that utilizes both time-based and competency/ 
performance-based training methodologies.  DOL approves apprenticeable 
occupations utilizing industry and public input, provides technical assistance to 
sponsors in the establishment of Registered Apprenticeship programs, and 
maintains apprenticeship training records.  An example of this partnership is the 
National Institute for Metalworking Skills (NIMS) registered program, a 
competency-based program recognized by multiple employer associations.  The 
sponsors’ investment in apprenticeship and its organization’s human capital 
results in a return on investment that is exemplified by increased employee 
productivity, improved employee earning capacity, and enhanced economic 
contributions to the community.  Additionally, there are clear indications that 
nationally recognized Registered Apprenticeship credentials earned in the 
military services can aid the transition to civilian life by providing a transferable 
skill credential applicable to civilian employment. 
 
United Services Military Apprenticeship Program 
 
The National Apprenticeship Standards for the United Services Military 
Apprenticeship Program (USMAP) were developed to provide general policy and 
guidance to Military Commanding Officers responsible for training and 
development of apprentices registered with DOL’s Office of Apprenticeship 
Training, Employer and Labor Services, (OATELS).  Currently, the participating 
military services include the U.S. Navy, Marine Corps and Coast Guard. 
 
The ultimate objective of the USMAP registered apprenticeship program is to 
provide military members a civilian recognized occupational certification that is 
based on the servicemember’s training and military experience.  Currently there 
are 18,243 registered apprentices and 124 occupations recognized in the 
program.  Many of these occupations have been cross-walked to their private 
industry counterpart. 
 
The USMAP is actively increasing the number of credentialing apprenticeship 
trade opportunities by adding military occupations annually from each 
participating service.  Currently the Coast Guard has 21 ratings, Navy has 69 
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ratings, and Marine Corps has 195 occupational specialties covered under 
USMAP trades available for participation in apprenticeship programs.   
 
Military personnel who completed their apprenticeship under the USMAP are well 
trained for employment opportunities in private industry, thus enhancing their 
transition to civilian life.  Apprenticeship provides motivation to active duty military 
personnel to advance within their occupational specialties, as well as skilled 
individuals to meet national skilled workforce requirements.  Apprenticeship 
training has proven to be beneficial to the military services, the individual and 
private industry. 
 
Helmets To Hard Hats 
 
DOL is currently in the process of revising a number of National Apprenticeship 
Guideline Standards to include the “Helmets to Hard Hats” program that permits 
direct entry into civilian apprenticeship programs and credit for work experience 
to transitioning veterans with training and experience in related military 
occupations.  This program has resulted in a major coordination effort between 
DOL, employer/sponsors, and labor management organizations nationwide.  
(See Appendix D:  Apprenticeship Programs in the Military and Fast Facts on 
Apprenticeship in the U.S. for more detailed information.) 
 
Department of Veterans Affairs  
 
Currently, DOL is coordinating opportunities with the Department of Veterans 
Affairs to implement the provisions of the Veteran Benefits Improvement Act of 
2004.  DOL and State Apprenticeship Agency/Council representatives continue 
to assist State Veterans Affairs Offices in the process of approving 
apprenticeship programs for veterans’ benefits. 
  
See APPENDIX D:  Apprenticeship Programs in the Military and Fast Facts on 
Apprenticeship in the U.S. for detailed information on the Apprenticeship 
program. 
 
ELECTRONIC TOOLS 
 
Military Resume Writer 
 
The Military Resume Writer (MRW), developed jointly by DOL and DoD, is an 
online resume-writer tool intended for use by transitioning military personnel and 
recently separated veterans to prepare quality resumes that will appeal to civilian 
employers.  The MRW integrates data from DoD on military occupational 
specialties with extensive information contained in DOL’s civilian resume writer.  
Users are led through a step-by-step process to craft a resume that is then 
accessible to thousands of employers through DOL’s America’s Job Bank.   
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The MRW was designed to ensure that military education, training, and 
experience are accurately and concisely captured on the resume.  It includes a 
section that enables users to input information on licenses and certifications they 
have obtained as well as apprenticeships in which they have participated.  It is 
accessible from the DoD Transition Portal as well as through America’s Job 
Bank. 
 
