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Chapier 1 - MAJOR DECISIONS ON THE DEFENSE BUDGET

Background

Througbout the Clinton Adminstration, the watchword for defense budget planning was
balance. DoD leuders sought to crafl the best possible program to mecet America’s defense
requirements in the near and long termy, while fully accommodating the President’s fiscal and
domestic plans to ensurc America’s future well-being., Within the Department, striking a balance
among Lhe many competing and worthwhile defense requirements was a constant challenge.

To guide its major decisions, the Department conducted a comprehensive review of
strategy, forces, and programs at the stant of cach of President Clinton’s terms. The 1993
Bottom-Up Roview was a reassessment to take account of the end of the Cold War and the
dissolution of the Soviet Union. The 1997 Quadrennial Defense Review was focused on changes
needed to shape and prepare for an uncertain fdure, while protecting today’s force readiness ina
way that would allow sufficient investment in new technologics and systems to ensore 1.5,
military dominance over the longer wrm.

During President Clindon’s first term, defense budgets declined as foree levels continued
to be reduced and as other adiustments were made 1o reflect the collapse of the Soviet Union,
Then in 1998, after wmore than a decade of decline s dofonse spending, there emerged a political
conscnsus hat further euts would not be prudent, The decfine begun i FY 1986, due largely io
pressure 1o reduce the federal budget deficit as prescribed by the 1985 Gramm-Rudman-Hollings
halanced-budyet law. The decline acceleraled in the carly 1990s, primanly in responsc to the end
of the Cold War, In FY 1998, the fast year of the decling, DoD budget authority was in real
terms nearly 37 percent below s level in FY {9835, the peak vear for infiation-adjusted budget
authority since the Korean War. {See Figure | for trends in Clinion Administration budgels.)



. Figure 1

Trends in Clinton Administration Defense Budgets
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The top defense budgat priorities remuined largely the same during the Clinton
. Administration, High readiness needed to carry out U.S. defense strategy swas sustained so that

American forces could respond (o crises whenever and wherever necessary. Sufficient resources
were allocated to recruit and retain the high quality personnel necessary to preserve U.S. military
supertority. Strong emphasis was given 10 providing a good quality of life for military personnet
and their families — focusing especially on compensation, housing, and medical benefits. And as
the post-Cold War force drawdown was being completed, the Admimsiration recognized the
imperative to transform U.S, forces and field new and upgraded weapons that exploited advanced
technologies to guarantee the combat superiority of those forces in the years ahead.

A. THE BOTTOM-UP REVIEW
!
The October 1993 Bottom-Up Review (BUR) was the Clinton Administration’s first
blueprint for its defense spending. The BUR decided that the ULS. must maintain forces
suffictent to fight and win twe major regional confhicts that occur nearly simultancously. The
BUR adjusted programs in four basic categories: force structure, infrastructure, modemization,
and now initigtives,

Foree Structure
Acknowledging that the size and composition of the ULS. military had to adjust to reflect

the new dangers of a new security era, the BUR continued the dowssizing begun at the end of the
: Cold War. It made modest additional adjustments to the Bush Administration’s Base Force,



which was the initial force structure response o the end of the Cold War, while starting
mmitiatives 1o deal with the new threats of the future. The BUR directed active-duty military end
strength to full to 1,525,700 by FY 1995, a decline of 30 percent from a posi-Vietnam peak of
2,174,200 10 FY 1987, Similarly, Reserve personnel levels were planned to be 15 percent below
FY 1987 levels. These reductions translate to the force structure show in Figure 2, which also
proposals of the 1997 QDR

Figure 2

FY 1990 | Planned FY 1994 | BUR | QDR

Base Force ‘

Army Bivisions I8/10 120672 1278 10/5+ | 10/8+
{active/reservefoadre)
MNavy Airceraft Carriers 16/0 12/0 1340 11/1 12
{activairoserve)
Navy Carrier Air wings 132 1172 A 1041 1044
factivesrescrved
Air Force Fighler Wing Equivalents | 24/12 ISISI133 [ 13ART 137 {2+/8
(active/rosorved ' .
Marine Corps Divisions 31 31 3/1 KT 3N
{Active Reserve)

To help these smaller foroes remain combat ready, significant force enhancements were
planned to mnprove capability, flexibility, and lathality. For example, the BUR called for
substantial enhiancements to strategic mobility through: an immediate decision on whether
deploy the C-17 or (o purchase other airlifiers to replace the aging C-141 transport atrerafl;
establishing an Arroy brigade set of heavy armor afloat on ships deployed abroad, which could
be ser to the Persian Guil or Northeast Asia on short notice; and increasing the capacity of the
surge sealifl flect by purchosing additional roll-onfroll-off ships. It also started several mitiatives
to improve the readiness of the Reserve Component, especially the Army National Guard combat
hrigades,

Infrastructare

I 1993, the US. defense mfrastructure (bases, facilities, and support organtzalions} was
oo extensive for the projected force size and declining defense budgets, The BUR set out io
ehminate exeess infrastructure and reform defense acquisition, [t estimated that almost $19
Billion n savings could be achieved through reductions in headquarters and civilian personnel;
. realignment and closure of military bases and facilities, consolidation of training, maintenance,
and supply, and other reductions in costly overhiead accounts.

Modernization

At the start of the Clinton Admimsiration, defense leaders became worried about the
consequences of current program decistons on future defense spending. They wanted o



minimize the “bow wave” effect, eliminating programs that would produce large debts to be paid
in future defense budgets. For example, the Bush Administration had begun work on four
different theater air modernization programs: the F-22 air supertority fighter; multi-mission,
carrier-capable F/A-18 E/F aircraft; multirole, carricr capable A/F-X Advanced Strike Aircraft;
and stealthy, low-cost Multirole Fighter (MRF). Given the tremendous costs of these aircraft,
proceeding with all of them as planned would have meant deferring or canceling other vital
weapons modemization programs over the next decade. The BUR analysis led to cancellation of
the A/F-X and MRF and the creation of the Joint Advanced Strike Technology (JAST) program.
JAST was the predecessor of the current Joint Strike Fighter (JSF), which will provide low-cost,
highly capably replacements for almost 3,000 aircraflt composing the current tactical fleet.
Similarly, the BUR cxamined a range of national and theater missile defense program options to
find the best and most cost effective approach to meeting the ballistic missile threat. By
rationalizing spending on some of these programs, the BUR could make additional funds |
available for high priority investment programs like combat helicopters, attack submarines, and
the V-22 tilt-rotor aircraft.

New Initiatives

The BUR laid out a series of new policy initiatives intended to shape the international
environmenl in ways favorable to U.S. interests, and these required additional resources.
Funding for the Cooperative Threat Reduction initiative was increased to expand upon U.S.
cfforts to actively assist in the destruction of weapons of mass destruction in former Soviet
Unton and the prevention of weapons proliferation. Funding was also added for expanded
contacts and cooperation with the states of the former Soviet Union, DoD’s counterproliferation
cfforts, global inttiatives to promote democracy, pcacckeeping and peace enforcement
operations, and humanitarian assistance,

Summary

The BUR was a comprehensive assessment of U.S. defense in a post-Cold War
environment. Through an assessment of the primary threats 1o U.S. security, the BUR developed
a multifaceted defense resourcing strategy that guided the development of U.S, force structure. It
protected a ready-to-fight force, re-dirccted modernization, started changes in how DoD does
business, and allowed defense dollars to be reinvested into other arcas of the cconomy. In total,
the BUR planned to save a net $91 billion from FY 1995 through FY 1999 ($24 billion from
force structurc cuts, $19 billion in infrastructure cuts, $21 billion in cuts to missile defense, and
$32 billion in cuts o modernization and investment — offset by $5 billion in adds for new
initiatives).

B. THE QUADRENNIAL DEFENSE REVIEW
As the Administration began its second term, the Department conducted a Quadrennial

Defense Review (QDR) 1o review all aspects of the U.S. defensc strategy and program, including
force structure, infrastructure, readiness, and modernization. Developed in a fiscally constrained



environment resulling from national concerns about bringing the federal budget deficit under
control, the QDR assumed defense budgets would remain flat (no real growth).
Recommendations included modest cuts in personnel, particularly in support activitics, and
systemic improvements in infrastructure -- freetng funds for modernization and thereby ending
the “procurement holiday™ of the carly 1990s. These prudent QDR reductions were aimed at
enabling the U.S. military (o meet the near-term requirements of shaping and responding at the
samgc time that it was undergoing long-term modernization to prepare for the future.

Ferce Structure

The QDR affirmed the need to plan for two major theater wars, but broadened the scope
of the national military strategy to put more emphasis on shaping the international environment,
particularly with regards to involvement in peacekeeping operations and small-scale
contingencics, and preparing for the future. Consequently, the QDR endstrength and force levels
were only slightly below those planned as a resull of the Department’s earlier post-Cold War
adjustments—the 1993 BUR and the Bush Admimnistration’s Base Force. The forces reduced
were those least likely to be used in the operations envisioned by the new QDR strategy.

For cxample, the Army retained 10 active, combat-ready divisions, but active duty
personnel were further reduced; and the Army Reserve component was restruciured to convert
combat units 1o combat support and combat scrvice support roles. The Navy retained 12 carrier
battle groups (onc in a reserve/traiing role), but reduced the number of naval battle force ships
and their accompanying personnel. The Air Force moved one active fighter wing equivalent to
the reserves and pursued an aggressive outsourcing plan, resulting in a large reduction of aclive
duty and Reserve component personnel. The Marine Corps maintained an active force of three
Marine Expeditionary Forces (MEF) and one reserve MEF, but made small cuts in its active and
Rescrve endstrength.

In sum, the QDR called for reductions in previously planned endstrength of about 60,000
active military personnel, 55,000 in Sclected Reserves, and 80,000 DoD civilians. Endstrength
reductions made funds available for modernization, putling a greater emphasis on the preparc
aspect of U.S. military strategy.

Infrastructure

As post-Cold War force reductions were being completed during the 1990s, it became clear that
reductions in infrastructure were not keeping pace. In 1997 when the QDR was conducted, 61
percent of Dol personnel were performing infrastructure functions such as installation
management, logistics support, personnel services, headquarters activities, medical care, and
science and technology rescarch. To close the gap between force structure and infrastructure
reductions and to reduce the share of the defense budget devoted to infrastructure, the QDR
proposed four initiatives:

(1) Deeper decreases in civilian and military personnel associated with infrastructure;

(2) Two additional rounds of BRAC;

(3) Adoption of private sector successes in innovative management and business practices; and



(4) Competitively sourciitg thousands of DoD jobs.
These initiatives were detailed in the November 1997 Defense Reform Initiative (DRI)

Readiness

The QDR confirmed the imperative of funding rcadiness as a top budget priority, but also
highlighted the need to maintain high readiness while seeking efficiencies and improved
operating procedures. The possibility of reducing readiness and associated resources of selected
units—or “tiering” rcadinecss—was analyzed, but it was determined that tiering would
significantly increase risk at the gain of only modest savings while limiting the flexibility to
cxecute war plans. Secretary Cohen directed the services to fully fund their readiness-related
accounts, and post-QDR budgets provided strong suppert for training, excrciscs, maintenance,
supplies, and other cssentials needed to keep U.S. forces prepared to achicve their combat:
missions decisively.

The QDR also reiterated that the quality of our forces depends on the quality of life for
our uniformed personnel and their families. As a result, strong funding for military pay, housing,
medical services, child care, and other important personnel benefits were included in subsequent
budgets. In recommending more robust funding for readiness accounts, the QDR sought to limit
the migration of dollars from procurement to operating accounts to fund must-pay bills such as
unforeseen or undercstimated costs from depot maintenance, real property maintenance,
unplanned deployments, and medical care.

Modernization

During the force drawdown of the carly 1990s, the Department robustly funded training,
maintenance, quality of life, and other components of ncar-term readiness, while procurement
funding for new equipment declined. The QDR acknowledged that, without strong action,
procurement accounts would not grow to meet future threats and replace aging cquipment. By
1997, it had become clear that the procurement decline had to end. It was time to put money into
the next gencration of systems — information sysiems, strike systems, mobility {orces, and
missile defenses — that would ensure America’s dominance in 2010 and beyond.

Although it had forecast an increase in procurement funding in the late 1990s, in 1997 the
Department found that it was having to postpone this increase repeatedly, in order to give highest
priority to maintaining readiness. The QDR and ensuing budgets tumed around this trend and
reinforced the commitment to modernization. Spending for procurement ultimately did increasc
to $60 billion per year by FY 2001, a target amount and date that the Clinton Administration first
established in its FY 1996 hudget. ' '

Tactical Aireraft. The QDR confirmed the need for, but made major adjustments to
DoD’s three major programs for modermizing U.S. tactical aircraft—the Joint Strike Fighter
(JSF), F-22 Raptor, and F/A-18E/F Super Homet. Termination of any of the three fighter
programs was not considered prudent given the warfighting risks, the need for aircraft to support
our force structure, and the adverse impact it would have on technology development and the
defense industrial base. '



Total procurement of the JSF -- an aircraft to be employed by the Air Force, Navy,j and
Marine Corps in different variants -- was reduced from 2,978 to 2,852 aircraft in recognition of
revised inventory projcctions for existing aircraft. Because of affordability concerns and because
of the F-22’s superiority to the F-15C/D, which it will replace in the air superiority role,
projecied F-22 production was reduced from 438 to 339 aircraft, and the ramp-up in production
was slowed. The F/A-18E/F program, the Navy’s follow-on to the F/A-18C/D, was set at a level
of at least 548 aircrafl, with a mandate that procurement of the naval JSF variant begin as soon as
possible.

Bombers., As a result of the QDR, the Department decided not to propose procurcment
of additional B-2 bombers because the cost of that would have required immediate large
reductions in forces, while providing no significant long-term improvements in warfighting
capabilitics.

Ship Modernization. The QDR reaffirmed the procurement of the CVN-77 to bring the
nation’s carrier fleet to a force structurc of 12 active carriers. Submarine procurement was set at
a long-term rate of 1.5 to 2 per year to reduce attack submarine force levels to 50.

Ground Forces Modernization, The fielding of the Army’s first digitized corps—units
that will use modern communications capabilities and computers to enable commanders,
planners, and shooters to rapidly acquire and share information—was accelerated one to two
years from a planned date of 2006. The RAH-66 Comanche helicopter and Crusader self-
propelled howitzer programs were reviewed and validated as on track for production in the next
several years. The Marine Corps V-22 Osprey tilt-rotor aircraft was accelerated in production
but trimmed in total planned quantities.

Missile Defense. The QDR maintained high priority for National Missile Defense
(NMD) and supported a development program in which a decision could be made on deployment
of the system as early as FY 2000 if the threat warranted, with an Initial Operational Capability
three years later. To mcect these objectives, the QDR added $2 billion to NMD development.
The QDR also reviewced all theater ballistic missile defense programs, restructuring the Theater
High Altitude Areas Defense program because of technical problems. The Department’s
approaches for the high priority Patriot Advanced Capability-3, Navy Area Defense lower tier
systems, Navy Theater-Wide upper tier system, and the Airborne Laser were validated and,
maintained.

Summary

The QDR reallocated resources and prioritics to achieve the best balance of capabilities
for the shape, respond, prepare strategy. It trimmed current forees, primarily in the “tail”
(support structure) and modestly in the “tooth” (combat power), while still preserving funding for
the next generation of sysiems that will ensure future domination of the battlespace.



C. 3112 BILLION PLUS-UP

The QDR and DRI had both looked to infrastructure efficiencics to shore up readiness
accounts and grow investment accounts. However, by late 1998 it was clear that many of the
efficiensies were not materializing as quickly as had been anticipated and that not enough funds
wire being freed up to fulfill Jong-torm modernization needs. At the same time, the strong
economy arud the demands on the foree had made recruiting and retaining quality individuals for
the armed forces increasingly difficult. Not only would aggressive pursuit of QDR/DRI
efficiencies be necessary, but additional rescurces would also be needed (o support the defensc
strategy.

To meet these challenges, President Chinton's FY 2000 defense budget proposed the first
sustained increase in defense spending in 135 vears, making avalable additional resources totaling
$112 billion for FY 2000 through FY 2005, The $112 billion in budget authorily consisted of a
topline increase of $84 billion and $28 billion in saviags from lower inflatioen, lower fuel prices,
rescissions and other adjustments, savings that Dol was allowed 1o retain, The increase
refleeted President Clinton™s proposal in his State of the Union address to allocate (o defense
spending a portion of the projected federal budget surplus once a resohition on Social Security
was achieved. The plus-up addressed everything from readiness and modernization to
improving compensation for service members.

Quulity of Lile improvements

To address mounting warnings about retention and reonuting, almost one third of the
additional defense resources (835 hitlion) went to guality of life initintives, including the lorgest
increase i military compensation since 1981, Mililary base pay wag increased 4.4 percent in
FY 2000 (later adjusted to 4.8 percent by Congress), and money was added for pay ncreases
through FY 2005. The military retircment system was changed so that service members retiring
after 20 years would receive 50 percent of their base pay {reversing a 1986 decision to limit
retirement benefits to 46 pereent). Miitary pay tables were revised to increase the raises
associated with promotions. Finally, money was added for initiatives to improve recruiting and
retention, including targeted bonuses for service members possessing eritical military skills. Sce
separate section on Pay Table Reform and Relirement REDUX,

Readiness

For FY 2000 and beyond, unbudgeted costs for contingency operations and other noars
term requiremaents were threatening to erode readiness levels, More than 40 percent of the $112
billion increasc (349 billion) was spent on readiness accounts o meet the services” most pressing
readiness requirements. The additional funds supported the traditionally high pace of operations,
flying time, repair parts, and other readiness enhancers; readiness-related maintenance and
improvements at DoD facilities; and readiness-retated modemization in areas such as belter
maintainability. Funds were also added for reserve training, operations, and better integration of
aciive and reserve components, :



Modernization

Acknowledging that America’s preeminence depends on investments in new
technologics, $28 billion of the $112 billion plus-up was {unneled into DoD’s modernization
program. The additional resources cnabled DoD to meet the QDR goal of increasing
procurement funding to $60 billion by FY 2001 and to make important augmentations to
modernization plans, including:
¢ An added $6 billion for national misstle defense deployment;

» An additional 8 next-generation Navy ships;

o Additional F-16, C-17, T-45, and V-22 aircraft;

¢ Morc funding for the Army’s training ammunition requirements and $2 billion in critical
combat service support equipment; and,

* Anadded $1 billion for critical Marine Corps procurement needs.

D. PAY TABLE REFORM AND RETIREMENT REDUX

In his FY 2000 budget request, responding o emerging concerns about recruiting and
retention, President Clinton proposed the largest increasc in military compensation in a
generation. He requested the highest pay boost since FY 1982, improvements in military
retirement pay, and changes in pay tables to enlarge raiscs associated with promotions. Congress
approved and increased this benefits package, primarily by increasing military pay by 4.8 percent
instcad of the requested 4.4 percent.

In the FY 2000 budget, proposed budget authority for FY 2000-2005 reflected the
President’s decision to make available to DoD $112 billion in additional resources. From that
total, DoD atlocated $35 billion to Military Personnel accounts, virtually all of it for the proposed
higher pay and retirement benefits. '

By law, military pay is to be increased each year by a percentage calculated by
subtracting 0.5 percentage points from the Employment Cost Index (ECI), a Labor Department
measure of private-sector sataries nationwide. In his FY 2000 budget, the President proposed
that the FY 2000 raisc (4.4 percent) be 0.1 percentage points above the ECI (4.3 percent). For
FY 2001-20005, the President’s budget funded annual military raises that would equal the
projected ECI for those years, instead of being 0.5 percentage points below it, as prescribed by
law.