Servicemembers’ Career Guidance Tool 
 
In the course of its work with transitioning servicemembers, DOL’s Veterans 
Employment and Training Service (VETS) identified a potential need for a web-
based Career Guidance Tool that would serve the needs of three groups of 
transitioning servicemembers: Transitioning Specialists, Transitioning 
Generalists, and Career Switchers.  Transitioning Specialists are 
servicemembers who plan to apply for civilian jobs requiring specific occupational 
skills that are consistent with their military experience.  Transitioning generalists 
are servicemembers who do not have occupational skills that correspond to 
civilian occupations.  Career Switchers are servicemembers considering 
additional education or training in preparation for a new civilian career.  The Tool, 
as envisioned, would include comprehensive career information to suit the 
unique needs of transitioning servicemembers.   
Prior to developing such a tool, it is important to determine whether it would be 
feasible to develop the tool, the potential scope of the development effort, and 
the issues (from both a technology and a content standpoint) that would be 
encountered in developing the tool.  Therefore, DOL sponsored a project to 
explore the feasibility of developing a web-based Career Guidance Tool to meet 
the needs of transitioning servicemembers.  
The feasibility assessment is in its final stages and the report is expected to be 
finalized shortly.  A prototype of the Tool has been developed demonstrating the 
features of the proposed Tool, which include, among other things, information on 
civilian licenses, certifications, and apprenticeships relevant to military 
occupational specialties. 
 
A Credentialing Center tool will be added to DOL’s America’s Career InfoNet web 
site, www.acinet.org, shortly.  This was developed based on the work under the 
DOD/DOL MOU and is designed to make credentialing information more readily 
available to both civilians and servicemembers.  This site will bring together five 
credentialing resources in a single location:  Certification Finder, Licensed 
Occupations, DOL Registered Apprenticeship, United States Military 
Apprenticeship Program (USMAP), and Army’s Credentialing Opportunities 
Online (COOL). 
 
Credentialing Information Sources 
 
As noted above, DOL has developed a number of comprehensive information 
sources capturing a variety of civilian labor market information, including 
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information on credentialing.  These information sources can aid in the ability of 
individuals to identify relevant credentials and obtain contact information for the 
credentialing agency.   
 
America’s Career InfoNet (www.acinet.org) is a national, no-fee career and 
labor market information web site with resources and tools for counselors, 
teachers and trainers to help jobseekers make informed career decisions and to 
support a demand-driven workforce investment system. 
 
The Certification Finder tool in America’s Career InfoNet is a directory of civilian 
occupational certifications containing over 3,000 entries that can be searched by 
occupational area, industry, or keyword.  
(http://www.acinet.org/acinet/certifications_new/cert_search_occupation.asp?id=
14,&nodeid=17) 
 
The Licensed Occupations tool in America’s Career InfoNet 
(http://www.acinet.org/acinet/lois_start.asp?id=14,&nodeid=16) provides access 
to occupational licensing requirements searchable by state, occupation, or 
agency.  This tool includes information on licenses that may be required by law in 
order to practice in a particular occupation.  (Information is supplied by states, so 
complete information for all states, or all agencies, and licenses within a state, 
may not be included or updated on the same schedule.) 
 
The Army coordinated with DOL to incorporate the information contained in the 
Certification Finder Tool into its COOL database facilitating the Army’s ability to 
identify certifications relevant to Army occupational specialties.  The COOL web 
site also provides links to these tools for individuals who want to explore 
credentials that may not be related to their occupational specialties. 
 
Civilian Occupation Descriptions 
 
O*NET, the Occupational Information Network, is a comprehensive database 
of worker attributes and job characteristics.  O*NET OnLine 
(http://online.onetcenter.org) is a web application that enables users to query, 
view, and print information contained in the O*NET database. The O*NET 
database contains detailed information, including knowledge, skills, & abilities 
(KSAs), tasks, general and detailed work activities, work context, interests, work 
values, and styles, for over 800 occupations covering the U.S. workforce.  The 
O*NET system is based on the 2000 Standard Occupational Classification, so 
that O*NET data also link to related occupational, educational, and employment 
and wage information databases.   
 
Military personnel can use the Crosswalk feature of O*NET OnLine to enter their 
Military Occupational Classification (MOC) code or title to identify related civilian 
occupations and directly access the O*NET reports for them.  (The MOC to 
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O*NET-SOC crosswalk is supported by the work of the Defense Manpower Data 
Center.) 
 
The Occupational Outlook Handbook (http://www.bls.gov/oco/home.htm) is a 
reference work produced by DOL’s Bureau of Labor Statistics.  Every two years it 
provides an updated narrative description of hundreds of major occupations in 
the U.S. workplace.  The Occupational Outlook Handbook is a nationally 
recognized source of career information, designed to provide valuable assistance 
to individuals making decisions about their future work lives.  Revised every two 
years, the Handbook describes what workers do on the job, working conditions, 
the training and education needed, earnings, and expected job prospects in a 
wide range of occupations.  The Army’s COOL web site provides links to 
descriptions contained in the Occupational Outlook Handbook for Soldiers 
seeking information about comparable jobs in the civilian workforce.  Moreover, 
education counselors across the service use the Handbook to counsel 
servicemembers on career options. 
 
Career Voyages (www.careervoyages.gov) is a popular new demand-driven 
career guidance web site designed to appeal to youth and career changers that 
highlights useful and relevant information on in-demand careers that are part of 
the President’s High Growth Job Training Initiative.  That initiative has identified 
twelve sectors at the national level that: (1) are projected to add substantial 
numbers of new jobs to the economy; or (2) have a significant impact on the 
economy overall; or (3) impact the growth of other industries, or (4) are being 
transformed by technology and innovation requiring new skills sets for workers; 
or (5) are new and emerging businesses that are projected to grow.  Career 
Voyages also just unveiled a feature that allows searches of the high-demand 
occupations by Military Occupational Classification code or crosswalks from its 
listing of civilian occupations to related military careers. 
 
TRANSITION ASSISTANCE PROGRAM  
 
Veterans of the U.S. Armed Forces are less likely, overall, to be unemployed 
than non-veterans, according to the most recently available statistics.  However, 
according to the same report, recently discharged veterans had a higher initial 
jobless rate than non-veterans.  See Appendix A:  Employment Situation of 
Veterans.   
 
In an effort to address this issue, DOL established the Transition Assistance 
Program (TAP) employment workshops.  These workshops, taught by trained 
facilitators, are designed to offer job search assistance and related services to 
separating servicemembers and spouses during their transition to civilian life and 
a civilian career.  These TAP workshops are a partnership between DOL, DoD, 
and the Department of Veterans Affairs (VA).  Eligible participants include Armed 
Forces Members within one year of their separation date or within two years of 
their retirement date.  Subjects covered include personal appraisal, career 
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exploration, strategies for an effective job search, interviews, reviewing job offers, 
and methods for accessing support and assistance.  During the career 
exploration portion of the workshop, credentialing is discussed along with how to 
access web-based information on relevance of military training to civilian 
credentials. 
 
 

STATUTORY FISCAL CONSTRAINTS ON THE MILITARY SERVICES 
 
Use of the MGIB, DANTES, and Apprenticeship programs provide only a partial 
solution for the Armed Forces to assist servicemembers to obtain civilian 
occupational credentials.  MGIB and DANTES are available to servicemembers 
only on a voluntary, off-duty basis.  These programs are of limited use to 
servicemembers who are deployed for extended periods of time.  Insufficient 
legal authority exists for the Armed Forces to expend appropriated funds for 
servicemembers to acquire civilian/commercial occupational credentials.  The 
established rule, set forth in a line of Comptroller General decisions going back 
nearly a century, specifies that the expenses associated with credentials are a 
servicemember’s expense and not a necessary expense of the government 
agency.  Therefore, absent specific statutory authority, appropriated funds may 
not generally be used to pay for commercial certifications.  In 2002, Congress 
enacted specific statutory authority approving the use of appropriated funds to 
pay for credentials for civilian employees of the government (5 USC §5757).  
That statutory authority does not extend to military members.  
 