Chapter 2 -- Paying for Contingency Operations

" A, OVERSEAS CONTINGENCY OPERATIONS TRANSFER FUND ;
During, the fate 1990s, the Clinton Administration and Congress cooperated to esiablish
better procedures to fund what have come o be called contingency aperations. These arg
Department of Defense (DoD) operational deployments that are inherently unpredictable i thay
duration {and therefore their cost) and that arc not part of ougoing force deployments that are
funded through normal budget procedures. Because contingency operations arc a response (o
humediate world events that affect US. interests, they usually cannot be funded through the
normal budget process. Examples of 1990s DoD contingeney operations include peacekeeping,
humanitarian rehiel, enforcement of the no-{ly zone over Irag, and the air campaign to stop
Serbian aggression in Kosovo, '

Unbudgsted contingency operations became more frequent in the post-Cold War ¢ra, and
the timely funding of them becamc critical to force readiness. Until now appropriations are
requesied by the President and approved by Congress, Dok} has to finance unbudgeted new
operalions by applying previously appropriated funding that is immediately available, These
available resources are found primarily iny accounts that fund teaining, maintenance, and other
key readiness determinants. Thus the preservation of high force readiness depends on the
expediticus replacement of this reapplied funding tirongh supplomental appropriations bills or
other mieans. Without fimely congressional approval of the President’s funding request, the
Depariment must cancel training, maintenance, or other expenditures scheduted for late inthe
fiscal vear, :

In 19935, to help prevent unbudgeted contingencies from degrading readiness, the Clinton
Administration requested new authority to fund unbudgeted operations in anticipation of later
supplemental appropriations — authority much like a checking account service allowing
overdrails in anticipation of future deposits. Congress did not grant this new authority, By
tradition and precedence, Congress docs not appropriate funds in advance for use should an
uncxpected operation arise, and so it rejccted the use of an unresiricted pool of funds as a funding
option for contingency operalions, -

In 1996, Administration and congressional officials cooperatively created a special
appropriation for contingency operations as part of the FY 1997 DioD Appropriations Act. This
appropriation, the Overseas Contingency Operations Transfer Fund (OCOTF), provided the
Department with needad new flexibility to finance approved contingency operations with
reduced nsk to force readiness. While the Departmient still must get congressional approval for
supplemental or regular budget funding for contingency operations, the OCOTF gave Dol
fcaders a mechanism to aflocate funds precisely and expeditiously (o meel validated
requirements. If also preserved the oversight of the Congress through its control of
appropriations. ’

1



As amended by subscquent appropriation acts, the OQCOTF is a permanent approprisfion
that can be used only 1o finance approved contingency operations. Appropriations into the
COTF an come from either a supplemental appropriations bill or from normal annual
appropriations — depending on what the President proposes and what the Cengress approves.

The OCOTF enables the Department and the Congress to overcome sertous difficuities i
the appropriation process. Most nolably, the Department (s able to transfer the funds in the
OCOTF to whichever DoD organization or appropriations title requires funding, This flexibility
1s eritical because the scope, duration, and funding requirements of contingency operations are
difficult to predict. It also enables the Department and Congress to overcome one of the classic
shortcomings of the annual federal budget cycler When a portion of approved contingency
operations spending 1s not aeeded at the end of a fiscal year, it can be carried over 1o fund the
next year's requirements,

Since its establishment, the GCOTF bas become increasingly cntica! o the prudent and
cfficicnt financing of contingency operations. s usgo has meant that overscas operations in
support of U8, interests could be conducted without saerificing the readiness of our forces and
their ability © react 1o other challenges, The OCOTF was extremely useful 1o financing the air
campaign against Serbia and the follow-on peacekeeping operation in Kosove, The rapid pace of
developments i Kosove made traditional financing mothods impossibie without damaging
readiness. With the OCOTE, the Congress was able to appropriate funds quickly, on the
knowledge that procedures were 1 place to protect its oversight. The Department was given the
flexibility to reallocate funds from the Alr Force to the Army with the rapid concluston of the air
war and the need to quickly deploy peacckeepiog troaps into Kosovo,

The OCOTF has alleviated ong of the most difficult problems that the Department has
faced in the post-Cold War environment. While any major contingency operation will continue
1o stress DoD resources and personngl, the OCOTF immensely helps Amorica’s armed forees
excel in missions assigned them while minimizing {he strain on the overall U S, defense posture,

B. FUNDING FOR US, CONTINGENCY OPERATIONS ~ FY 1997-2001

The summary below illustrates use of the QCOTF and the complexity of funding the
tncremental costs of contingency operations. Ta simplify, this sunmary includes little detail
about what portion of a given congressional appropriation went into the OCOTF and what
portion went into gther appropriations ttles. Before FY 2001, virtually all funding for the
incremental costs for military pay and allowances associated with contingeney eperations was
appropriated to the various Military Personnel appropriations titles, not inte the OCOTF. But in
18 FY 2001 appropriations, Congress funded incremental Military Personnet costs through the
OCOTF - giving the Department additional needed Texibility.
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FY 1997-1998

In its FY 1997 DoD bill, Congress appropriated $1.3 billion for the OCOTF to cover
most of the contingency costs known at the time of bill enactmeni. Then in November 1996 the
President announced that the United States would extend Bosnia operations from June 1997 to
June 1998. Tc cover the costs of extending the Bosnia peace sustainment force (SFOR) through
the rest of FY 1997, along with additional requirements for Southwest Asia, DoD proposed a
$2.0 billion supplemental appropriation, which reapplied certain funds appropriated for other
programs. Congress {ully supported the requirement and provided $1.8 billion in additional
appropriated funds to fully address the revised requirements. i

The additional FY 1998 requirements for maintaining the Bosnia Deterrence Force,
(DFOR) through Junc 1998 ($1.5 billion for Bosnia) were included in the President’s FY 19)8
budget request. Congress supported this requirement, along with $.7 billion for operations in
Southwest Asia,

Afler the President’s decision to continue Bosnia operations beyond June 1998,
additional funds were rcqmrcd for the last quarter of FY 1998. The FY 1998 supplememal
requested $.5 billion related to the extension of Bosnia operations through September 1998. In
addition, the supplemental was cxpanded to include new FY 1998 Southwest Asia requircments
related to the additional U.S. force deployments in response to Iraqi intransigence related to the
UN weapons inspections ($1.4 biltion). Congress approved $1.8 billion in supplemental
appropriations to fully fund these revised additional FY 1998 requirements. ‘

|
FY 1999 .

The President’s original FY 1999 budget request addressed only the requirements tfo
sustain operations in Southwest Asia ($849.7 million). With the remaining batance of
$342.5 million in the OCOTF, the additional $542.2 appropriated by the Congress fully
supported the SWA requirements. To fund the extension of Bosnia operations through FY' 1999,
Congress passed a $1.9 billion FY 1999 supplemental appropriation.

In Spring 1999, the United States and its NATO allies conducted their successful air
campaign to halt Serbian aggression in Kosovo. NATO also began refugee relief operations, and
in support DoD provided food, supplies, and transportation. To fund these operations, along
with the cost of unanticipated operations in Southwest Asia, the President requested a nonoffsct
emergency supplemental of $5.5 bitlion. The supplemental request included four categories:

Category ($in Mi]]ions):
Military Operations in/around Kosovo 3,3009 .
Kosovar Refugee Relief 335.0
Munitions and Readiness/Munitions Contingency Reserve 1,547.9
Desert Thunder/Fox and Expanded SWA Military Operations 2743

Total FY 1999 Requirements 5,458.1
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Congress appropriated $5.0 billion to fund DoD’s supplemental requirements as
revised -- with $3.6 billion for Kosovo, $1.1 billion for readiness/munitions, and $.3 billion for

Southwest Asia. 1

f

t

The President’s FY 2000 Budget requested $2.9 billion for ongoing contingency
operations in Bosnia and Southwesi Asia. With the $.5 billion carmed forward in the QCOTF
from FY 1999, the congressional appropriation of $2.1 billion provided sufficient funding to
fully support the Department’s revised requirements. To pay for added continuing requirements
in Kosovo and for DoD support of East Timor operations, a supplemental request for S2.0:5
billion was submitted to Congress, which fully funded it.

FY 2000-2001

The President’s FY 2001 Budget requested $4.1 billion to support continuing operations
in Bosnia, Kosovo, and Southwest Asia. The Congress appropriated a total of $3.9 billion,
which -- when combined with OCOTF carry-over from FY 2000 -- should be sufficient o, fuIIy

meet the contlingency operations requirements for FY 2001.
!
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Chapter 3 — Base Closures and Consolidations
A. Implementing BRAC and Shifting Priority to Community Assistance

Between 1988 and 1995, the federal government selected 97 major military bases for
closurc and disposal. Through 1993, the traditional federal property disposal methods focused
on maximizing proceeds from the sale of real and personal property with little regard for
enhancing the prospects for economic recovery in the community. Recognizing that the old way
of doing business was not designed to dispose of major military installations in a way that would
revitalize base closure communities, President Clinton announced a major new program on July
2, 1993 to speed the economic recovery of communities where military bases are slated to close
(Atlachment A),

In announcing the program, the President outlined the following five parts of his
community reinvestment program:
1. Jobs-centered property disposal that puts local economic redevelopment first,
2. TFast-track cnvironmental cleanup that removes ncedless delays while protecting
human health and the environment;

3. Transition coordinators at major bases slated for closure;
4. [Easy access to transition and redevelopment help for workers and communities; and,
5. Larger cconomic development planning grants to base closure communities.

With the jobs-centered property disposal program in particular, President Clinton
recognized that existing Federal law required the Department of Defense to charge for a
property’s estimated fair market value when closed bases will be used for job-creating cconomic
development, yet it could transfer bases for free for a variety of “"public" uses, including
recreation, aviation, education and health. As a result of this announcement, the Administration
sought 1o change the law to enable the Department of Defense to transfer property for free or at a
discount for economic development purposes and job creation.

Bascd largely on legislation sponsored by then-Scnator David Pryor (AR), the provisions
of Title XXIX of Public Law 103-160 provided the legal authority to carry out the President's
plan by, among other things, authorizing conveyances of real and personal property for cconomic
devclopment and job creation. This property transfer mechanism became known as the
“Economic Development Conveyance.”

As a result of the President’s initiative, the following achicvements were realized through
carly 1999:
» 35 transfers of property under the EDC program,
» Over $1 Billion (Department of Labor: $210 million; Economic Development
Administration: $334 million; Office of Economic Adjustment: $231 mullion; and,
Federal Aviation Administration: $271 million) in transition assistance was awarded;
* Base clean-up occurred faster and with better coordination;
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= Qver 49,000 new civilian jobs were created on former base property, or 36% of the
lotal civilian jobs lost as a result of the closure and realignment actions; and,

* By providing considerable financial and civilian support, assisted communitics were
able to reduce the time it takes to complete their local reuse plans from 57 months to
21 months.

While the EDC program was recognized to have achieved some successes, it was also
recognized that more should be done 10 capitalize on the original inteni to quickly dispose of
property for job creation. On April 21, 1999, (see Attachment B) the President announced an
initiative to transfer property for job creation purposes at no cost and thereby eliminate the need
to conduct costly and lengthy appraisals, and engage in protracted negotiations regarding the
valuc of base property. A process that many communitics {clt had become cumbersome, lime
consuming, and bureaucratic was revised as a result of initiative. In Septcmber, Congress passed
Title XX VII of Public Law 106-65 authorizing the conveyance of property at no cost for
purposes of job creation and also authorizing the modification of existing EDC agreements
where, as a result of changed econoniic circumstances, the Secretary determines a change is
NeCessary.

Since enactment of this no-cost authority, an additional 19 property transfers have been
approved, resulting in the creation of a projected 136,000 additional jobs. Furthermore, six prior
EDC agrcements have been modified to terms consistent with the no-cost authority through
October 2000.

B. Defense Financing and Accounting Services Consolidations

In January 1991, the Secretary of Defense established the Defense Finance and
Accounting Service (DFAS) as a major step in revolutionizing financial management in the
Department of Defense (DoD). The new agency, comprising a headquarters staff and six major
finance centers, employed a staff of 12,000 civilian and military personnel. It assumed
responsibility for the finance and accounting functions that were performed by the Military
Departments and Defense Agencies. In 1993, DFAS expanded to encompass installation-level
finance and accounting activities. This expansion increased the DFAS rolls to more than 30,000
cmployces.

DFAS now provides the finance and accounting support for appropriated, non-
appropriated, revolving, and trust funds. These businesses affect a large population base of
customers through the payment of nulitary and civilian employees, military retirees and
annuitants, and the collection and disbursement of DoD funds for contract, vendor, securily
assistance, transportation, and travel payments, and out-of-service and contract debt. Each
month, DFAS processes 9.8 million paychecks; 2 million invoices; 550,000 savings bonds;
730,000 travel vouchers; and 200,000 transpoitation bills of lading. Average monthly
disbursements by DFAS total $28 billion.
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Once it was established, DFAS began to reduce the number of its locations by
consolidating operations and practicing modern, standardized, highly cfficient financial
management. Before DFAS was created, DoD had operated 270 finance and accounting systems
at over 300 locations. Approximatcly 46,000 employees performed finance and accounting
functions, using 70,000 pages of policies and procedures in 360 separate publications. The
policies and procedures differed drastically among the Military Components. Many of the
Department’s finance and accounting systems did not comply with the accounting goals and
objectives of the Federal Managers’ Financial Integnty Act or the Chiefl Financial Officer’s Act
and were repeatedly the targets of congressional and General Accounting Office criticism. The
existing systems simply could not keep pace with the increasing demands of our customers.

In June 1993, DFAS conducted a site selection analysis based on four criteria:
s Cost to the government,

e Maintenance of customer support;

e Usec of defense assets made redundant by the end of the Cold War; and,

e A good labor supply.

A DFAS Consolidation Task Force evaluated sites based on these criteria. In May 1994,
the Deputy Scerctary of Defense announced the 25 locations selected as sites for the
consolidation of the over 300 DFAS finance and accounting offices.

In 1994 the Under Secretary of Defense (Comptroller) added a 26™ location in Hawaii for
consolidation of the Pacific Theatre financial operations. Similar consolhidations occurred
Japan and Europe in 1997 and 1999, respectively.

DFAS completed site consolidations in 1998, two years ahead of schedule, resulting in
recurring annual savings of $120 million. DFAS has trimmed its workforce from the more than
30,000 personnel to fewer than 19,000, a 35 percent reduction in workforce. Today, DFAS has
the following locations: Arlington, VA, Cleveland, OH; Charleston, SC; Honolulu, HI; Norfolk,
VA, Qakland, CA; Pensacola, FL; San Diego, CA; Yokota, Japan; Columbus, OH; Denver, CO;
Dayton, OH; Limesione, ME; Omaha, NE; San Antonio, TX; San Bernardino, CA; Indianapolis,
IN; Kaiserslautern, Germany; Lawton, OK; Lexington, KY; Orlando, FL; St Louis, MO; Rock
Island, IL; Rome, NY; Scaside, CA; and Kansas City, MO.

Over the past nine years, DFAS has also been involved in the final step of revolutionizing
DoD's financial management by process improvements and standardization of the finance and
accounting systems. Finance systems process payments to DoD’s military and civilian
personnel, retirees, annuitants, vendors, and contractors. Accounting systems record,
accumulate, and report financial activity. in 1991, approximately 324 systems existed. DFAS
reduced this number to 76 in 2000. Thc goal 1s by FY 2005 for DFAS to be operating 32 or
fewer finance systems.
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CHAPTER 4; CIVILIAN PERSONNEL
A. CIVILIAN DOWNSIZING

Over the past 11 years, the Department has been extremely suceessful in reducing the
mimber of civilian positions efficiently, bumanely, and without mission distuption. The
Department has achieved an overall reduction of 423,000 positions, 293,000 of those during the
Clinton-Gore administration, with fewer than 9 percent of these separalions being lavofis,

Voluntary Separuhion Inceniive Payments (or buyouts, originated by Dol and early
retiroment authority have prevemed the need for many of the layoffs.  Substantial numbers of
cmiployees were reshsorbed through the Depaniment’s award-winning Priority Placcment
Program, while the Defonse Outplacement Referral System helped workers fucing dislocation
find cmployment outsde DoD.

However, this dowasizing, together with the aging of the DoD workforce and constrained
hiring has created significant skills imbalances, To mitigate these threats and to accommeodale
reduction of another 76,000 positions by the end of Fiscal Ycear 2003, the Department is révising
its overail employment strategy to focus on workforee shaping, These civilian personnel issucs
are of on-going mterest to the Congress and were presented by the Deputy Assistant Secrctary of
Defense (Civilian Personnel Policy) (o a joint hearing of the Military Readiness and Civil
Service Subcommitices on March 9, 2000,

B. CIVILIAN PERSONNEL MANUAL

Do Directive 1400.,25, "Dol> Civilian Personnel Manual System,”
authorized the developrient of a Civilian Personne! Manual {CPM) to serve as the central
documient for nmplementing policy and establishing DaDewide procedures for civilian personnel
management. Publication of the CPM supports the effort to standardize and streamiine DoD
operations.

The CPM consists of 18 chapters and contains a total of 68 subchapters. Atthe end of
CY 1999, 32 of the subchapters had been published. The remainder ate in development or
coordination. When the CPM {s completed in 2001, DoD eivilian personnel regulations will
have been reduced by 77 percent.

. DEFENSE LEADERSHIP AND MANAGEMENT PROGRAM

The Defonse Leadeorship and Management Program (DLAMPY) is a systematic program of
"oint” civilian leader troining, education and development within and across the Bepartment of
Defense. It provides the framewark for developing civilians with a DoD-wide capatality for

approximately 3,000 key leadership positions.

»  DLAMP implomenis the recommgendations of the Commission on Roles and Missions
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(CORM]}, May 24, 1995,

«  On Ociober 28, 1996, o memorandum was issued by the Deputy Secrctary of Defense
to the Under Secretary of Defense {Comptroller) and Assistant Secretacy of Defense
{Foree Management Policy) approving implementation and funding for the program.

*  Program Budget Decision 081C increased Component and CPMS funding in FY
1997 1o establish DLAMP.

s oD Direstive 1430.10, dated April 11, 1997, estublished DLAMP.

Team-taught graduate courses began on February 23, 1998, at a temperary facility in
Sturbridge, Mussachusctis. !
»  Funds were transferred from the Defense Finance and Accounting Service to the
Defense Human Resources Activity to better align the funds for the Sturbridge facility
to operational requirements.

« Funds were further adjusted beginning in FY 2000 for the leasc and support scrvices
contract at the Southbridge tratning facility.

Details on the DLAMP elements, management, positions, participants, special features
and program status are found in a Nevember 2000 information paper.

On Qetober 31, 2000, the inaugural DELAMP graduating class was honored in a Pentagon
ceremony hosted by the Under Secretary of Delense for Personnel and Readiness in the Hall of
» Heroes.

»  President Clinton sent a letter of congratulations to the graduates.
o Public Affairs issued a press release on the first DLAMP graduates.

D, DPEFENSE PARTNERSHIP COUNCIL

The Defense Partnership Counctl (DPC) was eslablished in 1994 wiih a charter to
implement the President’s mandate to improve labor-management relations in the Department of
Detense (Do) through partuership. The DPC has advanced this'mandate by including s fabor
pariners 1n discussions on issues that arc key 1o the future of Dol and iis civilian workforce,

A prime lustration of the DPC's efforts is an examination of initistives in labor relations
training and labor-management partnership affecting the Department’s civilian workforce, A
Partaership Evaluation Working Group, consisting of a eross-section of Dol and labor
organmizations represented on the council, began work on this study in November 1298, To
gather the necessary data, the DPC surveyed a stratified randorm samiple of 20 percent of the
Departments appropriated fimd bargaining units. '

This unprecedsnted study resulied in a report {published in December 1999) tha
identifics principles and practices that improve partnership and sirengthens labor relutions in the
Department,



E. WELFARE TO WORK i

in the fall of 1996, President Clinton signed the welfare reform bill, Central to this
tegisiation is the requirement for welfare recipients to find gaful employment. To that end, the
Prosident urged private emplovers and directed Fedoral agencies (o make special efforts to help
welfare recipients enter the work world successfully,

The Department of Defense has teken an active role inthis effort. Through cotlsboration
with the Defense Components, CPP prepared a plan to recruit wellare recipionts 1o (il entry-
level positions across the country,

The Scerelary of Defense sei the one for DoD's efforts by sending memoranda io the
civilian jeadeors and military commanders asking them to support the program and to solicit the
vohntary participation of defense contractors.,

The Deputy Assistant Seorctary of Defense (Civilian Personnel Poltey) published o
welfare-to-work handbook it Apnil 1997, The handbook identifted the number of positions to be
included in the effort; described the approach to recruitment, hiring, and support; and provided
nceessary operational documents. Made avaitable both in hard copy and en the Internet, it hasg
served as a model for other agencies' efforts.

Within two years from the date the President initiated the welfare-lo-work program, the
Department of Defensc had far exceed its four-year commitment to hire 1,600 workers,

F. DEPLOYMENT OF CIVILIANS

During Desert Shield and Desert Storin, less than 3 percent of the Defense Department's
deployed forees were civilians., However, in the aficrmath of those Gulf conflicts, there was an
awareness of the increasing importance of civilian employees and civilian contractors in
contingency operations.  There was a corresponding realization that the policics and programs in
place for milfitary personnel did not adequately address the deployment of civilians.

The Deputy Assistant Scorctary of Defense (Civilian Personnel Policy) and the Civilian
Personne] Management Service developed directives and instructions to specifically address this
need, They imclude:

DoD Directive 1404.10, "Emergency-Esseatial Dol U8, Citizen Civilian Employees;

DoD Dircetive 140031, "DoD Civilinn Work Force Contingency and Emergeney
Plunning and Execution)” and,

Dol Instruction 14060.32, "Dl Civilian Work Force Contingency and Emergency
Planning Guidelings and Procedures.” ;
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The guidelines have proven useful during operations in Somalia, Haitt and now in the
Batkans. As expected, the reliance on civilians has ingreased. Civilians now comprise as much
as 14 percent of the deployed forces worldwide.

G. CIVILIAN PERSONNEL REGIONALIZATION AND SYSTEMS
MODERNIZATION

The civitian personnel community had long recognized the need 1o restructure operations
to improve its productivity and customer service and to reduce costs, Official encouragement of
these efforts was cvident in Defense Management Report Deciston (DMRID) 974, signed on
December 15, 1992, This decument recommended the consolidation of a nuwmiber of civilian
personnet functions from across the department into a single agency.

The Clinton-Gore Administration then had responsibility to creste what became known as
the Civilian Personnel Managament Service. Along with this effort came the plan to ideatify
these persormsl sctivities that required face-to-face interaction and thoss that did not. The
former were to be reenginecred and automated, aad then to be pulled woto regional service
conters. Authonzation for this step appeared in Progrurn Decision Memorandum (PDM) 914,
wssucd November 10, 1993, ’

H

Maior financing for the effort to regionalize zervice delivery and to modemize the
personnet data systom appeared in Program Budget Decision {(PBD)} 711, signed December S,
1994, Numcrous supplementary documents increased the funding for this joiat offort over tine.

As of the end of Fiscal Year 2000, all 22 regional service cenlers were operating. Also,
the Office of the Deputy Assistant Secretary of Defense for Civihian Persormel Policy had
climinated all 13 of the non-interoperable human resource data systems, transferring all records
to a common legacy system. The Modern Civilian Personnel Data System {DCPDS) received
Milestone 11 approval in FY 2000 and was deployed for operational testing to three regional
centers, Deployment is scheduled {or completion in FY 2001, Estimated savings for the
combined effort will be over $220 million a year.
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CHAPTER § ~ READINESS AND TRAINING CHALLENGES
A. SENIOR READINESS OVERSIGHT COUNQ[L
Overview

The congept for & Departmient of Defense (Do) Senior Readiness Oversight Council
{SROC) was approved by then Deputy Scorctary of Defense William 1. Perry in January 1994,
Deputy Sceretary Perry formed the SROC (o provide tap-level coordination and oversight of
DoD readiness activities, to help formulate recommendations on readiness pobicy matiers for the
Secrctary of Defense and, to aid in crafling DoD positions on readiness o the Congress, the
public and other sudiences.  The original membership of the Counail included the Deputy
Secrotary of Delense, as its Chayr the Viee Chainman of the Joint Chiefs, as Co-Chair, the four
Under Secretaries of Defense; the Under Sceretaries of the Military Departments; the Service
Chiefs and other Jeaders within the Office of the Secrelary of Defense (OSD) having rcadiness
responsibilitics. The Deputy Under Sceretary for Rendiness was designated as both a member
and Executive Secretary for the SROC,

The first SROC convened an April 20", 1994 with then Deputy Secretary of Delense
John Dieutch as iis Chair, As reported in the published nsinutes to that first meeting, the SROU
established three readiness priorifies - 10 inerease the vse of analvtic tools estimating future
readiness, to improve training readiness through the use of simulations and, to develop the Joh
Readiness System. For its first six months, the SROC continued to focus on fong-range
readiness issues, However, this focus changed in the Fall of 1994 when the readiness of soveral
units fell due to funding shortfalls attributed to unplanned contingency operations. As the focus
shifted to substantive readiness issucs, and as public debate on readiness emerged, the SROC
changed ils strategic direction, focusing more on current and near-term readiness challenges, and
less on longer range readiness 1Ssucs,

Today's mandate for the SROC 15 formally established in Department of Defense
Dircctive 3149.2, the Senior Readiness Oversight Council. While the core membership of the
SROC has remained essenbially unchanged, the SROC now includes Associate members whom
attend council meetings on a case-by-case basis, The objectives of the SROC have also remained
unchanged since 1994, The SROC continues to provide top-level oversight of DoD readiness
activities, to formulate policy recommendations for the Sceorctary of Defense, and to coordinate
Dol positions on readiness for outside audiences. However, the SROC has assumed a more
dynamic and proactive role in providing {or senior level oversight of programs that impact the
sirategic resdiness and capabilities of the warlighting commanders-in-chief (CINUs), the
agencics that support these CINCs, and of the Services. To this extent, the SROCU has evolved
into an essential component of the DoD Readiness Reporting System, with the SROCs findings



and conclusions now reported 1o the Congress through the Depariment’s monthly and quarterly
. readingss reports.
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Agenda

The SROC monthly agenda is set by its members and has covered a broad spectrum of
Scrvice and joint readiness issues since 1994. By design, the agenda has focused on issucs in
three different but overlapping categories. The three categories are readiness issues of the
Services, joint readiness and capabilily issues as reported by the combatant and supporting
CINCs through the Joint Monthly Readiness Review process, and other (lopical) issues which
have warranted senior level review and direction, and which impact multiple Services and
CINCs. The Council has attempted to maintain a balanced agenda, retaining visibility over
Scrvice, joint and cross-cutting readiness 1ssucs.

Service Readiness Issues. The SROC has assessed Scrvice readiness on a recurring
hasis, at three to four SROC sessions annually, since 1994, While these scssions have normally
included broad asscssments of the Service's personnel, equipment and training readiness, they
have also provided opportunities for focused review of specific high-impact Service readiness
issues, most of which have related directly to the Services' capability to fully train, maintain,
cquip and man its forces. The SROC has routinely conducted follow-up reviews of these issues at
subscquent council mectings. The following 1llustralc_|usl a few of the Scrvice readiness issucs
which have been discussed at the SROC:

¢ Readiness of Deployed and Non-deployed Naval Forces. In September 1999, the
Navy provided an asscssment of the impact of the loss of the Vicques training ranges on the
readiness of its carrier forces and air wings, particularly as the forces "ramp-up” for their cyclic
deployment rotations. Both near and long-term impacts were discussed and alternative training
stratcgies were reviewed., Later in May 2000, the Navy updated the SROC on the readiness of its
forces during their interval between their rotational deployments (the Navy's non-deployed
forces), as well as some specific resource challenges tt has faced in maintaining the training
readiness of these forces. '

» Readiness of Marine Corps Tactical Aviation. In concert witl the Navy's
presentation to the SROC in September 1999, the Marine Corps presented its assessment of
readiness challenges facing its {lect of AV-8B Harriers, gencrally resulting [lect-wide engine
problems. The Marine Corps presented its recovery strategy for the Harrier, and returned to the
SROC in May 2000 to provide a progress report. At the May update, the SROC reviewed the
status of the Marine Corps' F/A-18 modemization programs, and procurement profile for
transitioning to a single strike aircraft, the Joint Strike Fighter, beginning in FYO07.

¢ Army AH-64 Apache Readiness. During August 1999 the SROC discussed
readiness issues relating to the Army's fleet of Apache aircraft, and lessons learned from the
Apache deployments with Task Force Hawk, 10 Albania, in support of Operation Allied Force.
The SROC examined a broad spectrum of Apache readiness issues, such as the pilot retention,
sparc parts and other maintenance challenges, modernization programs and pilot training. In
March 2000, the SROC reviewed the readiness of the Army's Apache units and its progress in
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recovering its fleet of AH-64s, following fleet-wide atrerafl groundings due o defective and
SUSpLCt COmponents.

+ Air Foree Alreraft Engine Readiness. In August 1999, the SROC examined Air
Force mircrafl mission capable raes, and the imipact of spare engine shortfalls on the nearderm
readiness of specific awcraft flects. The SROC discussed Ay Foree wartime inventory
reguirements and levels, how technical surprises have degraded engine availability in previous
vears, and the Air Force's strategic plan and forecast 1o improve readiness by increasing funding
for spare engines, In March 2000 the SROC revisited the issue, and was apprised of the Aty
Forcd's progress in rebutlding 1is tnventory of war resorve spares.

Joint Readiness. In addibion to ifs focus on Service readiness issues, joint readmess
1ssues have dominated much of the SROC agenda. Through the SROC, the most eritical joiis
rcadingss ssucs and concerns of the CINCs have been elevated to the Department's senior
lzadership. Through its oversight of the loint Monthly Readiness Review {(JMRR) process, the
Council has reviewed hundreds of joint warfighting and support issues since 1994. While the
1ssues themsclves are classified, they encompass a {ull spectrum of joint capabilities in areas
such as joint mobility; logistics and sustainment; intelligence, surveillance and reconnaissanics;
command, control, communications and computers (C4); infrastructare; joint planning snd
traming; and special operations. Through the SROC, many issucs have been resclved or
mitigated through changes in policy direction or priorities, or through the reapporticniment of
funding in the budget process. Issues not resolved or mitigated are kept in review by the Joint
Staft and later reasscssed by the Council, !

Topical Readiness Issues. Nearly one-half of the SROC sessions convened since 1996
have addressed readiness issues of cross-culting interest or impact to the Services and the CINCs,
Generally, these topic-oriented agendas have been set in order to address changing or emerging
prioritics of the Department, in support of readiness program decisions yet to be made, or {or the
simple purpose of apprising the Council of the status of readiness programs. In some instances,
the Council has set an agenda targeting an unanticipated readiness problem requiring decision or
action by senior teadership. Some of the many readiness issues which have been highlighted by
the SROC since 1996 are briefly stated below, beginning with the most recent, i

» Encroachment of military training ranges and areas. In fune 2000 the SROC,
addrossed the threat posed by training range encroachment on the Services' ability to condudt
realistic air/land/sea training, and the impact of cocroachment on force readiness. The SROC
directed the development of a Departmental strategy fo address encroachment. This strategy was
reviewed at the November 20060 SROC. ¢

» Counterproliferation and chemical-biclogical defense {CBD) preparedness. [n
November 1999, the SROC discussed the chemical-biclogical threat to our forces, and the status
of CBD training, procurcment and moderization programs. The Council directed the formation
of a study tcam to develop standards for repeorting the CBD readiness of unifs. :
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¢ Impact of Operation Allied Force on Service readiness. In Junc 1999, the SROC
reviewed the impact of Operation Allied Force on near-term readiness of the Services and the
CINCs, and upon their capability to sustain current operations and conduct a major theater war.
The review considered the readiness of forces deployed to OAF and of the forces that were not
deployed to OAF, but which provided augmentation to the deployed forces. The SROC reviewed
programs for the post-OAF recovery of units, to tnclude parts inventory levels, aircrew training,
the status of low-density/ high demand assets, and personnel retention.

o Readiness of military training centers. In May 1999, thec SROC reviewed the
readiness of the Service's major training centers in the United States. The Council discussed the
Services' resource concerns and challenges, the status of opposition and aggressor forces,
modecrnization programs, sparc parts shortages, the condition of range equipment and
instrumentation, land and airspace constraints, and opportunitics for joint interoperability
training at the centers.

¢ Spare parts and training munitions. In March 1999 the SROC revicwed the’
adequacy of the Services' spare parts and munitions inventory levels to meet training
requirementts, and the potential impact of parts and munitions shortages on force readiness,
Factors reviewed by the SROC included the impact of aging weapon systems, operations tempo,
parts inventory reductions, production shortfalls, and funding constraints. The Council also
discussed togistic and business initiatives to improve procurement, stockage and distributton of
parts and munitions.

¢ [Intelligence, surveillance and reconnaissance systems. In December 1998, the
SROC reviewed CINC requirements for airborne reconnaissance assets, intelligence personnel
and compatible intelligence systems, and the capability of the Department to resource the
requirements. The SROC emphasized the need for an analysis of total requirenients and
capabilities, with a goal of maximizing the efficient and effective usc of thesc asscts, and
reviewed programmatic solutions.

s Y2K compliance and preparedness. In September 1998, the SROC reviewed the
status of DoD and Scrvice programs to achicve Y2K compliance for all weapon, C31 and
supporting systems, and discussed contingency plans in the event of unanticipated Y2K
problems.

¢ Contingency and readiness funding. The SROC reviewed readiness (unding on
multiple occasions in 1996 and 1998, In March 1996, the Council evaluated the impact on
rcadiness of unfunded contingency costs for operations in Bosnia and Haiti, as well as
Operations Provide Comfort, Southern Watch and Vigilant Scntinel. In April 1998, the Scrvices
1dentified potential readiness problems which might arise with disapproval of the Emergency
Supplemental, and their strategies for maintaining current readiness levels if the Supplemental
was delayed or disapproved. [n November 1998, the Council reviewed Scrvice strategies 1o
cnhance near-term readiness, with the provision of additional funds for aviation spares and
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OPTEMPOQ, and how the Services intended to manage cxecution of the 1999 Supplemental for
readiness.

* Aviation readiness. In March 1998, the SROC discussed aviation readiness issucs of
the Services. Some issues discussed by the Council included trends in aircraft mission capable
ratcs, backlogs in depot level maintenance, shortages of spare engines and parts, and retention of
pilots and maintenance personnel.

o Anthrax vaccination. In Oclober 1997, the SROC reviewed the Department's
proposed Anthrax Vaccination Implementation Plan. In June 1998 the SROC approved the
Services' proposals for tracking the vaccination of individual military personnel, and discusscd
the formulation of an information strategy on the Anthrax vaccination program, oriented to the
civilian health care communtty.

¢ Exercise participation. In April 1997, the SROC cxamined U.S. forces’ partictpation
in joint exercises and its impact, when combined with normal engagement activities and
contingency operattons, upon force readiness and the quality of life of service members. The
SROC discussed alternate strategies with which to accomplish training missions while
minimizing excessive use of units in exercises that are not deemed essential to maintaining
readiness.

¢ Personnel manning. The SROC reviewed the status of Scrvice recruiting and
retention programs during April 1997, and in January and May 1998. On each occasion, the
SROC discussed the Services' top manning challenges and their funded programs to improve
reeruiting and retention rates. The SROC specifically examined pilot attrition, to include
attrition indicators, causative factors (¢.g., incrcased wrline hiring) and initiatives to improvce
pilot retention,

» Management of personnel tempo. [n November 1997, the SROC reviewed the
Services' carly proposals for assessing, managing and reporting individual and unit deployment
tempo, to comply with the National Defense Authorization Act for 2000 (NDAA 2000). In
February 2000, the SROC convened to review progress in establishing uniform standards and
policics relating to the deployment of units and individual personnel away from their assigned
duty stations, as well as for establishing uniform reporting systems for tracking deployments..

e Global Military Force Policy. In March 1997, the SROC reviewed the Department's
formal policy, and its methodology for managing, the allocation of low density/high demand
units and assets, in meeting the routine peacetime requirements of the CINCs for exercises, for
conducting normal engagement activities and in support of operational taskings. The SROC
reviewed the status of programs to increase LD/HD capabilitics in support of the CINCs, as well
as management clficient to make the best possible usc of existing resources.

¢ Anti-Terrorism. The SROC reviewed the Department's Anti-Terrorism/Force
Protection (AT/FP) policy and threat assessment process, during March 1997. The Services
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discussed how they implement the Department’s poltey, their costs to protect forces deploved
overseas, and their projection of the manpower required to maintain a heightened force
protection posture at their installations.

s Readiness reporting. The SROC twice addressed Service readiness veporting. I
March 1996, the SROC discussed the responsiveness of the Status of Resources and Training
System (SORTS) as an asscssment tool and identificd areas of needed improvement, inchuding
assessments at the operational and strategic levels, in suppont of ¢risig and dehiberate planning
decisions, and for joint forces. In November 1997, the SROC reviewed readiness reporting
requirements contained i the 1998 Defense Authornization Act, and the Department's
requirement {o develop guidelines and metrics for monitoring lempo,

Administration of the SROC.

The Executive Sccretary for the SROC is the Deputy Under Secretary of Defense for
Readingss. All available records and copies of material that have been presented before the
SROC are maintained in the office of the Director, Readiness Programming and Assessment
{RP&A)L With very few exceplions, this material is classified SECRET and is controlled
accordingly.

B. MANAGING OPERATIONS TEMPO FOR HIGH DEMAND/LOW DENSITY UNITS

The Senate Commitice on Appropriations, in its Senate Report 105-200, asked the
Seeretary of Defense to report upon how low denstty/high demand (LD/HD) assets are managed
within the Department. The Commiltice specifically asked how the {oree siructure of LD/HD
uniis could be muodilied 1o provide for their more cifective and cfficient employment; what
savings might be scerued from existing end strength levels; and how other assets mught substitute
for the cmploymoent of LD/HD systems. The Commitiee also inquired into the possibility of
expankding or converting reserve component foree structure to augment LO/HD units,

To manage the demand for LD/HD asscts, the Department formulated its classified
Global Military Foree Policy (GMFP). The GMFP was authored by the Joint Staff in 1996 and
has been updated since. 1t establishes guidelings for the prioritization and aliocation of LDVHD
assets daring peacetime, identifics what assets are to be managed under the policy, and sets
objective operations tempo (OPTEMPO) measures to be used in support of allocation decisions.
According to the policy, the Services and USSOCOM determine the nieirics for measuring the
tempo of their respective LD/HD assets, monitor availahility of the assets, manage assef rotation
cycles, and assess the long-termn tmpact of surge operations. Through the policy, the Secretary of
Defense and the Chairman of the Joint Chicfs of Stalf manage the allocation of LD/HD asseis to
regional military commanders, to safeguard the long-term health of these assets. The Services
and US Special Operations Conumand (USSOCOM) manage force structure of the LIVHD,
assets, to operate within available funding,
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While the GMFP 18 ¢lassified, and handled accordingly, the Department submitted an
unclassified report, the "Report to Congress on the Global Military Force Policy”, to the
Conumitiee in January 1999, In that report, the Department presented background information on
GMEP and LE/HD management, described the measures that cach Service and the USSOCOM
have undertaken to modify the foree structure of LD/HD units, and addressed cost savings from
force structure changes. Notably, though most of the LD/HID assets managed under the policy
have unigque characteristics that preclude their simple substitution by other assets, depending
upon reguirements, some substitulion is possible.

To date, the missions assigned (o LD/HD assets have been met with the use of existing
force structure. However, a few assets have been tasked at or above preferred GMFP tempo
levels. The Services routinely monitor the OPTEMPO and force structure of these assets. For
the most part, LD/HD assets are managed within GMFP guidelines, protecting readiness and
quality of life, Given that levels of operational deplovnient remain af current levels, the
Secretary of Defense, with the GMFP ag his managoment tool, can comtinug to manage LD/HD
agsets within tempo limits.

In general, the Departiment has pursued a balanced foree posture that precludes any
significant foree struciure trade-off between those units that are high demand for peacetime
shaping missions, such as the LDVHD anits, and those units that would be needed to respond to a
maor war, This foree structure, as proposed in the 1997 Quadrennial Defense Review, is
capable of meeting today's challenges with accepiable strategic risk while remaining fiscally
responsibilo,
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C. CHALLENGES OF RECRUITING IN A FULL-EMPLOYMENT ECONOMY
RECRUITING A HIGH-PERFORMING MILITARY FORCE

Sustained and effective recruiting is essential o maintaining a high-performing military force
with the right distribution of skills and experience. Each Service must enlist and appoint enough
people cach year to sustan the force and ensure seasoned and capable leaders for the future.
DoD> annually must recruit about 260,000 youth for the active duty armed forees, along with
approximaiely 136,000 for the Selected Reserve

Recruits with a bigh schoel diploma are especially valued. Years of empirical research show that
those with a high school diploma are more likely to complete their initial three years of service.
About 80 percent of recruits who receive a high scheol diploma will complete their first three
years; yel anly about 58 percent of those who failed {0 complete high school will do that. Those
hotding an alternative credential, such as a General Equivalency Diploma {GED) certificate, fall
between those extremes. Qver the past five years, about 95 percent of all active duty recruits
hiekd a high school diploma, compared to the 75 percent of American youth ages 18 to 23,

Aptitude is also impontant. Al recruiis take a writien enlistment test, calied the ASVAB (Armied
Services Vocalional Aptitude Batteryh One component of that tost is the Armied Forces
Qualification Test, or AFQT, which measures math and verbal skills. Those who score at or
above the 56th percentile on the AFQT are i Categories MITA. DoD values these higher-
aptitude recruits because their iraining and job performance are superior o those in the lower
{below the 50th percentile) categories. There is a strong correlation between AFQT scores and
on-the-job performance, as measured by hands-on performance tests {speed and accoracy of
performing job-related tasks) across the range of cccupations, Over 70 percent of recent recrulfs
scored above the 50th percentile of the nationally representative samples of 1823 year olds.