Current statutory authority permits only the use of appropriated funds to pay for 
commercially contracted training courses that include an examination leading to 
credentials.  This authority is limited, however, to instances where the 
examination logically relates to the training and where it is included as part of the 
purchase price of the course “package”, as mentioned earlier in this report. No 
authority exists to reimburse a servicemember for a certification that is not part of 
a course “package”.  DoD has forwarded a proposal to Congress seeking such 
legislative authority, in the form of an amendment to Title 10, authorizing the use 
of appropriated funds to pay for credentials for servicemembers, similar to that 
recently enacted by Congress for civilian personnel.  Such legislative relief 
represents an optimal resolution of the fiscal constraints on the Armed Forces 
assisting servicemembers in obtaining credentials. 
 
In addition, mobilized Reserve Component officers are currently ineligible for 
either Active or, because of activation, Reserve Component tuition assistance 
because they cannot fulfill the 2-year Active Duty Service Obligation incurred by 
using tuition assistance on active duty.  This Active Duty Service Obligation 
requirement is statutory—contained in U.S. Code Title 10, Section 2007.   
 
 
 



 - 41 -    

SUMMARY 
 
There is no more deserving or more valuable group of American workers than 
our nation’s servicemembers and veterans.  They are a highly trained, skilled, 
disciplined, and dedicated group of men and women that have served this 
country.  Both the Department of Labor and the Department of Defense 
recognize the debt we owe these servicemembers and veterans.  Both 
Departments also recognize that transitioning servicemembers represent a 
unique labor pool that can contribute significantly to the nation’s ability to 
maintain its competitive edge in the world economy. 
 
Facilitating servicemembers’ smooth transition to the civilian workforce is critical 
to our nation’s ability to successfully tap into this skilled labor pool and take full 
advantage of their many skills and highly developed work ethics.  Aiding 
servicemembers in obtaining civilian credentials has increasingly been 
recognized as an important element of this transition.  Civilian credentials, such 
as licenses, certifications, and apprenticeships, maximize servicemembers’ 
ability to demonstrate to civilian employers that their skills are on par with those 
of their civilian counterparts.  As a result, these credentials can reduce periods of 
unemployment and underemployment that servicemembers sometimes 
encounter when transitioning to the civilian workforce. 
 
A number of constraints and challenges to this process of credentialing the 
servicemember have been identified in this report.  But even with these 
constraints and challenges, the credentialing picture for our servicemembers 
making the transition into the civilian workforce has improved markedly with the 
current and continuing programs of each of the military services, and the 
cooperative efforts between the Departments of Labor and Defense
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APPENDIX C:  PaYS Partnership Tables 
 