Higher Ievels of recruit quality serve to reduce altrition while inceeasing individual performance.
In 1993, the Department cstablished benchmarks o sustain rooruit quality. The chan below
iliustrates the recent suecess againgt those standards (50 porcent high school diploma graduates;
60 pereent top-half aptitude), :

Propensity for Military Service

In FY 1944, all Scrvices faced a growing challenge -- American youth were becoming less
interested in joining the military. Surveys showed that 25 percent of 1610 21 year-old men
expressed propensily to join at least one active duty Service, This was a 2 percent decling from
the 1992 level, and o 7 percent decline from the historic high of 32 percent in 1989 and 1990,

Resulis from the 1995 Youth Attitude Tracking Study (YATS} show propessity was shghtly

higher than in 1994; 28 percent of 16-21 year-old men expressed positive propensity for at least
one active duty Service, up from 26 percent in 1994,
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Results fron the 1996 Y ATS showed endistimen propensity for both young men and women
basically unchanged from 1993, Onc notable exception was that the inferest of women m lhe
Navy was significantly higher than the previous year. FY 1993 was the bottom of the drawdown
for recruiting. In FY 1990, recruiting objectives went back up without corresponding levels of
resources. Between FYs 1995 and 1997, recruiting missions were expecied to rise 20 percent
while resources, including money for advertising, remained relatively flat, except in the Ammy
where there was a drop in the expenditure-per-recruit, In the vears prior fo FY 1996, enlistment
propensity declined as the Services experienced serious cite in rocruiting resources. In 1994,
1995, and 1996, recruttment adventising was increased, and the 1993 and 1996 YATS results
indicated that the decling i propensily may have stabilized.

Results from the 1997 YATS show that, overall, the propensity of young men for military service
had not changed significantly since 1994, In 1997, 26 percent of 16-21 year-old men expressed
interest in at least one active duty Scrvice, gbout the same as in 1996 (27 percont} and 1995 (28
percent}. The propensity of 16-21 vear-old women, however, declined significantly, from 14
pereent in 1996 10 12 percent in 1997, in the previcus S-vear poriod, as career opportunities in
the Services opened to women and more women enlisicd, women's propensity increased
gradually, from 12 percent in 1592 to 14 percent in 1996, The 1997 drop returned women’s
propensity to 1992 levels,

Resuits from the 1998 YATS survey show that, overall, the propensity of youth for military
service had not changed significantly in three years. In 1998, 26 percent of 16 (o 21 year-old
men cxpressed interest in at least one active duty Service, unchanged from 1997 and nearly
identical to 1996 (27 percent). Young wonien’s propensity was up one percentage point from
1997 and the long-term trend appeared to be constunt, In 1998, 13 percent of 16 10 21 year-old
women expressed interest in military service, the same as in 1993,

Results from the 1999 YATS survey showed that, overall, the propensity of youth for military
service was higher than in previous years. In 1999, 28 percent of 16-21 vear-old men expressed
interesi in at least one active-duty Service; only 20 percent had expressed such interest the
previous few vears. Young women's propensity alse increased slightly, In 1999, 135 percent of
[6-21 vear—old women expressed interest in niilitary service compared to 12 and 13 pereent in
1997 and 1998, respectively.

During the first half of the 1990s, enlistment propensity declhingd as the Services experienced
serious cuts in recruiting resources. During the 19951998 period, recruiiment advertising
almost doubled as compared with 1994 expenditures, and YATS resulis for those years suggested
that the carlier decline in propensity may have stabilized, even in the face of 8 robust cconomy.
The 1999 resulis showed an increase in youth interest in mililary service, funther reinforcing the
mmportance of advertising in raising vouth awareness about military opportuniiies. Thus, the
Department continued to believe that investmont in recruiting and advertising resources was
required 1o assure that the pool of young men and women interested in the military would be
available (o meet Service personnel requirements.



The FY 1994 Recruiting Environment ' ’

Recruiting for the Active Component

The Department continued to focus on quality recruiting in FY 1994, The Deputy Secretary of
Delense formed a standing panel which included the Sccretaries of the military departments and
the Chairman of the Joint Chiefs of Staff that met quarterly and reviewed the status of recruiting.
This panel dealt quickly and effectively with any emerging problems.

In addition to creating this panel, DoD focused on three major recruiting initiatives.

s First, the Services identificd a nced to put more recruiters on the street. This plan to ficld
hundreds more rccruiters was only possible because Congress rescinded a requircment for
an annual 10 percent reduction in the number of recruiters.

» Sccond, the Department spent more on recruiting advertising. In FY 1994, the Services
spent about $125 million annually to advertise job opportunitics. In FY 1993, Congress
appropriated an additional $89 million for Service advertising.

o Third, the Department and the Services planned to invest more advertising funds in ads
aimed at young women. Specifically, they launched a comprehensive magazine
advertising effort targeting high quality women in the spring of 1995. This focus on
wonmen was clearly appropriate as the Scrvices opened more military assignments to
women.

Also critical to the success in recruiting efforts were the recruiters themselves. To better
understand the recruiters' environment, a DoD Recruiter Survey was ficlded. Results were not
released until carly 1o 1995, This report was designed to give a better idea of how recruiters were
coping with the most difficult recruiting period sincc the very inception of the All-Volunteer
Force, and the survey has continued to be fielded every other year since FY 1994,

Error! Not a valid filecname. ’

Recruiting for the Selected Reserve

The position of the Army Reserve and Army National Guard was that downsizing, reduced
budgets, and inactivating local units all serve to give the public the impression the reserves were
no longer hiring, or the reserves were not a viable employment opportunity. Increased
advertising budgets and more recruilers were needed to achieve outycar missions especially as
they anticipated downsizing abating and accession missions increasing,.

The FY 1995 Recruiting Environment

Recruiting for the Active Component
The Deputy Secretary of Defense continued to host the Senior Panel on Recruiting that he had

established in April 1994 to provide oversight at the highest levels of the Department. The
standing panel was chaired by the Deputy Secretary of Defense and included the Secretaries of
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the military departments and the Chairman of the foint Chic{s of Staff; this group continued to
meet regularly to review the status of recruiting. This panel dealt quickly and effectively with
any emerging problems.

Dob focused on three major recruiting initiatives in FY 1995,

¢ First, in response to the declining propensity for 16-21 yecar-old males, cspecially for
Blacks (however, the propensity for Blacks remained higher than the propensity for
Whites} an extra $89 million was added for advertising in FY 1995, Congress increascd
recruiting resources (including advertising) for FY 1996 by $31 million. DoD initiated
focus group research to look at youth and adult influencer attitudes toward the military
and 1o try to better understand why propensity was declining.

» Second, for the next several years, accession requirements appeared to risc faster than
progratnmed resources. DoD encouraged the Services to reprogram 1o ensure adequate
resources were available to meet recruit quantity and quality goals,

o Third, since surveys indicated higher recruiter stress and dissatisfaction, lower morale,
and quality of life concerns, the Department dirccted the Services to review recruiting
policies and practices with a goal of reducing pressures on recruiters. A joint-Scrvice
study focused on numerous recruiter quality of life issues, some of which are listed in
Table 1. Results and reccommendations were briefed to the OSD staff, which prepared a
consolidated plan of action.

Table 1
Recruiting Challenges and Responses
Issue Current Efforts
Health In August 1994, the Department addressed the issuc of TRICARE Prime for
Care members and thcir dependents in areas outside the normal areas of coverage. Other

initiatives tentatively under review included waiving CHAMPUS deductibles and
co-payments, providing a Health Care Management Program, and gtving recruiters
a medical debit card to guarantee payment to health care providers.

Housing Many recruiters -- particularly those stationed in higher cost areas — were inadequately reimbursed
for housing costs; therefore, the Department evaluated the feasibility of establishing a leased-family
housing program that would help those recruiters.

Child The Department reviewed the possibility 10 expund and use child care spaces in
Care other government programs. This included negotiating with the General Scrvices
Administration to obtain spaces for military members at 102 government-owned
and leased locations nationwide.

Pay DoD evaluated how to implement the authority to increase Special Duty
Assignment Pay (SDAP) for recruiters from $275 to $375 per month.

Table 2

Quality and Numbers of Enlisted Accessions -- Active(Numbers in Thousands)

FY 1995 Quality Indices | Accessions” (in thousands)
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Compone Percent High Percent Above | FY 1995 FY FY 1996 FY
nt/Service | School Diploma Average Objectiv 1995 |- Planned" | 1997
Graduates Aptitude AFQT es Actual Planne
I-HIA v d"
Army 96 69 62.9 62.9 68.0 v 90.7
Navy 95 66 48.6 48.6 57.0 57.2
Marine 96 60 332 332 33.8 36.2
Corps
Air Force 99 84 30.9 31.0 30.7 303
TOTAL 96 - 71 174.8 175.8 189.5 - 2144

* Includes prior service accessions.

" Based on Service Recruiting Production Reports and DoD FY 1997 Budget Estimatcs.
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Table 3

Quality and Numbers of Enlisted Accessions - Selected Reserve (Numbers in Thousands)

FY 1995 Quality Indices Accessions® (in thousands)
Component | Percent High Percent Above | FY 1995 FY FY 1996 FY 1997
/Service | School Diploma Average Objectiv | 1995 | Planned" | Planned"
Graduates Aptitude AFQT es Actual
I-1l1A

Army 82 54 60.6 56.7 68.6 64.1
National

Guard

Army 95 75 47.7 48.1 50.7 47.7
Reserve

Naval N/AS N/A® 13.6 13.7 17.2 16.8
Reserve

Marinc 98 77 9.6 9.9 10.2 (0.5
Corps

Reserve

Air National 94 76 8.4 8.4 8.7 8.4
Guard

Air Forcc 94 78 8.8 8.5 6.9 8.7
Reserve

TOTAL 90 67 1487 145.2 162.3 154.2

" Includes prior service accessions.
" Bascd on Service Recruiting Production Reports and DoD FY 1997 Budget Estimates.
¢ Naval Reserve accessed only prior service recruits in FY 1995

Challenges in the FY 1996 Recruiting Environment

Recruiting for the Active Component

Table 4 shows the results for active component recruiting in FY 1996, Table 6 shows recruiting

initiatives.

Recruiting for the Selected Reserve
With the increased reliance on the Reserve Components, continued manning by quality prior
service and non-prior service recruits remained a priority. About this time, the Department had

cxperienced considerable success in recruiting for the reserve forces. Since 1991, the number of
new rceruits into the Reserve Components with high school diplomas increased by 10 percent,
and new recruils in the upper half of the Armed Forces Qualification Test calegories grew by 10
percent. There were, however, current and future dynamics that would make it increasingly
difficult to maintain robust reserve force strength levels. The perceptions caused by downsizing,
reduced budgels, and inactivating local units all continued to give the public the impression the
Rescrves were no longer hiring, or that the Rescrves were not a viable employment opportunity.
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Additionally, the approaching completion of the drawdown of the active {orces meant fewer
service members entering the prior service pool for Selected Reserve membership, thus
increasing the need for non-prior service recruiting. To meet this challenge, increased
advertising budgets and more recruiters were needed to achieve outyear missions, especially after
the Reserve Component downsizing abated and accession missions increased.

The Assistant Secretary of Defense for Reserve Affairs convened a Reserve Component
Recruiting and Retention Task Foree 1o analyze the current state of supporting programs and to
cxplore now and innovative ways lo meet the mission. Prime among the topics this task toree
explored was the utilization of the Selected Reserve Incentive Program, a serics of bonuses for
enlistment and reenlistment. The task force also focused on intensifving retention efforts to
reduce unprogrammed Josses in the Sclected Reserve that occurred prior to reenlistment
windows.
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Quality and Numbers of Enlisted Accessions — Active
(Numbers in Thousands)

Table 4

FY 1996 Quality Indices

Accessions® (in thousands)

Component/| Percent High | Percent Above | FY 1996 | FY 1996 |FY 1997 | FY 1998

Service School Average Aptitude [Objectives| Actual  |Planned”|Planned”

Diploma AFQT I-1l1A
Graduates

Army 95 67 734 734 89.7 84.0
Navy 95 66 48.2 482 56.7 53.8
Marine 96 65 335 335 35.3 36.4
Corps
Air Force 99 83 30.9 309 30.2 304
TOTAL 96 09 186.0 186 211.9 204.6

Submisston,

" Includes prior service accessions. Only Army and Navy recruit to a prior service mission.
" Based on Service Recruiting Production Reports and DoD FY 1998 Budget Estimate

Table 5
Quality and Numbers of Enlisted Accessions -- Selected Reserve
(Numbers in Thousands)
FY 1996 Quality Indices Total Accessions
Non-Prior Service Non-Prior and Prior Service (in
thousands)

Component/ Percent High |Percent Above |FY 1996 |[FY 1996 |FY 1997 [FY 1998
Service School Average Objective® |Actual® Planned® [Planned”

Diploma Aptitude

" |Graduates | AFQT I-I11A

Army National 82 56 61.8 60.4 59.3 62.3
Guard
Amy Reserve 95 74 50.2 46.2 479 442
Naval Reserve 160 82 16.8 16.8 18.0 16.9
Marine Corps 98 78 10.4 10.7 11.2 10.8
Reserve
Air National 93 73 11.0 10.0 10.0 9.6
Guard
Air Force Reserve 94 77 6.1 6.5 9.9 8.6
TOTAL 90 66 156.3 150.6 156.3 152.4

" Based on Service Component Recruiting Production Reports.

PEY 1998 Budget Estimate Submission.
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Table 6
Recruiting Challenges and Responses

“Health
Care

bt August 1994, the Department addressed the issue of TRICARE Prime for members
und their families in arcas outside normal areas of coverage. 1n May 1996, 5
demonsiration sile was established to test the concept. The test resulis woere evaleated
to determmg the feasibility to expand TRICARE Prime to cover all individuals outside
notraal arcas of coverage.

Housing

Many recruiters and other individuals assigned 1o local communities — particularly
those stationed in bigh cost areas - were inadequately reimbursed for housing cost;
therefore, the Departiment introduced legislation to reform the military housing
allowance that helped adequately reimburse recruiters and others in high cost areas.

Chuld
Care

The Deparinent reviewed the passibility to expand and use child care space in other
povernment programs. This included negotiating with the General Serviees
Administration to obtain space for military members at about 100 government-cwned
or leased locations nationwide. :

Pay

In April 1996, 8pecial Duty Assignment Pay for recruiters was increased from $275 to
$375 per month,
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Challenges in the FY 1997 Recruiting Environment

The active component recruiting results are in Table 7. Table 8 shows the reserve recruiting

results.
Table 7
Quality and Numbers of Enlisted Accessions — Active
FY 1997 Quality Indices Accessions” (in thousands)
Component/ Percent High | Percent Above | FY 1997 |FY 1997| FY 1998 | FY 1999
Service School Average Objective* | Actual® | Planned” |Planned”
Diploma Aptitude

Graduates AFQT I-I11A
Army 90 08 82.0 82.1 75.0 77.8
Navy 95 66 50.1 50.1 5506 47.6
Marine Corps 96 65 345 345 33.8 34.7
Air Force 99 79 303 30.3 30.0 31.2
TOTAL 94 69 196.9 197.0 194.7 191.3

" [ncludes prior service accessions.  Only Army and Navy recruit to a prior service mission.
" Based on Service Recruiting Production Reports and DoD FY 1999 Budget Estimates.

Table 8
Quality and Numbers of Enlisted Accessions — Selected Reserve
FY 1997 Quality Indices Total Accessions
Non-Prior Service Non-Prior and Prior Service

Component/ Percent High |Percent Above |FY 1997 |[FY 1997 FY 1998 |FY 1999
Service School Average Objective® |Actual’ |Planned” [Planned"

Diploma Aptitude

Graduates AFQT I-111A
Army National 83 55 59,262 63,495 56,038 56,911
Guard
Army Reserve 94 67 47,935 47,147 | 47,900 50,450
Naval Reserve N/AS N/AC 16,650 16,801 18,264 18,624
Marine Corps 97 76 10,578 10,744 10,700 10,600
Reserve
Air National 96 76 9,996 9,956 8,666 10,325
Guard
Air Force Reserve 95 76 9,618 7,254 10,570 8,729
TOTAL 89 63 154,034 [ 155,397 | 153,098 | 155,639

Estimates.

" Based on Service Component Recruiting Production Reports.
P Based on Service Component Recruiting Production Reports and DoD FY 1999 Budget

“ The Naval Reserve only enlisted prior service recruits in FY 1997.
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Recrniting continued 1o be challenging in FY 1998 becausc of a robust economy, the lowest
uncmpioyvinent since the advent of the All-Volunteer Force, increased interest ameng potential
recruits 1 atiending coliege, and fewer veterans to serve as role models, s FY 1998, the
Serviees reervited 172,212 Drst-term enlistecs and 6,919 individuals witly previous military
servive. This represenis 97 percent of a Departmeni-wide goal of 192,332, The Army reached
99 percent of its objective, missing its goal by 776, while the Navy achieved 88 percent of tis
mission, realizing a shortfail of 6,892 recruits. The Awr Force and Marine Corps met their
numeric recruiting goals, All Services achieved excellent recruit quality, as shown in Table 9.

. Challenges in the FY 1998 Recruiting Environment

As Table 10 shows, FY 1998 was a mixed recruiting year for the Sclected Reserve, with three of
six components mecling their accession goals, In general, the Selected Reserve exceeded
Department recruit quality benchimarks, with only the Anmy Nutional Guard Falling short.
Overall, the reserve components achieved a recruit quality mix similar to thut of the active foree,
recruiting 89 percent high schoel diploma graduates, with roughiy 64 percent of those recruits
scoring above the S0th percentile of a nationally representative sample of 18 to 23 year olds.
Sixty percent of reserve component enlisted accession had previous pertods of military service.

The Department had several inftiatives underway to address the challenges of recruiting. First,
the Department established a Joint-Service Atirstion Roundiable, chaired by the Deputy Assistant
Secretary of Defense (Military Personnel Policy) and comprised of Service personnel chiéfs and
recruiting commanders. Recognizing bt each service member who separates prior (o the end of

. his or her enlistment must be replaced, the Roundtable focused on formulation of policies
designed to reduce first-lerns atiriton. Second, the Department raised the upper Hnuts for
enlistoient incentives to the statutory maxtumun: all Service four year or greater enlistment
bonuses fom $8,000 to 512,000, and Army three-year enlistment bonuses from 34,000 o
$8,000; cducational benefiis {college funds} from 330,000 to $50,000 when combined with the
Montgomery G Bill; and ¢ducation loan repayment from $55,000 10 §65,000. Finally, the
Department spousored rescarch to determing the optimal allocation of advertising dollars
between welevision, radio, and nowspapors a the local vs. national level, the development of a
plar to test privatization of recruiting, and an analysis of college-bound vouth with emphasis on
how best 1o recrait (n this lucrative market. The Departmoent planned fo continug to monitor the
recruiting clivate and was committed to maintaining the appropriate levels of recruiiment and
advertising resources necessary to ensure an adequate flow of voung men and women into the
armed forees.

’ Table B
Quality and Numbers of Enlisted Accessions — Active
FY 198 Indics Accessions® {in thousands)

Category Percent Percent | Percent Tatal Total Final FY 1999
{OSD  High School,  Absve Catly | FY 1998 | FY 1998 FY 1998 Mission
Standardy  Diploma Average {4} Objeetives | Actual Percent {(projected”)
Service Grads Cat A {000s) {000s) Mission (000s)

{903 (65 Acheived .