Pa
rt

ne
r

Av
ai

la
bl

e 
Jo

bs
So

ld
 F

Y 
04

So
ld

 F
Y 

05
To

ta
l S

ol
d

AL
AS

K
A 

ST
AT

E 
TR

O
O

PE
R

S
11

0
0

40
40

AR
IZ

O
N

A 
D

EP
AR

TM
EN

T 
O

F 
PU

B
LI

C
 S

AF
ET

Y
9

42
11

55
AR

K
AN

SA
S 

ST
AT

E 
PO

LI
C

E
7

40
6

47
AU

ST
IN

 P
O

LI
C

E 
D

EP
AR

TM
EN

T,
 T

X
30

0
0

0
B

AL
TI

M
O

R
E 

C
O

U
N

TY
 P

O
LI

C
E 

D
EP

AR
TM

EN
T

47
6

18
8

87
27

5
B

O
ST

O
N

 F
IR

E 
D

EP
AR

TM
EN

T
43

1
1

68
69

B
R

O
W

AR
D

 C
O

U
N

TY
 S

H
ER

IF
F,

 F
L

72
3

10
8

91
53

9
C

H
AR

LO
TT

E 
M

EC
K

LE
N

B
U

R
G

 P
O

LI
C

E 
D

EP
T,

 N
C

16
4

45
51

25
7

C
IN

C
IN

N
AT

I P
O

LI
C

E 
D

EP
T,

 O
H

79
53

48
10

1
C

IT
Y 

O
F 

H
AR

R
IS

B
U

R
G

, P
A

11
15

3
37

C
IT

Y 
O

F 
N

AP
LE

S,
 F

L
42

59
10

72
C

O
LL

IE
R

 C
O

U
N

TY
 S

H
ER

IF
FS

 O
FF

IC
E,

 F
L

1,
63

7
28

5
20

9
49

4
LO

S 
AN

G
EL

ES
 P

O
LI

C
E 

D
EP

AR
TM

EN
T,

 C
A

1,
00

9
36

9
40

4
1,

20
0

M
AR

YL
AN

D
 T

R
AN

SP
O

R
TA

TI
O

N
 A

U
TH

O
R

IT
Y 

PO
LI

C
E

47
22

8
12

4
N

EW
 Y

O
R

K
 S

TA
TE

 P
O

LI
C

E
46

7
42

8
15

9
78

0
N

O
R

TH
 C

AR
O

LI
N

A 
ST

AT
E 

H
IG

H
W

AY
 P

AT
R

O
L

39
43

27
81

N
YP

D
73

7
18

8
20

4
48

8
O

H
IO

 S
TA

TE
 H

IG
H

W
AY

 P
AT

R
O

L
85

67
41

24
1

PI
ER

C
E 

C
O

U
N

TY
 S

H
ER

IF
F,

 W
A

13
15

8
23

PI
N

EL
LA

S 
C

O
U

N
TY

 S
H

ER
IF

FS
 O

FF
IC

E,
 F

L
49

69
20

13
4

R
AL

EI
G

H
 P

O
LI

C
E 

D
EP

AR
TM

EN
T,

 N
C

35
1

14
8

10
7

38
1

R
IC

H
M

O
N

D
 C

IT
Y 

PO
LI

C
E,

 V
A

19
6

11
8

39
16

4
R

O
C

K
FO

R
D

 P
O

LI
C

E 
D

EP
AR

TM
EN

T,
 IL

40
72

15
87

SA
R

AS
O

TA
 C

O
U

N
TY

 S
H

ER
IF

FS
 O

FF
IC

E,
 F

L
16

39
6

45
ST

 P
ET

ER
SB

U
R

G
 P

O
LI

C
E 

D
EP

AR
TM

EN
T,

 F
L

60
34

21
13

3
ST

AT
E 

O
F 

W
IS

C
O

N
SI

N
39

1
0

17
17

TA
LL

AH
AS

SE
E 

 P
O

LI
C

E 
D

EP
AR

TM
EN

T,
 F

L
22

4
0

76
76

VE
R

M
O

N
T 

ST
AT

E 
PO

LI
C

E
29

28
8

71
W

AS
H

IN
G

TO
N

 S
TA

TE
 P

AT
R

O
L

23
59

9
69

As
 o

f 1
7 

M
ay

 2
00

5
7,

49
5

2,
53

5
1,

79
3

6,
10

0

Pa
YS

 P
ar

tn
er

sh
ip

 P
ro

du
ct

io
n 

- R
A

 P
ub

lic



APPENDIX C - 2 -

APPENDIX C:  PaYS Partnership Tables (cont’d) 
 

      

Pa
rt

ne
r

Av
ai

la
bl

e 
Jo

bs
So

ld
 F

Y 
04

So
ld

 F
Y 

05
To

ta
l S

ol
d

AI
B

85
32

8
13

4
AL

LI
AN

T 
EN

ER
G

Y
32

3
1

48
49

B
AL

LY
 T

O
TA

L 
FI

TN
ES

S
6,

45
3

0
14

7
14

7
B

EL
L 

SO
U

TH
4

4
5

39
B

EN
N

IN
G

 C
O

N
ST

R
U

C
TI

O
N

 C
O

M
PA

N
Y

61
3

6
17

B
ES

T 
B

U
Y

1,
47

7
0

23
23

B
U

R
LI

N
G

TO
N

 N
O

R
TH

ER
N

 S
AN

TA
 F

E
21

,9
39

0
21

21
C

AT
ER

PI
LL

AR
 IN

C
.