Army 90 68 2.0 72.6 71.8 99 74.5
Navy D35 64, 0 55.3 48.4 88 . 532
Marine 26 64 0.6 343 343 101 34.6
Corps

Air Force N9 78 0.2 30.2 31.7 105 34.1
Total 04 68 0.9 192.3 186.2 97 196.4

* Includes prior scrvice accessions. Only Army and Navy recruit to a prior service mission,

" Based on Service recruiting production reports and DoD FY 1999 budget estimates (includes prior

SCIVICE accessions).
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Fable 10
Enlisted Acecssions - Reserve

Accessions” (in D00s)

Category Total FY 1998 Total FY 1998 Final FY 1998 FY 1999 Mission

{OS8SD Standard) Objectives Actual Percent Mission | {projected") (800s)
Service {Da0s) (000s) Acheived

Army National 56,0 55.4 98.0 56.3
Guard
Army Reserve 47.9 44.2 92.0 52.1
Naval Reserve 150 5.5 103.0 15.0
Maring Corps 9.6 0.7 1010 9.5
Reserve
Air National 8.0 8.7 109.0 8.0
Ciuard
Atr Force Reserve a1 7.5 82.0 10.2
Total 146.3 1411 960 151.1

* Includes pnor service sceessions, _
" Based on Service recruiting production reports and Dol FY 1999 budget estimates {inchudes prior
SCIVICE ACCessions).

Challenges in the FY 1999 Recrniting Environment

Recruiting wus especially challenging 1o FY 1999 because of a robust cconomy, mereased
interest among potential recruits in attendiog college, and fewer veterans 16 serve as role models,
During 1999, the Army fell short of ifs recrusting rmission by about 6,300 and the Awr Force wus
short slightly meore than 1,700 new recruits, The Navy and Marine Corps achieved requirements
in FY 1999. All Services achiieved excellent recruit quality, as shown s Table 11

As Table 12 shows, FY 1999 was a mixed reeruiting vear for the Sclected Reserve. For FY
1999, the Army Natiopal Guard achieved 100 percent of their recruiting goal, and the Marne
Corps Rescrve achigved 101 percent of its goal, The Army Reserve missed its objective by
10,360 recruiis; the Naval Reserve missed its goal by 4,700 recruits; the Air National Guard
achieved 99 percent of their goal; and the Ay Force Reserve failed to achieve their recruiting
zoul by about 2,000 recruits.

The Depantment initiated a range of intiatives to address the challenges of recruiting, including
authoerizing the Services to increase both enlistment bonuses and Service college funds to the
statutory maximums, increasing the number of production recruiters, and reprogramming funds
to increase recruitment advertising. Beeoause it {s costly to replace a recruit who teaves eurly, the
Department also focused on reducing first-form atteition. A joint-Scrvice working group
reviewed a serics of options to stem such carly losses. The Department also initiated a two-year
recruiting reenginecring effort, which would test and evaluate a scries of recruiting initiatives to
wdentify and create new market opportunities; improve recruiter efficiency and effectiveness by




explotting recent advances in technology; and reduce attrition.  Finally, recognizing that
recruiting i the coming millennium might require new and innevative programs, the Secretary
spoasored a comprehensive review of the Department’s recruitment advertising programs. The
resulis of this review were far ranging and will help the Department betier communicate its
message 1o Amernica’s youth,
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Quality and Numbers of Enlisied Accessions ~ Active

Table 11

FY 1999 indices

Accessions” {in thousandy)

Percent | Percent
Categor | High Abeve ‘Fatal Total Final FY 2000
¥ Scheool | Average | Percent | FY 1999 FY 1999 FY 1999 Mission
(OSD [ Diploma] Catl-  CatlV {Objectiv Actual Percent Mission | (projected”)
Stapsdar | Gradys IHA {4) es {000s) | Accomplishment (000s)
dj ®o) | (60 (000s) : |
Servige
Army MY 63% 2% 74.5 68.2 G2% , 76.8
Navy Y 653% 0% 52.5 52.6 100% 592
Marine 6% 64% 1.0% 337 337 100% 34.6
Corps
Air Foree 99% 76% 0.2% 3318 32.1 5% 334
Total 83% 646% 0.9% 194.5 186.6 96% 2037

* Includes prior service accessions. Only Army and Navy recruit to a prior service mission,
? Based on Service recruiting production reports and DoD FY 2000 budgel estimates {(inchides prior

$CIVICE ACCRSSIONS).

Table 12
Enlisted Accessions -~ Reserve '
Accessions’ (in H0(s}
Category Total FY 1999 | Total FY 1994 | Final FY (949 FY 2800 Mission

(OSD Standard) Ohjectives Actual Percent Mission {projected”s

Service {000s) {0065) Accomplishment {05
Army National 57.0 57.0 100 34.0
CGuard
Army Reserve 52.0 418 8¢ 48.5
Nuaval Reserve 20.5 1587 77 18.4
Marine Comps 11.2 9.6 101 10.1
Reserve
Atr National 8.5 8.4 9% 16.1
Cuard
Alr Foree 9.5 7.5 67 1.5
Reserve’
Tofal 1587 140.0 %83 {516

*includes prior service accessions.
" Based on Service recruiting production reports and DoD FY 2000 budget estimates (includes prior

SCrVICe HCCessions ),

*The Alr Foree Reserve goal includes officer and enlisted data, .
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Preparing for the New Millenium

I response 10 1 FY 1990 assessment of the effectiveness of the Department’s advertising
prograum, OSD lsunched the first comprehensive market research program in morc than two
decades. To oversce these efforts and ensure development, an execution of appropriate
communications strategies, the Department pursued the hiring of a Chief Marketing Officer.

This individual who will be hired on contract will broaden GSI's focus beyord in-year recruiting
to huilding broad-based awareness of military service. He or she will oversee OSD's efforts and
synchronize them with the Services.

As the Department enters the new mitlinium, it1s working to upgrade the marketing information
we provide i support of the Services” immediate production needs. Given the growing
propensity of high school graduates to try college first, the Services must becore as adept ot
recruiting in the college environment in this decade as they became in high schools in the 1980s.
In addition to continued centralized buys of high school student Tists, we are wWentifyving relinble
sources of directory informution on college students, gspecially the college drop-cut/stop-out
population, To enbance Service access to current research on trends in youth attitudes and
behaviors, we have subscribed to the services of several private-sector market rescarch firms who
spectalize in the market segment that 1s of reernit-cligible age.

To help us identify and anticipate long-lerm irends, we established a National Academy of
Scionces Committee on the Youth Population and Military Recruiting. This group, composcd of
social seiontists, business oxperts, and private-scetor policy sualysts with expertise in marketing,
comnuntications, youth attitudes, personnel management, and military recruiting, is examining
ong-terns social, cultaral, and demographic trends as they are likely to affect youth receptivity to
future recrting strategics. The Commitice’s earliest recommiendations have included
suggestions on how 10 improve the usefulness of our main market research tool, the Youth
Attiude Tracking Sindy. As a result of these recommendations, echoed by Eskew-Murphy, we
have elecied o shift {o a quarterly polling process beginning this fali. While there are likely to
be some discontingitgs between the data trends we have been tracking for 25 vears and those we
will begin to gencrate this year, we believe that the advantages of a more continuous flow of
information on the population we are actively recruiting, and the opportumity 1o do more
sophisticated bul rapid analysis, make the trasisition worthwhile. We will reevatuate how best to
collect youth attitude data at the end of the year.

Our evaluation of recent recruiting challenges suggests that, among other issucs, some potential
recruits have made up their minds agatnst military service by the time recrnuiters approach them.
We have expanded our market research to include those individuals who influence the decisions
young people make - parents, teachers, counselors, coaches — and pre-prospects. Armed with
these resulis, we hope to design communications strategies that will increase youth consideration
of military service us a possible ahernative. QOur initial effort is an advertising campaign aimed

. at parents of recruitment-aged children that will be launched in FY 2001, We expect to ruise the
interest of parents in learning more about military opportunities. We have established a web-site
specifically designed to appeal to adults as the primary initial ceference source for parents. We
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intend to augment this advertising campaign with other communications strategies that will put
the importance of military service, and the opportunities available, in front ol adult influencers.

In response to the Eskew-Murphy recommendation that we improve our level of marketing
expertise, we have hired a firm that applics quantitative and qualitative techniques to develop and
asscss cominunications sirategics. This firm s working in parinership with the OSD advertising
agency to design our influencer advertising message for best eifect. They will conduct
assessments of how effectively the OSD influencer ads and selected Secrvice recrutting ads
achteve stated communication goals against their target population. These results will enable
OSD, the Services, and their agencics to modify advertising, if necessary, to reach our respective
audicnces.

Additionally, we have initiated a comprehensive advertising tracking study. We have hired one
of the country’s most renowncd firms specializing in this rescarch, They will track all OSD and
Secrvice advertising, broad-scale promotional activitics, and current events that might affect
attitudes towards the military. The results will be quantifiable mcasurcs of the effect of "
marketling activities on the attitudes of target audiences towards military service. This should
cnable OSD and each of the Scrvices to prioritize expenditures on the basis of more immediate
measures of effectivencss.

In summary, we have begun the most comprehensive market research agenda since the initial
years of the All-Volunteer Force. It encompasses a more complete view of the target andience -
influencers, recruit prospects, and pre-prospects — and it provides for more complete quantitative
and qualitative end-to-end asscssments as we proceed from concepts to cxecution to results. Qur
cfforts will better underpin both the Scrvices’ near-term production needs and OSD’s
responsibilities for developing broad-based awareness of mililary service.
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D. RETENTION AND REENLISTMENT

1994
MILITARY PERSONNEL

Readiness is the Department's top priority. [n fact, DoD is restructuring U.S. armed forces in
order 1o maintain readiness. Cutting force structure is central to the Department's plan to
maintain both readiness and balance in defense posture. In planning for the future, the
Department faced various tradeoffs between appropriate force size and adequate resource levels
to ensure forces will remain ready.

By the late [980s, signals were clear that DoD was going to downsize. By conducting the
Bottom-Up Review and taking a tough, comprchensive look at force structure, the Department
determined that by 1999 the active duty force requirement would be 1.4 million -- a significant
drop from nearly 2.2 million on active duty in the late 1980s. Today, with an active force of
between 1.6 and 1.7 million, the drawdown is about 75 percent complete.

Despite the difficulty of this transition, two important objectives have been achieved. First,
readiness has been maintained; and second, people are treated fairly. Indeed, one of the keys to
maintaining readiness is putting people first. Massive reductions-in-forces (RIFs) have been
avoided, and transition programs for departing members continue to be offered.

The Department plans to continue the force and personnel drawdown as initiated in previous
ycars. The Army will reduce from 24 divisions during FY 1992 to 20 divisions by FY 1995 (12
active and 8 Reserve component). The Navy's Battle Force ships will decrease in number from
467 in FY 1992 10 373 1in FY 1995, Included 1n the totals is a reduclion of one aircrafl carrier,
bringing the total to 11 active and one Reserve aircraft carriers. The Marine Corps will maintain
its three active and one Reserve divisions. By the end of FY 1995, the Air Force will have
reduced to abeut 21 fighter wing equivalents (13 active and 8 Reserve component) from 29
fighter wing equivalents in FY 1992, Other U.S. attack/fighter atr forces will include 10 active
and onc Reserve Navy carrier wings and three active and one Reserve Marine Corps wings.
Strategic bombers will be decreased from 209 in FY 1992 to 141 by the end of FY 1995. The Air
Force will also reduce the number of intercontinental ballistic missiles from 930 in FY 1992 10
585 by the end of FY 1995.

The President's budget request for active military, Selected Reserve, and civilian manpower for
FY 1995 also continues to make significant progress toward the stated goals for the size of the
military. At the onset of FY 1994, active duty military strength was at 1,705,103; by the end of
FY 1995, active strength will decrease to 1,523,251, Sclected Reserve will be reduced to 964,997
and civilian cmployecs to 866,927, Many of the civilian reductions were initiated duc to the
Department's involvement in reductions and streamlining as directed in the National Performance
Review in which DoD has taken a majority of the mandated Full-Time Equivalents (FTE)
reductions. The civilian end strength represents a reduction of 4 percent from FY 1994 levels and
1s a direet result of accelerated civilian reductions during this past year. The accelerated
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reductions moved FY 1999 goals forward to FY 1997, These figures could be altered by a report
requested by the armed services commiitees in the FY 1995 Authorization Conference Report,
This report should identify a number of active duty positions in the Services, defense agencies,
and ficld activities for conversion to civilian positions, fresiayg military members for combat
pOSitions.

DoD recruits high quality people, provides them the rigorous and realistic training that coable the
Services to maintain readiness, and finafly, rewards their sorvice by treating thens fuirly, These
three ebjectives are not subject to change, Even in this time of profound change in America’s
national security concerns, the Secretary of Defense recognizes that these commitments are the
founddntion of & successful, ready-to-fight force.

TREATING PEOPLE FAIRLY

The national sceurity of the Umited States relics on well-trained, equipped, and ready combat
forces. In order to exccute thelr responsibilities, the men and women of the Services must
function ns a unified team, united by a special bond of trust, mutual respect, loyally, and shared
sacrifice. These interrelationships distinguish the nulitary from other large organizations and
form the context within which the Department's equal opportunity policies and programs are
undersicod,

Discrimination and sexual harassment jeopardize organizational readiness by weskening
mnterpersonal bonds, eroding unit cohesion, and threatening good order and discipling, DoD
supports reudiness by comprehensively addressing human relation's issues and by expeditiously
investigating and resolving discrimination complaints. DoD strives to cpsure it is an organization
where every individual 1s free 1o contribute to his or her fullest potential in an atmaspheee of
respeet and dignity.

The Department has carefully monitored the effects of the downsizing on minorities and is
pleased to report that minonty representation did not experience change as a consequence of the
defense build-down. Section 333 of Public Law 103-337 requires the Department to report on
readiness factors by race and gender. This report is ai Appendix G, The appendix also discusses
the Department's review of the Services’ discrimination complaint procedures and suggested
mnprovements 1o ensure the fair and prompt resolution of 1dentified transgressions,

Good quality of life, including adequate compensation, is an important component of medium-
term readingss. Toward thut end, the President sanounced o 825 billion increase in defense
spending over the next six years. These funds will substantially improve DolD's qualbity of life
posture. Initadly the funds will be targeted on three broad areas: compensation adjustments,
housing amd barracks improvements, and belter community services.

Pay/Compunsation Issues

Senior leadership has pointed to three vital compenents of support for personnel: adequate and
fair compensation, a steady and dependable level of medical benefits, and a stable retirement
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system. In order to attract, motivate, and retain quality people, ‘the Department must provide a
standard of living for its members that can compete with the private sector into the 21st century.
If' it does not, the Services cannot continue to recruit and retain high quality people in the all-
volunteer force.

Over the past decade, military pay raiscs have not kept pace with the private sector, as measured
by the Employment Cost Index -- this continues as a matter of concern. To help safeguard'the
cficctiveness of recruiting and retention programs, the Department announced a package of
benefits designed to improve quality of life and to sustain recruiting and retention. Three
important components of that package relate to compensation. First, the Department will
implement a cost of living allowance in areas of the continental United States where local costs
exceed 109 percent of national average living costs. Second, the Department is moving to reduce
the excessive absorption of housing costs now being experienced by those in uniform. Third,
Dol intends to budgel for the full pay raises allowed by law for the armed forces, consistent with
the readiness initiatives announced by the President on December t, 1994,

The Department has dealt aggressively with an unpopular rule in the pay system -- the practice of
stopping the subsistence allowance (BAS) for those on field duty. As a result, the Department is
applying three sequential fixes:

e The Joint Travel Regulation now has been modified to show temporary duty (TDY) as
the preferred deployment option for missions such as peacekeeping. Haiti became the
first major deployment where troops benefited from the new regulation,

s The President signed an Executive Order on October 28, 1994 -- which stipulates that
ficld duty means a training exercise, not a deployment in the traditional sense. This
change immediately helped the troops that had deployed to Kuwait.

» The Department kicked off a review of the subsistence allowance, to perhaps redefine its
composition, and possibly to propose major reforms.

Together, these changes will improve the compensation program for members of the armed
forces and their families, and these investments constitute a sound means of preserving near- and
medium-term readiness.

Promotions

Promotions and compensation go hand in hand. Therc are indications that servicemembers arc
concerned about promotion rates falling during this restructuring period. It is a common
misconception that promotions have been frozen because of the drawdown, but that 1s simply not
the casc. Last year, the Services promoted over 125,000 soldiers, sailors, airmen, and marines
into the top five enlisted grades (E5-E9) -- a promotion, on average, for each enlisted member of
once every five years.

Generally, promotions have remained steady during the drawdown. There has been only a slight
increase in the average promotion time for some grades and skills. Promotion opportunity has
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also held steady; generally remaining within § percent of the levels the Department saw before
the drawdown began, For the future, the Department expects promotion peints will improve sud
promotion apportunity will remain stoady.

Retention

Buring the past seven years, active military strength has dropped by more than 500,000, While
some additional strength reductions are planned, the Department remains committed to sehieving
them on a voluntary basis to the greatest possible extent. To date, more than 95 pereent of the
drawdown has been accomplished through normal aitrition, reduced accessions, and voluntary
separation incentive programs -~ the Voluntary Separation incentive (VS1), the Special
Separation Benefit {888}, and the Temporary Early Retirement Authority (TERA). The success
of these voluntary programs has enabled DoD to maintain reasonable promotion flows, to largely
avoid involuntary soparations, and to demonstrate g continuing commitment o treat people fairly
-- both those who stay and those who leave. A more detailed discussion of retention 18 found in
the appendices to this report.

Separation gud Transition

DoD) is making sure that those leaving are treated fairly for the sacnifices made while serving
their country. The Department remains steadfast in its commitment to offer these lcaving
military service a wide range of transition services and benefits, A private research {irm found
that the DoD» transition program is much more conprehensive 1o terms of the types of services
provided than many privale sector programs,
Since the beginning of the ali-volunteer force, Dol policy bas recognized 1hat a positive quabity
of life in the nution's'armed forces is a vital element of defense capability, Iis commiiment 10
treat people right has helped attract {he best people to serve in the nation's defense. Transition
support and services are a vital part of treating members right, even as they prepare 1o leave
military service and embark upon new careers. This common sense approach to military
separation is essential for the well being of all miliary members. For more information on
transition support to scrvicemembers, sce the chapter on Quality of Life.

CONCLUSION

DoD continued to treat all of its active duty, reserve, and retired servicemembers fatrly. Service
in the armed forces will continue to be a great career choice. When the downsizing is complete
the Department will still have 1,400,000 pcople on active duty and ever 900,000 in the Seleciad
Reserves, The Services will conlinue to recruit over 200,000 people cach year for active duty
forces -- as well as over 150,000 for the Sclected Reserves -« to maintain the proper mix of
junior, nud-career, and senlor servicemembers.

Finally, DoD's overarching goals are to maintain a high state of readiness and o treat people
fairly, That means servicemembers of ali grades will continue 1o receive exceptional training and
educational opportunities, challenging worldwide assignments, and the best equipment.
Advancement apportunities are excellent, particularly when compared to privaie sector career
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options, The botiom ling is that with good duty performance, carcer-oriented servicemembers can
expect to see steady advancement, professional training and education, and challenging  «
leadership opportunities. :

1998
MILITARY PERSONNEL

The Department has been extremely successful in accomplishing its two overarching drawdown
goals: ta mainiain a high state of readiness and to treat people fairly. Principal features of the
drawdown strategy include synchronization of personncl reductions and unit inactivations o
maintain readiness, strategic evaluation of workforee needs, caring for individuals, and the
pacing of reductions to access the numbers of new recruits required 1o maintain the needed mix
of expertence, grade, and skills.

Military reduchions continued as planned in FY 1993, These included an A Foree reduction of
26,000, an Army reduction of almost 33,000, and 8 Navy reduction of more than 34,000,
Conseguently, at the end of FY 1995, the Alr Force had completed 91 percent of its drawdown,
the Arary 95 pereent, and the Navy 79 percent. The Marine Corps achieved ifs drawdown -
strongth objective at the end of FY 1994, :
The success with which these significant reductions bave been madde can be attributed to the
Department's strategy 1o mainiin a close linkage between force structure and personnel
management programs. For example, a rapid achicvement of the {orce structure outlined in the
Defense Bottom-Up Review required significant congrassional cooperation and support for
lemporary separation incentive programs, approved early retirement anthorizations, transitional
assistance, and relief from statutory constraints. These programs have allowed ordetly
downsizing with due consideration of the huran dynamics involved in such a massive
undertaking. Minimizing inveluntary separations remains central to the Department's plans; the
vast majonty of the reductions have been accomplished through voluntary measures, a
remendous accomplishment in the context of an all-volunteer force. This has resulted in a right-
sized farce providing challenging carecr opportunitics and one that 1s cost-efficient and
sustainable.