18
4

29
16

14
7

C
IN

TA
S

38
,8

74
33

6
1,

11
3

1,
44

9
C

LE
VE

LA
N

D
 C

LI
N

IC
10

7
7

2
13

C
O

R
R

EC
TI

O
N

AL
 S

ER
VI

C
ES

 C
O

R
PO

R
AT

IO
N

26
23

25
48

D
.M

. B
O

W
M

AN
 IN

C
2,

09
6

3
0

3
D

EL
L

5
7

0
8

D
YN

C
O

R
P

0
0

0
20

3
E 

D
 S

15
9

17
15

20
6

EA
ST

ER
N

 S
H

IP
B

U
IL

D
IN

G
 G

R
O

U
P

28
5

22
13

45
G

EN
ER

AL
 D

YN
AM

IC
S 

LA
N

D
 S

YS
TE

M
S

0
0

0
3

G
O

O
D

YE
AR

91
2

26
4

20
6

1,
17

5
H

AL
LI

B
U

R
TO

N
8

26
1

27
2

H
AR

LE
Y 

D
AV

ID
SO

N
12

6
0

18
18

H
C

A
7,

82
5

39
0

31
9

1,
84

9
IR

O
N

W
O

O
D

 P
LA

ST
IC

S
13

0
0

8
JO

H
N

 D
EE

R
E

16
3

41
42

32
0

JO
H

N
S 

H
O

PK
IN

S 
H

O
SP

IT
AL

24
3

18
11

75
JX

 E
N

TE
R

PR
IS

ES
 IN

C
.

11
8

17
12

11
3

K
C

I T
EC

H
N

O
LO

G
IE

S 
IN

C
.

3
2

1
3

Pa
YS

 P
ar

tn
er

sh
ip

 P
ro

du
ct

io
n 

- R
A

 C
or

po
ra

te



APPENDIX C - 3 -

APPENDIX C:  PaYS Partnership Tables (cont’d) 
 
 

      LO
C

K
H

EE
D

 M
AR

TI
N

45
38

1
19

4
M

C
C

AN
N

 IN
D

U
ST

R
IE

S 
IN

C
.

90
32

11
13

7
M

ID
AS

3,
00

6
12

61
73

M
IL

SC
O

 M
AN

U
FA

C
TU

R
IN

G
 C

O
78

0
0

0
M

IZ
U

N
O

 U
SA

1
1

1
6

M
O

N
R

O
 M

U
FF

LE
R

 B
R

AK
E,

 IN
C

0
0

0
6

N
AT

IO
N

AL
 F

R
EI

G
H

T 
IN

D
U

ST
R

IE
S

22
,5

40
22

27
4

29
6

N
AT

IO
N

AL
 T

IR
E 

&
 B

AT
TE

R
Y

0
21

5
58

1
N

EL
LO

 L
. T

EE
R

 C
O

M
PA

N
Y

1
0

0
0

N
EW

 E
N

G
LA

N
D

 M
O

TO
R

 F
R

EI
G

H
T

60
5

15
28

43
N

O
R

TH
C

R
ES

T 
M

ED
IC

AL
 C

EN
TE

R
24

1
1

9
PE

N
N

 U
N

IT
ED

 T
EC

H
N

O
LO

G
Y 

IN
C

53
21

4
25

Q
U

ES
TO

N
 C

O
N

ST
R

U
C

TI
O

N
 IN

C
.