Civilian downsizing has also been successful. Since FY 1989, the Deparimernt has reduced the
civilian workforce by approximately 24 percent or 269,000 civiliuns; morc than 53,000 of these
recluctions occurred in FY 1993, The Department continues to pursue a civilian drawdown
strategy that calls for cumulative reductions in the civilian workforee between FY 19832000 of
approximatcly 35 percent. Minimizing involuntary separations by promoting voluntary
incentives is slso a key feature-of the civilian drawdown strategy. Conscguently, fewer than 10
peroent of eivilian reductions in the past two years were through involuntary separations, which
are so costly in morale, productivity, tirme, and money. To achieve this result, the Department
psed g variery of wols provided by Congress, including hiring {reezes, the Priority Placement
Program, separation incentives, sut-placement assistance, and collaborative ventures with the
Department of Labor and the Office of Personnel Management.
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TREATING PEOPLE FAIRLY
Supporting Service Members

Good quality of [ife, including adeguate compensation, is an important component of medium-
term readiness. Toward that end, the President announced a $25 billion increase in defense
spending, sbout hatf of that was designated for quality of life improvements. Those funds are
targeted at three arcas: compensation, married and bachelor housing, and family and communitly
support,

Fay/Compensation issues

I order to stlract, motivate, and retain quality people, the armed forces must provide a standard
of living for its members that can compete with the private sector into the 21st century. I it does
aot, the Services cannot coptinue o recruil and retain high quality people tn this nation's all-
vohumteer force, President Chinton has comumnitied to support the full military pay raises
authorized by Iaw through the end of the decade ~ an unprecedented commitment, The
Depariment of Delense has implemented o cost of iving allowance in aroas of the continental
United Stales where local cosis {excluding housing, which is a scparate allowance) exceed
national average living costs by 9 porcent or more, This program 8 now helping 30,000 military
Gionilics that are assigned o high-cost arcas. The Department is also moving to reduce the
excessive absorption of housing costs now being experienced by those in uniform.

The Department continues o aggressively work mitiatives 1o improve the military compensation
system through a unified legislative and budgeting process. As a result, the Department
submitted the following legislative initiatives, through the Office of Management and Budget;
thesc were enacted as part of the FY 1996 National Defense Authorization Ach

s Basic Allowanee for Quarters {or E<6 without Dependents on Sea Duty will extend
entitierment o quarters allowances for single petty officers assigned on sea duty. This
allows these members 1o establish and mwntain permanent residences ashore.

e Tender Sea Pay will establish continuous entitioment 1o Sea Pay for crew members
assigned Lo ships designated as tonders. Carrently, tcndu crew members only qualify
while their ship is away from port,

« Family Separation Allowance-l for Cieographic Bachelors will anthorize family
separation allowance during deploymenis for members who become geographic bachelors
during permanent relocations.

¢ Servicenten's Group Life Insurance coverage will rise from $100,000 10 $200,000
aulomatically. Coverage could still be declined or reduced if member does not want
maxinmum,

s Dislocation Allewance for Base Realignment and Closure Moves will provide
Daslocation Allowance 1o members who must relocate in a Base Realigninent and
Closure (BRAC) move. Current law requires scrvice members o change jobs and have a



government-funded move before receiving this allowance, This ehange will account for
costs incurred due to local BRACrequired moves,

These improvements directly and measurably assist members of the armed forees and their
faumilics. Moreover, these inveshmoenis consiitute a sound means of preserving high levels of
personnel readiness.

Promotionys

The Services have worked hard © provide reasonably cousistent promotion opporiunities in
order to mect requirements, ensure  balanced personnel force structure, and provide a
meaningful opportunity for all service members. There 15 2 common misconception that
promotions have been frozen because of the drawdown, but that is stimiply not the case.
Promotions have remained generally steady during the drawdown. Last year, the Services
promoted over 110,000 soldicrs, sailors, airmen, and marines into the top five enlisted grades
{E5-E9). There has boen only a slight increase in the average promotion time for some grades
and skifls. Officer promotion opportenity also has held steady, generally remaining within 3
percent of the levels belore the drawdown began. For the future, the Depariment expects
promaotion points will improve and promotion opportunity will remain stcady.

Force Stability

As the Services comiplete their downsizing, the focus shifts to the task of stabilizing the force.
Any drawdown of the size that has been achicved, even one carefully and successfully managed,
will cause turbulence -~ it is an incvitable by-product of change. Therefore, DoD is now taking
steps to Teturn a sense of stability (o the armed forces.

One of the most important elements of this offort is Secretary Perry's Quality of Life Initiative
{sec Quality of Life chapier for a complete discussion of this initiative). Less quantifiable faciors
also coniribute to a stable environmient for service members, These include visible and
challenging carcer opportunities, healthy military communities, the satisfiiction of reasonable
expectations for the future, and the availability of a military carcer for those who perform well.
Compensation, housing, and family support, the contral points of the imitiative, are keys o
creating the sense of stability.

Finally, personnel tempo (PERSTEMPO), the amount of ime service members spend away {rom
their home base, is an ymportant component of force stability, PERSTEMPO has mcreased
somowhat sinee the end of the Cold War, particularly for the Army and Air Force, as DoD has
reduced forces stationed oversens. The Navy and Marine Corps, though more accustomed o
routing deployments, have also scen some increase in PERSTEMPO. if this rate were (0 become
too high, it could have a negalive effect on the stabilily of the force. But, while there are e?rt&iz?
specific units and military specialtios which have been ased repeatedly, DoD believes the currend
PERSTEMPO of the force as a whole is sustainable. PERSTEMPO bas been historically high {or
the Services and has increased since the end of the Cold War, Despite the increase in
PERSTEMPO, overall morale, retention, and readiness remain high. This is due, in part, to the
fact that service members have always derived a sensc of purpose and satisfaclion from the

53



»

opportunity o perform the functions for which they joined the military. However, there aré some
indications that high PERSTEMPQ in certain units has a negative impact on the quality of life of
miernbers. For the small number of units subjected to a high deployment rate, DoD) 1s now taking
steps to alleviate that strain. including increased use of the Reserve Componeni. {See Readiness

chapter for a full discussion of PERSTEMPO initiatives.}

Separavion and Transition b

While the number of separations in the rematnder of the 1990z 15 expecied to be somewhat lower
than in the prior decade, substantial numbers will continue to leave the military each year for a
variety of reasons, Throughout the 1990s, the military services will separate borween 234,000
and 300,000 active duty personnel annually. Even after the drawdown, separations will average
250,000 per yoar,

Military personne] have certain advantages in the job markeiplace; they are, on average, betler
tramed, educated, and disciplined than their civilian counterparts. However, they also have three
distiniet disadvantages in secking and securing civilian emploviment:

e Most have never comapeted in the civilian labor force for a job and even those that have,
have not done so for at feast three or four years and many for as many as 20 o 30 vears.

s Most military merobers live the majority of their daily ives w o largely separate s&me{v
and have not established the civilian networks key to successful job hunts,

»  Many military members are currently assigned greal distances from job markots they
want to enter, and a substantial portion are either afloat or overseas.

Omn a per capita bagis, unemployment costs to Dolr have been significantly reduced as « cesult of
efforis 10 provide job assistance and pre-separation counselitig through the gstablished Transifion
Program. Since the beginning of the all-volunteer force, Dol policy has recognized that a
positive quality of life in the nation's armed forces is a vital element of defense capability. s
copmmitment to freat people right has helped attract the best people to serve in the nation's
defense. Transition support ankd services are a vital part of freating members right, even as they
prepare o leave miiiiary s&w‘cc and embark upon new careers, This commion sense approach 1o
asilitary separation is essential for the well being of all military members. For more information

on iransition support 10 service members, ste the chapter on Qualily of Life. '
'

L
IMPROVING FORCE MANAGEMENT

Future Officer Management

The Defense Officer Personnel Management Act (DOPMA) is the comerstonc of the
Department’s officer management systen, and has served the Department, Services, and
individual officers weli for the past 15 years, Further, DOPMA, along with other special
programs provided by Congress, gave the Department the (Texibility to manage the drawdown of

]
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the officer force in a humane way, treating officers right, while maintaining readiness.
Nonctheless, given the evolving force structure, changing roles and missions, and the
substantially smaller size of the officer corps, the Department is reevaluating DOPMA and other
clements of officer personnel management to ensure their viability into the 21st century. This is a
long-term effort that will look at all elements of the officer life cycle from accession, through
tratning, utilization, and promotion, to separation or retirement.

Improving Compensation

The law requires the President to conduct a complete review of the principles and concepts of the
compensation systems for members of the uniformed services cvery four years. President Clinton
signed a charter for the Eighth Quadrennial Review of Military Compensation (QRMC) in
January 1995, Previous QRMCs focused on the existing system and how to improve its
effectivencss; the Eighth QRMC is focusing on how to employ the military human resource
management system strategically. The charter requires the Eighth QRMC to look well into the
future and to develop a military compensation system that will atiract, retain, and motivate the
diverse work force of the 21 st century. The Review is:

» Conducting a comprehensive review of current compensation and human resource
management theory/practice.

¢ Evaluating the evolving charactertstics of the military and the environment impacting it;
sctting forth a framework for niilitary compensation in the 21st century.

¢ Identifying new and emerging approachcs to compensation and assessing their
implications for the military.

o Designing components of a future compensation system; suggesting how thc human
resource management system can be employed strategically to accomplish organizational
objcctives; proposing implementation strategy.

o Establishing DoD as a leader in attracting, retaining, and motivating the diverse work
force of the 21st century.
The Eighth QRMC is expected to complete its work in June 1996.
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1996
MILITARY PERSONNEL

The Department has been extremely suceessful in accomplishing its two overarching drawdown
goals -- to mainiain a high state of readiness and to treat people fairly. Readiness has been
matintained; a balanced force 1s in place; and DoD has accessed the numbers of new recruits
required to maintain the needed mix of experience, grade, and skills.

The carefully executed and highly successful post-Cold War drawdown of U.S. forces is near its
conclusion. The success with which significant reductions in military personnel were made can
be attributed to the Department’s strategy to maintain a closc linkage between force structure and
personnel management programs. For example, a rapid achievement of the force structure
outlined in the Bottom-Up Review required significant congressional cooperation and support for
temporary separation incentive programs, carly retirement authorizations, transitional assistance,
and relief from statutory constraints. These programs have allowed orderly downsizing with due
consideration of the human dynamics involved in such a massive undertaking. Minimizing
involuntary separations was central to the Department's plans, and the vast majority of the
reductions have been accomplished through voluntary measures, a tremendous accomplishment
in the context of an all-volunteer force. The result is a right-sized force providing challenging
carcer opportunitics and one that 1s sustainable well into the next century.

TREATING PEOPLE FAIRLY
Pay and Allowances

In order to attract, motivate, and retain quality pcople, the armed forces must provide a standard
of living for s members that can compete with the private sector. 1f 1t does not, the Services
cannot continue to recruit and retain high quality peopte in this nation's all-volunteer force, The
Administration requested and Congress approved a 3.0 percent pay raise for FY 1997, and the
Administration has pledged support for maximum pay raises authorized by taw for military
personnel through the end of the decade.

Additionally, the Department of Defense implemented a number of new compensation initiatives
this year, the most significant being Variable Housing Allowance rate protection. Now, no
service member's housing allowance can go down if his or her housing costs do not go down.
Programs were also implemented to provide Basic Allowance for Quarters (BAQ) to single E-Gs
on sca duty, continuous sca pay for crew members assigned to tenders, family scparation
allowance for geographic bachelors, Dislocation Allowance for members relocating due to Basce
Reatignment and Closure (BRAC), and antomatic Service Member's Group Life Insurance
(SGLI) coverage of $200,000. The Department is also committed to lower out-of-pocket housing
costs now being experienced by those in uniform. The FY 1997 4.6 percent BAQ increase further
reduce members' out-of-pocket costs.
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budgeting process. The following departrental legislative initiatives that were enacted as part of

. The Departrment pursues its military compensation initiafives through a unified legislative and
the FY 1997 National Defense Authorization Act.

s Basic Allowance for Quarters for E-5 without Dependents on Sea Duly authorizes
quarlers allowances for single petty officers assigned to sea duty. This allows these
members (o eslablish and maintain permanent residences ashore.

» Round-irip travel for picking-up a privately-owned vehicle is allowed for menbers when
they must transport their privately-owned vehicles to and from a port when moving
between the United States and overseas.

s Privately-owned vehicle storage will permit members to store thetr vehicles, at
government expense, when a permanent change of station to a location overseus
prociudes entry of their vehicle or requirement of substantial modification.

*  Variable Housing Aflowance Floor for High Housing Cost Areas that will ensure all
members receive at least 2 minimum adequate level of allowance for housing costs.
Locality floors would be determined by independent Housing and Urban Development
Fair Market Rent data and the member will roeeive the higher of the normal (member
surveyy VHA or this new VHA locality tloor.

o Dislocation Allowance Incrcase from two months basic allowance for quarters io two-
and-one-half months. This will better compensate members for a variety of
nonreitinbursable costs incurred in connection with the move of dependents during 2
. penmanent change of station.

These tnproventonts dircetly and messurably assist members of the armed forces and their
famitics, Moreaver, these invesiments constitule a sowsd means of preserving high levels of
persotmic! readingss.

Promotions

The Services have worked hard to provide reasonably consisteni promotion opportunitiies in
erder to met requirements, susure a balanced personnel foree structure, and provide a
meaningful opportunity for all service members. There is a comimon misconception that
promotions have been {rozen because of the drawdown, bat that is simply not the case.
Promotons have remained generally steady during the drawdown. Last year, the Services
promoted 110,554 soldiers, satlors, atirmen, and marines into the top five enlisted pay grades (B-5
to E-9) Overall, average uime in sorvice al promotion has accelerated by about six months since
1995, Officer promotion opportunity alse has held steady, generally remaining within 3 percent
of the levels before the drawdown began. For the future, the Department expeets some
acoeleration of the career-tming of promotions, with the overall promotion-selection rate
rematning steady.,

. Force Stabiliy
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As the Services complete their downsizing, the focus shifts to the task of stabilizing the force.
Any drawdown of the size that has been achieved, even one carefully and successfully managed,
will cause turbulence. It is an incvitable by-product of change. Therefore, DoD is now taking
steps to return a sense of stability to the armed forces. ;
Compensation, housing, and family support, the central points of the initiative, arc keys to
creating the sense of stability. Less quantifiablc factors also contribute to a stable environment
for service members. These include visible and challenging career opportunities, healthy military
communities, reasonable expectations for the future, and the availability of a military career for
those who perform well.

Finally, personnel tempo (PERSTEMPQ), the amount of time service members spend away from
their home base, is an important component of force stability. PERSTEMPO has increased
somewhat as DoD has reduced forces stationed overseas since the end of the Cold War; this is
particularly true for the Army and Air Force. The Navy and Marine Corps, though more
accustomed to routinc deployments, have also scen some increasc in PERSTEMPO. If this ratc
were to beconie too high, it could have a negative effect on the stability of the force. While there
arc certain specific units and military specialties that have been used repeatedly, DoD believes
the current PERSTEMPO of the force as a whole is sustainablc. Overall morale, rctention, and
readiness remain high. This 1s due, in part, to the fact that service members have always derived
a sense of purpose and satisfaction from the opportunity to perform the functions for which they
joined the military. However, there are some indications that high PERSTEMPO in certain units
has a negative impaét on the quality of life of members. For the small number of units and
military occupations subjected to a high deployment rate, DoD has taken steps to alleviate that
strain, including incrcased use of the Reserve component.

IMPROVING FORCE MANAGEMENT
Improving Compensation

The law requires the President to conduct a complete review of the principles and concepts of the
compensation system for members of the uniformed services every four years. President Clinton
signed a charter for the Eighth Quadrennial Review of Military Compensation (QRMC) in
January 1995. Previous QRMCs focused on clements of the cxisting compensation system and
how to improve its effectiveness; the Eighth QRMC is focusing on how to cmploy the military
human resource management system strategically. The charter requires the Eighth QRMC to
look well into the future and to develop a military compensation system that will atiract, retain,
and motivate the diverse work force of the 21st century. The QRMC is:

» Conducting a comprehensive review of current compensation and human resource:
management theory/practice.

e Evaluating the evolving characteristics of the military and the environment impacting it;
setting forth a framework for military compensation in the 21st century.

¢ Identifying new and emerging approaches to compensation and assessing their
implications for the military.

58



e Designing components of a future compensation system; suggesting how the human
resource managentent system can be employed sirategically to accomplish organizational
objectives; proposing implementation strategy.

+ Establishing DoD as a leader in attracting, rctaining, and motivating the diverse work
force of the 21st century.

1997
MILITARY PERSONNEL

The U.S. military is the finest in the world because of the outstanding quality of its service
members. Its highly skilled and motivated force is the result of a strong and sustained
commitment to robust recruiting, training, compensation, and quality of life programs.

TREATING PEOPLE FAIRLY

Pay and Allowances

In order to atlract, motivate, and retain quality people, the armed forces must provide a standard
of living for its members that can compete wiath the private sector. The Administration requested
and Congress approved a 2.8 percent pay raise for FY 1998, and the Administration has pledged
support for full current law pay raises through the end of the decade.

This past yecar, the Department of Defense implemented a number of new compensation
initiatives providing significant benefits to a broad range of service members. The new initiatives
include the Variable Housing Allowance (VHA) Floor, increased Dislocation Allowance, Basic
Allowance for Quarters for E-5s on sea duty without dependents, round-trip travel to pick-up or
drop off a privately owned vehicle, and government storage of vchicles when they cannot be
shipped or when the member is deployed in excess of 30 days.

Additionally, the Department proposed a number of initiatives that were included in the FY 1998
National Defense Authorization Act. The mwost significant were reform of the Housing
Allowance and Basic Allowance for Subsistence (BAS).

Housing allowance reform is the first step in stabilizing, and then reducing, the percentage of
housing costs absorbed by the individual service member. It will eliminate the complicated VHA
formulas and cumbersome survey of service members, and replace them with a single housing
allowance based on commercially provided housing cost data. This will resull in an allowance
for every pay grade and every location where military members are assigned. It will help ensure
the allowances are sufficient to provide each member with the abtlity to obtain housing that
meets a minimum adequacy standard. This reform will also decouple housing altowances from
pay raises and get the right amount of money o the right people, limiting the housing cost
burden on service members. Phased in over a multiycar period, implementation will be cost
neutral,
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Refom of BAS will correct long-standing pay inequuties between enlisted service members. It
will also delink increnses in BAS from pay raises and link increascs in the substsience allowance
to an appropriate food cost index. The BAS reform efforts, again phased in over a multivear
period, will result in an increase in the level of subsistence allowances for over 400,800 junior
enlisted personnel and ensure that the allowance adequately covers the food costs of enlisted
mithitary members.

Giher legislative mitiatives in the FY 1998 National Defense Authorization Act include:

0 Inereased maximuam Aviation Continuation Pay bonus from $12,000 t¢ $25,000 to retain
aviators in critical shortages and increased Aviation Career Incentive Pay for aviators with
over 14 years of service,

182,000 ovorseas tour exiension boous for 12 month exiensions.
O Increased maximum nuclear officer bonus and special pay to arrest declining retention,

[0 Increased hazardous duty tncentive pay from $116 to 150, and froe full parachule duty pay
from $163 por month rate o $223 per month.

{3 New bonus for dental officers and increased dental officer incentive pay.
0 Family Separation Alowanee increased from §75 to $100 a month,

(1 Authorization for the Department to design and implement a Deployment Pay to replace
Certain Places Pay.

These initiatives all work to improve the quality of life of service members and their familics,
while preserving high levels of personnel readiness.

improving Compensation

President Clinton chartered the 8th Quadrennial Review of Military Compensation (QRMC) in
1995, as required by Title 37 ULS.C. He directed that this review ook to the future and sdenlify
the components of a miliry compensation system that will affract, retain, and motivate the
diverse work force of the 21st century.

The Bily QRMC report, completed in 1997, describes how the Department of Defense and the
Services can organize, manage, and reward their people by aligning all elements of the human
resource management system to support orgamzational leaders throughout DoD. This strategic
approach 10 human resource managenient will contribute o the Department’s revolution in
husiness affuirs. The QRMC affords an opportunity for Do) to change strategic direction, to
make its leaders even more effective, and to further enhance its overall organizational
performance.

IMPROVING FORCE MANAGEMENT
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Promotions

The Services have worked hard fo provide reasonably consistent promotion opportunitics in
order to meet requirements, ensure a balanced personnel force structure, and provide o
meaningful opportunity for all service members. There is a comnion misconception that
promotions have been frozen because of the drawdown, bul that is simply not the casc.
Promotions have remained gonerally steady during the drawdown, For FY 1997 the Sorvices
promoted 112,038 soldiers, sailors, alrmen, and Marnnges inio the top five enlisied pay grades {E-
5 to E-9). Officer promotion opportunity also has held steady, generally remaining within 5
percent of pre-drawdown levels. For the future, the Departiment expects promolion opporitmity
will remain stoady.

i

Force Swubility

The Departowasyt of Defense s taking sieps 1o return g sense of stability 1o the anmed forees
following the unavaidable turbulence of the drawdown, Impravements 10 compensation, housing,
anid family suppert are central to creating this sense of stability. Less guantifiable factors also
contribuie 1o a stable envirenmemt for service members, including challenging carcer
spportunities, healthy mibitary communmitics, and the availability of a military career for those
who perform well,

Personng! tempo (PERSTEMPQO), the amount of time service members spend away from their
home base, is an impornant component of force stability. PERSTEMPO has increascd as DoD
has reduced forces stationed overseas since the end of the Cold War, While there arc certain units
and military specialties which have been deployed repeaiedly, DoD officials believe the current
PERSTEMPO of the force as a whole is sustainable and that overall morale and readiness remain
at scceptable levels, Nevertheless, the Department has made PERSTEMPO a focus of its quality
of life effort i1 order to avoid future problems.

1998

MILITARY PERSONNEL

Promaotions

The Services have worked hard 10 provide consistent promotion opportunities in order to meet
requirements, ensure a balanced personnet force structure, and pravide a meaningiul opportunity
for all service members, Promotions will remain steady during the final stages of the drawdown,
Duning FY 1998, the Services promoted 105,390 soldiers, sailors, uirmen, and Masines into the
top five enlisted pay grades (E-5 to E-9). Qfficer promotion opportunity will also hold steady,

remaining within 3 pereent of pre-drawdown levels,

Faree Stability
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The Department of Defense is taking steps to return a sense of stability to the armed forces
following the unavoidable turbulence of the drawdown, With the drawdown 9% percent complete,
the Department has shifted its focus (o personnel policies designed to manage a steady state
foree. Currently, retention is stable; however, pockets of retention difficuliy are beginning to
develop within each of the Services. The constant challenge to retan persannel with technical
skills sought by civilian employers 1s exacerbated by the surging high-tech economy, which
offers high salaries and a more predictable fumily hie, To compete n this environment, the
Department is focusing on relenbon initiaives that include compensation improvements and an
expaded commitment to guality of Jife.

Personnel tempo (PERSTEMPO), the amount of time service members spend away from their
homie base, forms an important component of force stability. PERSTEMPO has increased as the
Department has reduced forees stationed overseas, focusing instead on foree projection from
stateside Jocations, While cortain anits experience repeated deployments, the aggregate
PERSTEMPO rate for Dol is sustuinable today; however, these rates have adversely affected
retention rates. PERSTEMPO remains a focus within the force stubility equation. Anecdotal
information gathered through FY 1998 serves as a reminder that PERSTEMPO must remain a
priority focus within the foree stabtlity equation.

1999
MILITARY PERSONNEL
Retention

Today's retention environment is characterized by frequent emplovment of the armed forees ina
variety of roles and missions intended to ensure regional stability and economic progress in
important areas of the world. Such an environment requires a fully manned, agile military
operating within milored force packages that support varied missions. The Departiient’s ability
to megt these commitmentis may be challenged by the retention sirains currently being
cxperienced,  Pilot retention {8 @ major concern within the Ay Foree and the Navy, Projections
from both government and independent agencies forecast a sustained increase in commergial
aitling hiring, which will continue o affect manning in this critical career ficld, The Department
15 enacting a ful range of management inifistives and reicntion incontives 1o ansure that cockpits
stay manned, Where individual qualification and experience allow, the Departmeni®s goal s o
fill non-fiying staff billets within the Navy and Air Force ranks with nop-aviators in order 10
preserve pilot {o airerafl ratios. Avigtors are not the only retention concern. The Army has
experienced an unexpectedly high loss rate for captuins, who comprise 35 porcent of its officer
corps, are vital to the Army’s abtlity to accomplish its asission. The Navy’s surface warfare
officer shortage challenges fleel operations worldwide, and the Marine Corps has growing
concerns about fixed wing pilot losses, All of these areas will continue to receive closc
management review to correct shorifalls and to prioritize the distribution of available manning,
placing asscis where they best support operational readiness,
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With regard to the enlisted force, the Army is meeting overall retention goals, but encountering
shortages in some of the low—density, high—demand occupation ficlds. Although Navy first—
termers and mid-career petty officers arc not enlisting at the pace of recent years, the experience
mix is generally good. The Air Force is undergoing an unusual downturn in retention and
management efforts continue to focus on the critical sorlie generating skills such as crew chief,
avionics maintenance, and air traffic control. Marine Corps retention remains stcady. The Corps,
howcver, 1s experiencing shortages in certain signal intelligence, data processing, and
communications career fields. All of these point to a sustained need to fully fund the retention
incentives set forth in the President’s Budget.

The Department continues to work closely with the Services in addressing retention, recognizing
that not all solutions are monetary. Senior leadership, for example, is focusing on segments of
the force that may be overstressed by deployment patterns. Thesc efforts include reductions in
the number and scope of inspections and exercises, as a means of elimtnating retention
detractors,
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. F. ADVANCED DISTRIBUTED LEARNING INITIATIVE
Overview

This Administration has been at the vanguard of improving the readiness of the Department
through life-long leaming technology initiatives. The Executive Office of the President (Office of
the Vice President, National Economic Council, Office of Science and Technology Programs, and
National Partnership for Reinventing Government) have promulgated far-reaching Presidential
Executive Memoranda and Orders to improve training opportunitics for federal government
cmployees.

Enhancing the cfficiency and effectivencss of learning is critical to both national defense
and to national competitiveness. The Advanced Distributed l.carning (ADL) Initiative has
provided the vision, strategy, and common technical framework for building a [uture lecarning
cnvironment that can support national nceds. The ADL Initiative and the Sharable Courseware
Object Reference Model (SCORM) are notable achievements of this Administration and have
been widely recognized and supported by major U.S. businesses and universitics. The
Presidential Task Force on Federal Training Technology has created an unprecedented
opportunity to transform the way federal agencies and the nation educates and trains its people
for years to come.

Background

. Following the Persian Gulf War of 1991, Congress reviewed the readiness of Reserve
Component (RC) forces. Results indicated that RC units required additional access to education
and training opportunitics to achieve a greater degree of readiness than was judged available when
they were called to Operation Desert Storm. The Office of the Secretary of Defense (Readiness and
Training Office) initiated the (then) Total Force Distance Leamning Action Team to focus on RC
training needs. In the carly 1990’s, Congress authorized and appropriated significant funds for
National Guard use in providing increased access to learning opportunitics. This initial funding
becamce the beginning of the ADL Initiative in the Department of Defense (DoD).

In the Quadrennial Defense Review (QDR) of 1996, the Department of Defense decided
to develop a Diepartment-wide strategy to harness the power of lcarning and information
technologics to modernize education and training. The strategy is called the Advanced
Distributed Learning (ADL) Initiative. The ADL Initiative scts forth a new paradigm intended to
implement the Sceretary’s training vision -- to provide a framework for using distributed [earning
to provide high-quality education and training that can be tailored 1o individual needs and
dclivered cost-effcctively, anytime and anywhere. Importantly, the Initiative’s underpinnings
and applications arc germane not only to the DoD, but to other government organizations,
academia, and the private sector, as well. The ADL Initiative, therefore, is a structured, adaptive,
collaborative effort between the public and private sectors to develop the standards, tools, and

. leaming content for the future leaming environment.
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In November 1997, the White House Office of Science and Technology Pelicy (OSTP)
and the DoD ofMicially launched the Advanced Distributed Learning (ADL) initiative,

In 1998, motivated principally by the progress made by the DoD ADL Initintive, by the
Army National Guard, and by other federal agencies (e.g., the Department of Labor), the QSTP
moved 1o consolidate federal effors via a Federal Training Technology Ininative (FTTT). Prestdent
Clinton issued an Executive Memorandum, Enhancing Lcarning and Education Through
Technology, on January 30%, 1998, In the memorandum, the Administration directed a focused
Government-wide ¢ffort to explore how Federal programs and initiatives can better support the use
of technologics for lifelong leaming.,  The FTTIs learning technology vision encompasses a
mumber of national clectronic leaming inltiatives geared toward using the power of learing
technologies to broaden the reach of educators and frainers who are faced with the daunting
challenge of moving America’s work force info the Information Age.

At the sauwe time In 1998, Congress also reviewed the status of military readiness, following
concerns expressed by the Commuanders in Chiel (CINCs), the Services, and the Joint StafT abouwt
troubling readiness indicators within the Active Components. Recogmizing today’s broad Internet
usage and ihe progress that had alrcady been made incorporating the power of leaming technologies
-~ by the Amny National Guard, scademia, industry, and Congress - Congress directed the DoD to
develop a Strategic Plan and an Implomentation Plan for bringing advanced distributed leaming to
the Tetal Force. ’

The Vice President hosted o Liftlong Learning Summit on January 12, 1999 in support of
the President’s Federal Training Technology Initiative. Scoretary of Defense William Cohen
submitted his vision and innevations for using technology. Sceretary Cohen informed the Vice
President that the viston and the objective of the DolY's ADL Initiative *. . i to ensure thal men and
women in the Department of Defense buve access to the ighest quality education and traiming that
can be tailored to their needs and delivercd cost effectively, anylime, and anywhere”  Immediately
following the Summit, the President signed Executive Order 1311, Using Tachaology to Improve
Training Opportunities for Federal Government Employess. Among other things, the Executive
Qrder directed the Dol 1o take the federal lead in developing leaming technology stundards in
collaboration with academia, industry, and other government agencies.

The Strategic Plan for Advanced Distributed Learning

Section 378 of Public Law 105-261, the Strom Thurmond National Defonse Authorization
Act for Fiscal Year 1999, required the Sceretary of Defense to develop a stratogic plan for guiding
and expanding distance leamning initiatives within the Dob. The law also required the plan to
include a provision for the expansion of such initiatives over five consecuiive years beginning in
FY 2000,

The Steategic Plan includes two parts. The first is the Strategy, Department of Defense
Strategic Plan for Advanced Distributed Loarning, submitted to the 106" Congress on April 30,
1999, The second is the Implementation Plan, Department of Defense Implementation Plan for
Advanced Distributed Learning, submitted May 19, 2000, for carrying out the Strategy. The
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is DoD’s initial response to the direction from the Administration and the Congress. It also
responds to direction from the Office of Science and Technology Policy (OSTP) and the National
Partnership for Reinventing Government to develop a strategy for advanced distributed learning.

. Strategy describes the use of distributed learning technologies across the DoD on a broad scale and

The Strategy also is responsive to Executive Order 13111, Using Technology to Improve
Training Opportunities for Federal Government Employees, and to the vision statements provided
by the Scerctary of Defense and the Chainman of the Joint Chicfs of Staff. It draws on assemblies of
experts on education-and training within the Department, who have met in multiplc forums,
including a landmark assembly hosted in February 1999 by the Commander-in-Chief, U.S. Atlantic
Command in Norfolk, Virgima. In addition to addressing the training needs of today’s force, the
requirements-bascd Strategy is aimed at the projected training nceds of the future force, both
military and civihan. It is a dynamic template, which uses the leadership of the Office of the
Secretary of Defense (OSD) to guide DoD’s learning-related business processes as they evolve
from today’s modecls to those required for the future,

The overarching framework for the Strategy is shaped in large part by the Sccretary’s and
Chairman’s vision statements, Executive Order 13111, and several congressional taskings. They
provide the “wihy.” The Strategy and its companion Implemeniation Plan provide the “who, what,
how, and when,”

. The Implcmentatidn Plan for Advanced Distributed Learning

The Implementation Plan describes the DoD’s approach to carrying out the Department
of Defense Strategic Plan for Advanced Distributed Learning, and includes information about
specific ADL prototypes, program milestones, and associated resources. The Plan is also in
consonance with Executive Order 13111, Using Technology to Improve Training Opportunities
Jor Federal Government Employees, and with the vision statements of the Secretary of Defense
and the Chairman of the Joint Chiefs of Staff. It draws on asscmblics of experts on cducation
and training within the department, who have met in multiple fora. Counsel has been sought and
taken from both public and private sectors --academia, industry, and other government
organizations.

The purpose of the Implementation Plan is to apply the DoD Strategy for ADL to meet
the needs of the U.S. Armed Forces {or the next millenntum and to address the specific directions
and focus provided by various mission-need statements. The Department of Defense
Implementation Plan for Advanced Distributed Learning reflects the department’s commitment
to building the tcaming environment of the future.

Specifications and Standards in Learning Technology
Starting in 1997, ADL began working with key industry leaders to identify critical
. technical interface points around which standards for web-based learning technologies might be

devcloped. This invelved meeting with standards organizations such as the Learning
Technology Standards Committee of the Institute of Electrical and Electronics Engineers (IEEE),
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Committee. Step-by-step agreements were forged as to what needed to be standardized. . Next,
technical meelings were held in each of the key arcas. ADL participated in many meetings,
leading some in new technical argas. Over time, these meetings culminated ina set of
specifications that were incorporated into the ADL's Sharable Courseware Object Reference
Model (SCORM). SCORM provides a reference model defining a Web-based learning "content
model”; a set of interrelated specifications; a process that knits together disparate groups; and &
bridge from emerging lechnologies o commercial implementation,

. the Instruction Management Project, and the Aviation Industry Computer-Based Training (CBT)

Representatives from the military services and industry discussed requirements and
proposed solutions over a twg-year period. For its part, the ADL team worked i the background
to establish support for the effort within the Dold. This required frequent meetings with military
tramming and policy leaders as well as liaisons with other Federal organizations.

January 31, 2000 marked the inaugural release of Version 1.0 of SCORM, providing the
foundation for how the DoD will use learning technologics to build and operate in the learning
environment of the future. The release of version 1.0 of the SCORM completed the task set forth
by the President in Executive Order 13111

Many commgreint vendars, techuology Hrms, and academic pariners have offered
positive stalemenis supporting the release. Seme commercial supporters include, but are not
lanited to Microsofi, Sun, IBM, Oracle, Netseape, click2leam.com, Macromediy, and the Masie

. Center. International standards badies such ag the IMS Glohal Leamning Consortium, Inc. (IMS),
the Aviation Indusiry CBT Committee {AICC), and the IEEE support the standard, in addition to
academic partners from the University of Wiscoosin System, Wiscousin Technical College
System, and Carnegie Metlon University. The ADL specifications hold the promise o provide
learning that is better, faster, and cheaper by bringing learning o the classroom, job silg, or honw
anyvtume it is needed.

On March 28, 2000, the Principal Deputy Under Secretary of Defense (Personnel and
Readincss) signed the Common Specification for Advanced Distributed Learning (ADL)
Memorandom. In the memorandum, the DoD cducation and training developers were challenged
to work collaboratively, across the Departtnient, academia, and the private sector, to develop
ADL profatypes and contenl that conform to the new SCORM specification. Such developmenis
are essentinl (o refining the SCORM and to creating sufficient amounts of reusable and platforn-
independent learning in order to edugate, train, and aid performance.

Callaboration Amang the Federal, Private and Academic Sectors
To support collsborative endeavors, several ADL Co-Laboratories (Co-Labs) have been
established which can be accessed physically or over the Intemet. These ADL Co-Labs develop

and make availsble o all DoD components and ADL partners software and guidelines to ensure
. that lzarming management systems, guthoring 1ools, and learning content arc “ADL-compliant.”
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In support of the ADL Initiative, the Institute for Defense Analyses (IDA) established the
ADL Co-Lab in Alexandria, VA in 1999 to provide an open, collegiate environment for:

s Testing, evaluating, and demonstrating technical and functional capabilities of ADL tools and
prototypes. -

e Sharing data, information, and lessons learned with DoD components, government agencics,
and the private sector,

The ADL Co-Lab will provide the backbone for collaborative, conscnsual development of
guidelines, certification procedures, and shared courseware objects.

In November 1999, the Army, Navy, Air Force, Marinc Corps, and Coast Guard signed a
Memorandum of Agreement (MOA) to establish and support the Joint ADL Co-Lab in Orlando,
FL.. This MOA promotes the cost-effective development, demonstration, and resource sharing of
ADL tools, content, and subject matter expertise between services. The Joint ADL Co-Lab
supports and actively participates with the ADL Co-Lab in Alexandna, VA,

The Joint ADL Co-Lab was cstablished to promote collaboration in the research,
development, demonstration, implementation, and evaluation of ADL technologics and products.
It serves as a demonstration site for ADL tools and content, including those developed by the
government, by academia, and by industry. It also serves as a common resource for evaluating
the application of ADL technologtes and products to specifically address military and civilian
lraining, education, and performance aiding requirements. Working with the ADL Co-Lab in
Alexandria, VA, it will support and collaborate on the research, development, demonstration, and
assessment of ADL tools and content on projects of relevance to participating organizations.

On January 10, 2000, the University of Wisconsin System and the Wisconsin Technical
College System sealed a partnership agreement with DoD to collaboratively develop,
demonstrate, and evaluate the next generation of learning technologics that cnable distributed
leurning. The agreement established an "Academic ADL Co-Laboratory” to serve as a focal
point for internet-based distributed lcarning within the statc and across academia. The Academic
ADL Co-Lab works closely with the DoD's ADL Co-Lab at IDA in Alexandria, VA, and the
Joint ADL Co-Laboratory in Orlando, FL in order to share research, subjcct matter expertise,
common tools and standards, and course content.

Conclusion

Studies have shown that the use of ADL technology-based instruction reduces cost by 30-
60%; reduces time by 20-40%, increascs effectiveness by 30%; increases student knowledge and
performance by 10-30%; and improves organization efficiency and productivity. ADL also
improves costs and efficiencics by distributing instructional components inexpensively to!
physically remote locations and simulating expensive devices for both operator and mamnténance
training.
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The strategic shift from learing solely in the central classroom to lecarning in the unit,
where and when required -- while maintaining quality -- will ensure higher readiness and
improve the mission availabtlity of personnel. The indicators of success for the distributed
learning investment arc measurable, in terms of improved unit cohesion, increased availability
for opcrations, and increased operational readiness stcmming {rom unit management of Iearning
assets throughout the Department.

This Administration recognized the need to hamess the power of evolving leaming
technologies to provide its workforce with the competitive professional, personal and national
advantage of learning anytime and anywhere. In July 2000, the Presidential Task Force on
Federal Training Technology submitted its final report to the President, Technology:
Transforming Federal Training. The work begun by this Administration has broad public and
private scetor support. The Congress has on a bipartisan basis provided resources to the Federal
cffort 1o reengineer and 1o create the learning environment of the future.
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CHAPTER 6 - MILITARY HEALTH CARE
A. PATIENT BILL OF RIGHTS AND RESPONSIBILITIES

In November 1997, President Clinton directed the Vice President and the Sceretaries of
the Executive Agencies, including the Departiment of Defense, 1o review the Military Health
System {MHS) for compliance with the Administration Initiative on the Patient Bill' of Rights. In
response, on February 19, 1948, the Vice President submitted an Administration Report to the
President cutlining actions cach departiment could take 1o implement new patient protections for
federal health care henefictaries,

Based on that review, the President directed the Department of Defense to take necessary
ademmistrative actions to improve in the following sreas:

» A strong grievance and appeals process;

= Promotion of the use of primary care managers {PCMs) who have
advanced training in women’s bealth issues for women benelictanies and the use
of specralists as PCMs for those beneficiarios with ¢hrouic discases; and, '

» Ensuring that patients have the right to {ully discuss alf trestment
options and have information provided to them regarding financial incczziixf;cs )
our health sysiem.