0
2

0
2

R
AN

G
ER

 C
O

N
ST

R
U

C
TI

O
N

 IN
D

U
ST

R
IE

S 
IN

C
93

2
2

68
70

R
EE

VE
S 

C
O

N
ST

R
U

C
TI

O
N

 C
O

M
PA

N
Y

7
3

0
3

R
O

AD
W

AY
 E

XP
R

ES
S

3,
36

0
16

0
39

39
1

R
U

AN
 T

R
AN

SP
O

R
TA

TI
O

N
 M

AN
AG

EM
EN

T 
SY

ST
EM

S
25

2
20

9
14

0
R

U
SH

 E
N

TE
R

PR
IS

ES
43

0
93

42
28

0
SC

H
N

EI
D

ER
 N

AT
IO

N
AL

3,
21

6
15

4
64

83
8

SE
AR

S 
AU

TO
 C

EN
TE

R
16

,6
28

50
5

43
9

1,
65

0
SE

AR
S 

LO
G

IS
TI

C
S 

SE
R

VI
C

ES
, I

N
C

.
1,

21
5

23
3

16
4

95
6

SO
U

TH
W

ES
T 

AI
R

LI
N

ES
 C

O
.

7,
28

1
82

4
74

1
3,

58
7

SO
U

TH
W

ES
T 

R
ES

EA
R

C
H

 IN
ST

IT
U

TE
23

4
25

12
37

ST
AT

E 
FA

R
M

 IN
SU

R
AN

C
E 

C
O

M
PA

N
IE

S
7

3
5

16
0

ST
EW

AR
T 

AN
D

 S
TE

VE
N

SO
N

0
6

0
7

SU
PE

R
IO

R
 B

U
LK

1,
02

7
0

83
83

TA
R

G
ET

 C
O

R
PO

R
AT

IO
N

46
9

13
26

TH
E 

PE
PS

I B
O

TT
LI

N
G

 G
R

O
U

P
2,

23
3

34
7

23
2

6,
58

2
TI

M
E 

W
AR

N
ER

 C
AB

LE
27

,6
99

0
26

1
26

1
W

AL
G

R
EE

N
S

15
,8

04
91

30
5

39
6

W
AR

R
EN

 C
AT

91
5

0
9

9
W

AS
TE

 M
AN

AG
EM

EN
T 

IN
C

.
2,

70
8

0
10

10
W

H
IT

E 
R

O
C

K
 Q

U
AR

R
IE

S
2

4
0

4
As

 o
f 1

7 
M

ay
 2

00
5

19
1,

92
8

3,
88

6
4,

93
4

23
,2

50



 

APPENDIX D  - 1 - 

APPENDIX D:  Apprenticeship Programs in the Military and  
                          Fast Facts on Apprenticeship in the U.S. 
  
 
 
 
United Services Military Apprenticeship Program (USMAP) 

 
Location 

 
Services Covered 

Number of 
Occupations 

Registered 
Apprentices 

Pensacola, FL Navy, Marines & Coast Guard 124 18,243 1 
1 Data as of 02-25-05 
 
 
 
Army – Air National Guard Initiative 

 
State 

 
Number of Programs/Activity Progress 

 
Occupations 

Registered 
Apprentices 

Indiana 7 177 316 
Iowa 1 50 1,000 1 
Ohio Initial meetings held   
Pennsylvania Developing standards at three bases; 

meetings being held with two other bases 
  

New Hampshire  
Initial meetings held 

  

Missouri 4 23 15 2 
Massachusetts 15 38 158 
Kentucky Developing standards for ANG and Air 

Guard (separate programs) 
 

9+ 
 

not available 
Kansas 1 

(Covers both Army and Air Guard) 
 

3 
 

60-80 3 
Alabama Initial meetings held with Air National Guard   
South Carolina Two Federal programs registered with U.S. 

Navy Brigs  
 

2 
 

not available 
    
1 New program registered 02-05-04 – estimated apprentice registrations in March 2005. 
2 Low number due to deployment. 
3 Agreements pending 
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NATIONAL APPRENTICESIP SYSTEM STATISTICS ON VETERANS 

 
Total Number of 

Apprentices in RAIS 
[23 BAT States] 

 

 
Number of 
Veterans 

 
 

% 

 
Number that 

Received Credit 
For Previous 
Experience 

 
192,089 

 

 
13,935 

 
7 

 
41% 1 

 
 

 
ESTIMATED APPRENTICES IN NON-RAIS SAC STATES 

 
Total Number of 

Apprentices 

 
Number of 
Veterans 

 
 

% 

Number that 
Received Credit 

For Previous 
Experience 

 
203,563 

 

 
14,000 2 

 
7 

 
not available 

1 Data taken from FY 2002, 2003, and 2004 
2 Estimate based upon historical averages – comparable to RAIS data. 
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HELMETS TO HARDHATS (Direct Entry into Registered Apprenticeship) 

State # of Participating Programs Occupations Industry 
NATIONAL 

 
Undetermined number in almost every 
state.  Placements during 2004 
exceeded 15,482 veterans. 

Estimated to be 
15 to 20 
nationally 

 
 

Construction 
    

Iowa 6 
1 

15 
1 

Construction 
Manufacturing 

Missouri 2 3 Construction 
Georgia 1 2 Construction 

    
 
 
 
 
Civilian (C) / Military (M) Apprenticeships 

 
State 

 
Number of Programs/Activity Progress 

 
Occupations 

Registered 
Apprentices 

Maine (C) Portsmouth Naval Shipyard, Kittery 27 883 
Nevada (M) Navy Installation 

U.S. Air Force Bases (2) 
1 
1 

5 
8 

Washington (M) Puget Sound Naval Shipyard - Navy & 
NAVSEA 

19 621 

California (M) Navy, Marine Corps, Air Force 49 241 
Hawaii (C) Pearl Harbor Naval Shipyard 26 685 
Tennessee (C) Visions Unlimited (Manufacturing) – 

Standards in development 
 

not available 
 

not available 
South Dakota 
(C) 

Ellsworth AFB  
1 

 
1 

Texas (C)  1.  Corpus Christi Army Depot 
2.  Kelly Aviation Center, San Antonio 
3.  Fort Hood Texas 
4.  Shepard AFB, Texas 

 
4 
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Fast Facts on Registered Apprenticeship in the U.S. 
 
 
Apprentices and Participation Trends 

• In 2003, 133,909 individuals entered the apprenticeship system.  
• Nationwide, there are 480,000 apprentices currently obtaining the skills 

they need to succeed while earning the wages they need to build financial 
security.  

• In 2003, 28,768 graduated from the apprenticeship system.  
 

Apprenticeship Sponsors and Trends 
• There are currently 29,326 apprenticeship programs across the nation.  
• In 2003, 1,790 new apprenticeship programs were established nationwide. 

Building on the foundation set by traditional partner industries such as 
Construction and Manufacturing, 359 of these programs were in new and 
merging partner industries.  

 
Public-Private Investment and Partnerships 

• The federal government invests $21 million annually in the apprenticeship 
system.  

• Apprenticeship sponsors pay most of the training costs. Apprentices' 
wages increase as their skill and productivity levels increase.  

• The Construction industry contributes an estimated $250 million annually 
to support apprenticeship in the industry.  

• In recent years, apprenticeship partnerships have been formed with 
branches of the U.S. military.  

• Currently, there are hundreds of academic partnerships with 2- and 4-year 
colleges that offer Associate and Bachelor's degrees in conjunction with 
apprenticeship certificates.  

 
Operation 

• Apprenticeship programs are operated by both the public and private 
sectors. Apprenticeship sponsors, who are employers, employer 
associations, and labor-management organizations, register programs 
with federal and state government agencies. Sponsors provide on-the-job 
learning and academic instruction to apprentices according to their 
industry standards and licensing requirements.  

 
Program Dividends 

• Because apprentices pay income taxes on their wages, it is estimated that 
every dollar the federal government invests in apprenticeship yields more 
than $50 in revenues.  

 
 