In order to ensure these administrative actions were achieved, on July 30, 1998, the
Secrelary of Defense signed Department of Defense Directive 6000, 14, “Patient Bill of Rights
and Responsibilities in the Military Health System.”™ The Directive affirmed departmental
commitment to all the provisions of the Patient Bill of Rights, and identificd changes in the MHS
that would address areas in the military health program that required new initistives,

In Qctober 1998, the Seerctary of Defense sent an update o the Vice President, which
was incorparaled into n November 2, 1998 Report to the President that gave a nine-month update
of milestones achieved by each agency. The Department of Defense highlights included the
1ssuance of the Directive, the cstablishment of the Healtheare Consumer Consortia throughout
the MHS, and new steps being teken to improve continuity of care protections.

B. PATIENT SAFETY

In November 1999, the Institute of Medicine released their report on patient safety, "To
Err ts Human.” The report made clear the sericus need for improvements in paticnd safety
throughout the LL8, healthoare system,

Ou December 7, 2000 President Clinton directed the Quality Interagency Coordination
Task Foree {CulC) to report on the Federal role in smproving patient safety, In Fobraary 2000,
the QulC agencics subimitied a report (o the President, entitled “Doing What Counis for Patient
Safety: Federal Actions (o Reduce Medical Errors and Their Impact,” which outlined the Federal
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response to the 10M report, including Department of Defense changes to the Military Health
System {MHS). The plan focuses on creating a cubure of safety and making the systems changes
necded to provide the safest possible care for our patients,

i1 an effort to meot the President’s directive, the Department of Defense (s in the process of
promulgating a Department of Delense Instruction {DoDI), which will be signed by the Deputy
Scorctary of Defense for implementation throughout the MHS, The Dol ostablishes several
programs within the MHS (o improve the clinlcal processes mcluding the following:

. A Miulitary Health System Patient Safety Program (MHSPSP) 10
wientify and centrally report actual and potential problems in medical systems and
processes and to implement cffective actions to improve paticnt safety and health
carc quality throughout the Military Health System;

i Procedures in every military hospital or clinic for a dedicated program
for avoiding medical errors and improving patient safety that is focused on
prevention, not punishment, and on improving medical systems and processes to
avercome preventable errors;

m A MHS Patient Safety Center (MHSPSC), includimg a Patient Safety
Registry through the Armed Forees Institute of Pathology,
[ Two Centers of Excelience within the MHSPSC to develop pregrams

1o improve communication, coprdination and teamwork in the provision of health
care in MTFs and eperational unils, and,

a Establishes a Health Care Team Coordination Program for cach
military service.

Additionally, among the initiatives being developed for the MHS, the Department of
Dicfense is establishing a now reporting sysien: in s over 300 hospitals and clinics. The
reporting system, which will be augment the Department’s mandatory reporting systen. 15
designed 1o mprove detection of errors, to increase understanding of their causes and 1o lead 1o
hnpravements in patient safety throughout the Military Healih System. [t wili collect informuation
on adverse events, medication errors, and other paticnt safety issues. The data will be used to
design corvective action (o ensure patient safety.

I Spring 2000, the Department of Defense introduced the Pharmacy Dala Transaction
Service that will create a single profile for all the medications a patient takes, cven if the
prescriptions were filled al several military and civilian pharmacics in different parts of the
world, This service allows for vastly improved screening for potentially dangerous drug
inicraciions and duplications of therapy. The Department of Defense is investing $12 million 1o
implenent this service, 1 will be available worldwide by 2002,

The Department of Defense has begun a collaborative project with the QuiC Task Force

avud the Institate for Healtheare Improvement to reduce errors in “high hazard arcas,” such o
SMErgency rooms, operating rooms, mtensive carc units and fabor and delivery. The mission of
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our Armed Forces makes military medicine uniquely qualified Lo present training techniques that
can be applied in high stress/ high hazard areas. Therefore, tcams from DoD facilities wiil take
an active part in this effort to create a breakthrough in reduction in errors in such conditions in
Amecrican hospitals.

Fially, in 2001, the Department of Defense will start the implementation of a new
military compulerized medical record. It will make all the relevant chinical information on a
paticnt available to each provider when and where it 1s necded. With the new system, all
documentation and orders will be entered directly into the computer system. Thts will prevent
many crrors duc to illegible handwriting and miscommunication and will make it possible to
check for other commeon mistakes. The system will be put in place at all DoD facilities over the
next three years.

C. TRICARKE

The Department of Defense health program, known as TRICARE, which improves the
quality, cost and accessibtlity of services for its beneficiaries. Because of the size and
complexity of the military health system (MHS), TRICARE implementation was phased in over
a period of several years. The principal mechanisms for the implementation of TRICARE are the
designation of Lead Agents for 12 TRICARE regions across the country and 3 overseas
locations, operational enhancements to the MHS, and the procurement of managed care support
contracts for the provision of civilian health care services within those regions.

A major fcature of TRICARE is the establishment of triple option benefit. CHAMPUS-
eligible beneficiarics, excluding Active Duty Military Personnel, are offered three options: they
may clect to receive health care through (1) an HMO-type program called “TRICARE Prime”,
(2) the preferred provider network on a case-by-casc basis under “TRICARE Extra™, or {3) non-
nciwork providers under “TRICARE Standard”(TRICARE Standard is the same as standard
CHAMPUS). CHAMPUS-cligible enrotlees in TRICARE Primc will obtain most of their care
within the network and pay substantially reduced cost shares when they receive care from
civilian network providers. Beneficiaries who chose not to cnroli in TRICARE Prime will
preserve their {reedom of choice of provider for the most part by remaining in TRICARE
Standard. These beneficiaries will face stand CHAMPUS cost sharing requirements, except that
their coinsurance percentage will be lower when they opt to use the preferred provider network
under TRICARE Extra. All beneficiaries continue to be cligible to receive carc in MTFs, but
active duty family members who enroll in TRICARE Prime will have priority over all other
beneficiaries. Active Duty service members are entitied to the TRICARE benefit, but
administrative requirements and reimbursement payment processes differ from those family
members.

TRICARE Prime incorporates the “Uniform HMO Benefit Option”, which was mandated
by section 731 of the National Defense Authorization Act for Fiscal Ycar 1994, Public Law 103-
160, §731, 107 Stat. 1547, 1696 (1993). It required the establishment of a Uniform HMO
Benefit Option, which was required “to the maximum extent practicable™ to be included “in all
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future managed health care imtiatives undertaken by the Depariment of Defense, This option is
to provide “reduced out-of-pocket costs and a benefit structure that is as uniform as possible
throughout the United States.” The 1994 Authorization Act further requires a detennination that,
in the managed care infliative that includes the Untform HMO Benefit Option, Department of
Defense cost are 1o be “no greater that the costs that would be {3£?zem’zsc be incurrad o pmvzdc ‘
healih care to the covered benefiaiaries who enroll i the option.”

In addition to this provision of the 1994 Authonization Act, a similar reguirement was
establishod by Section 8025 of the Department of Defense Appropriations Act, 1994, Public Law
FO3-130, $ROZS, 107 Sl 1418, 1443-1444 {1993}, As a part of an initiative "to implement a
nationwide muanaged health care program for the MESS™, the Department of Defense was
required to establish “a untform, stabilized benefif structore characterized by a triple option
health benefit featre”. The Uniform HMO Benefit also implements this requirement of law, |
offers reduced cost sharing to CHAMPUS-eligible beneficiaries who enroll in TRICARE Prime.

TRICARE is divided into twelve Health Services Regions within the continental United
States and Three Overseas Regions. Each Region is headed by a medica] center commuander who
is designated as the Lead Agent, with the exceptions of Region 11 and the Central Region -
where the Lead Agent is a stand-alone position. The health care services available for TRICARE
beneficiaries in the Military Treatment Facilities are augmenied by a fixed-price “at risk™ civilian
managed care condract, The Lead Agent, in conjunction with the Managed Care Support (MCS)
contractor is responsible for all heslth care services delivered to MHS beneficiaries who reside
within the region.

Kev features of the contracts inglude.

s A triplc-option health benefit package providing benceficiarics a choice off TRICARE Prime,
an enrolled HMO-like option: TRICARE Extra, 2 preferred provider option, and TRICARE
Standard, the standard CHAMPUS option.

» Fiscal Intermediary services Including claims processing, dala reporting, beneficiary services
and administrative functions,

e TRICARE Service Conters with Health Care Finders to provide beneficiary enroflment,
refereal, progran information, and claims counseling services,

¢ Preferred provider network and Primary Care Manager concept to support the jocal execntion
of a triple-option health care delivery system, N

& Health Care Information Lines staffed by registered nurses that adwvise callers about illness,
serious problems requiring physician inlervention, and medical procedures.

¢ Provides the TRICARE Prinic Remote {TPR) program — which offers active duly service
members a TRICARE Prime-like benefit when stationed away from traditional sources for
military health care.

Region 11: This contract, covering the staies of Washinglon, Oregon, and a small portion of
northern Idabo was awarded in Seplember, 1994, The contractor, Foundation Health Federal
Services (FHER) began bealth care delivery March 1, 1995, Approximaiely 197,368
beneficiuries are currently enralled in TRICARE Prime.
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Regions 9, 14, 12: This contragt, covering the states of California & Hawain was awarded to
FHFS in August 1995, Hcalth care delivery services began on | April 1996, Approximaiely
496,947 beneficiaries have enrolled in TRICARE Prime (323,441 1in Reg. 9; 26,576 in Reglon 10
and 146,930 in Region 12). Alaska is also within the area of responsibilily of Region 12,
however, the contractor provides administrative and claims support oanly. Alaska is considered a
not at-risk region for the contractor, The contractor is not required to build provider networks as
they do in other regions. This responsibility is placed on the Lead Agent for Region 12,
TRICARE Pacific.

Region 6: This coniract, covering Oklahoma, Arkansas and major portions of Texas and
Louisiana was awarded in May, 1995 10 FHFS, They began health care defivery under the
contact on November 1, 1995, Approximately 496,097 beneficiaries are envolled in TRICARE
Prime.

Region 3, 4: This contract, covering the states of Alabama, Florida, Georgia, Mississippi,
Southeast Louisiana, South Caroling, Tennessee, and & small area of Arkansas was awarded in
Jannary, 1996, Approximatcly 686,989 cligible beneficiaries are enrolied in TRICARE Prime-
(447,887 in Regron J and 239, 102 in Region 4},

Central Region: This contract, covering the states of Arizona, Colorado, 1daho, Tows, Kansas,
Minnesota, Missoun, Montana, Nebraska, Nevada, New Mexico, North Dakota, South Dakota,
West Texas; Wyoming was awarded to TriWest Healthcare Alliance {TriWest) in September,
1996, Health care delivery began on Apnil §, 1997, Approximately 496,033 elipible
beneficiaries are enrvolled in TRICARE Prime. :

Region 13 This region covers Comnecticut, Delaware, District of Columbia, Maing, Marviand,
Massachusclts, New Humpshire, New Jersey, New York, Permsybvania, Rhode fsland, Vermoni,
and Northern Virginia. This confract was awarded o Sierra Military Healtheare Services in
October 1997, Heolth care delivery began on June [, 1998, Approximately 446,812
beneficiaries are enrolied in TRICARE Prime in Region 1.

Repions 2 and 5: This region covers filinois, Indiana, Kentucky, Michigan, Ohio, Wisconsin,
West Virginia, Virginia {except the Northern Virginia/National Capitol Area), and North
Carchina. This contract wag awarded to Anthem Alliance for Health, Inc. (AAHI) in September
1997, Health care delivery bogan on May 1, 1998, Approximately 669,500 beneficiaries are
envolled in TRICARE Prime.

Overseas: Because of the nature of foretgn health care and the fact that DoD delivers the
overwhelming majority of medical care with its won militlary medical providers, our overseas
regions are niat supported by large regional contracts. However, the government via the lead
Agent and respective Services, assunies responsibility for administrative functions and regiona
care coordination. TRICARE Europe bas 236, 021 Prime beneficianes, TRICARE Pacific has
154,483 and TRICARE Latin America/Canada has 15,970, For the Hmited care that we do
purchase from host-nation sources, our local commanders, in conjunction with the regional Lead
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Agents are responsible for the identification of quality providers and institutions to which we
refer our patients. In addition, in the Pacific and Latin America remole arcas we have contracted
with International SOS, a worldwide healthcare services erganization, which provides access to
quality western style healthcare, climinates unnecessary out-of-pocket expenses, and physician
access by phone 24 hours per day, seven days per week. To reduce the administrative burden on
our families and to improve the relationships with the host-nation providers, we have eliminated
any cost-sharing requirements for civilian care. Lastly, in 1999 we introduced the Active Duty
Family Member Dental Plan to all overseas locations, including remote areas, with reduced cost-
sharing requirements for some scrvices.

DoD implemented the TRICARE Prime Remote program on 1 October 1999 in an cffort
at introducing a standardized bencfit for active duty service members nation-wide. The
TRICARE Prime Remote (TPR) program provides active duty service members with a
TRICARE Prime-iike benefit when stationed away from traditional sou8rces for military health
care. When civilian Prime service arcas exist, active duty members arc enrolled to a civilian
PCM. Where there are no Prime networks, active duty members may usc any TRICARE-
authorized provider in the local community. No pre-authorization is required for primary care,
A joint service office, known as the Military Medical Support Office (MMSO), provides the
medical readincss reviews and fitness for duty oversight for specialty health care delivered by
civilian providers. MMSO, based at Great Lakes Naval Station, IL, has been established and is
providing 24-hour, 7-day per week coverage. The managed care suppori contractors provide
enrollment scrvices, Health Care Finder (HCF) support and claims processing functions for
service personnel enrolled in TPR. Active duty service members bear no costs for obtaining
health care from civilian sources. There are circumstances, however, in which some health care
providers decline to participate in TRICARE (or other health insurance plans) and may require
up-front payment. The Department fully reimburses service members for their out-of-pocket
costs.

The Nationat Defense Authorization Act for Fiscal Year 2000 provides Medicare eligible
military retirees access TRICARE. This Act fulfills a long-standing promise to provide lifetime
healthcare coverage that will allow miliary retirees age of 65 and over, who dedicated their lives
in service of our country, to access affordable and high quality care across the country.
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B ILLNESSES AMONG GULF WAR VETERANS - THE DOD CLINICAL PROGRAM

As u result of continued U.S. military presence after the 1991 cease-fire, about 1,137,006
military personncl have been deployed to the Arabian Guif since the initial deployment of forces
for OPERATION DESERT SHIELD/DESERT STORM. About 852,000 of this number have
since separated from military service. ‘

The Gulf War, In response {o lrag’s invasion of Kuwail on August 2, 1950, the United
States began deploying roops to the Arsbian Perdnsula five davs later in QPERATION DESERT
SHIELD. A total of 40 coalition countries eventually deployed woops inthe Gulf region,
including the United Kingdom, Canada, and France. On January 17, 1991, the air war against
[rag began (OPERATION DESERT STORM) which was followed by 2 four-day ground war
starting on February 24, 1991

By the end of active hostilitics on February 28, 1991, the U 8. had deployed approximately
647,000 tropps to the theater of operations, the British 33,000 rroops, and the Canadians 4,500
military personnel. In contrast to provious conflicts, a larger proportion of U.S, troops were from
the Reserves/National Guard (17%) and wore women {7%). Along with a rapid buildup of
couliiton combat troops, an extensive medical care infrastruciure and preventive medicine effort
was extablished in the theater of pperations. ;

Despite the harsh environment and intense preparations for war, morbidity rates among
LLS. troops were lower than in previous major confliets. In addition, mortality rates were much
lower than anticipated. A total of 372 U.S. military personnel died in the Gulf region during the
first year of this deployment: 40% from combat, 52% frony accidents (primarily related to
traiming and motor vehicle accidents), and 8% from illness.

b

By May 1991, most U.8. military perserne! had left the theater of operations. Troops who
remained on active duty after the war received health care through the Military Health Systeny,
which provides medical care to all active duty personnel and eligible Department of Defense
{DoD) beneficiaries. Prior to separation from the military, active duty personnel are medically
screened and undergo a thorough physicat examination. For the first vear afier the war, veterans
who had left active duty -- either to re-enter the tnactive Reserves/National Guard or to become
civilians - were eligible for health care from the Department of Velgrans Alfairs (VA) by
demonsirating a service related health problem or {inancial need. With the passage of Pablic
Law (PL) 103-210 in 1992, Guif War veterans were granted special ¢ligibifity for health care
within the VA for any iliness possibly related to wartime service.

Following the end of the Gulf War, some veterans of OPERATIONS DESERT SHIELD
and DESERT STORM presented with multiple non-specific somatic symptoms. The most
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commonly reported symptoms have been fatigue, headaches, joint pains, skin rash, shoriness of
. breath, sleep disturbances, difficulty concentrating, and forgetfulness. There have been reports
of similar symptoms among British and Canadian Gulf War veterans.

Almost ten years have clapsed since the last U.S. troops returmed from the Gulf War,
During that time cnormous effort has been expended in attempts to solve the puzzle of the
ctieets of the Gulf War on the health of those deployed to fight. Vetcrans have voiced
their concerns so their problems are addressed. Numerous investigations by Congress,
the General Accounting Office (GAO), the Presidential Advisory Commuitiee (PAC), and
the Institute of Medicine (HOM) have attempted to elucidate factors contributing to health
problems among Gulf War veterans. The Department of Veterans Affairs and the
Department of Defense established clinical examination programs focuscd on diagnosing
and treating Gulf War veterans’ complaints and initiated an extensive program of
research focused on the health of Gulf War veterans,

A scrics of six expert panels in the USA have evaluated available clintcal and research data
but did not identify or define a unique "Guif War syndrome.” In addition, none of the postulated
cnvironmental risks was determined to be a cause of illhess among widespread groups of Gulf
War veterans. The most recent independent panels -- the Presidential Advisory Committee on
Gulf War Veterans' [llnesses and the National Academy of Sciences’ Institute of Medicine
Commuittee on Health Effects -- concluded that stress is likely to be an important contributing
factor in the development of the broad range of ilinesses experienced by Gull’ War velerans.

. Summary of Findings from Studies to Date: The Institute of Medicine (IOM} Committec
on Measuring Health summarized in 1999 the targe and growing literature on the health of Gulf
War veterans as follows:

¢ Military personnel who served in the Gulf War have had a significantly higher risk (at least
through 1996) of suffering one or more of a set of symptoms that include fatigue, menmory
loss, difficulty concentrating, pains in muscles and joints, and rashes. Other symptoms are
noted with reduced frequency, but still may be experienced more often by deployed than
nondeployed veterans.

» The symptoms range in scverity from barcly detectable to completely debilitating,

* No single accepted diagnosis or group of diagnoses has been identified that describes and
cxplains this cluster of symptoms.

¢ There is no single exposure, or set of exposures, that has been shown conclusively to cause
mmdividual symptoms or clusters of symptoms. Although somec statistical associations have
been scen in some studies, they have not been confirmed in other studies or confirmed
through laboratory tests that would establish a cause-effect connection in individual patients,

» No discases included in the ICD-9-CM or ICD-10 classification systems have been shown to
be more frequent in deployed or in nondeployed veterans with the exception of PTSD
syniptoms.
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deployed veterans, at least through 1993. Deaths due to accidents are higher among deployed
velerans.

s Health-related quality of life, as measured through instruments such as the SF-36, is lower on
average among deployed veterans than among nondeployed veterans.

¢ The natural course of symptom experience over time is not known, as no longitudinal studics
of symptom experience have been conducted and reporied in the literature.

. ¢ Mortality among deployed veterans is not higher in general than mortality among non-

1
DoD's Comprehensive Clinical Evaluation Program (CCEP): In response 1o the health
concerns of Gulf War veterans the Department, through the Office of DoD Health Aflairs,
instituted the "Comprchensive Clinical Evaluation Program™ (CCEP) on Junc 7, 1994, The
CCEP was a continuation of prior DoD medical care of active duty Gull War veterans and
screening {or unusual illnesses but provided a more systematic evaluation strategy modeled after
the VA Gulf War Health Examination Registry.

The CCEP was devcloped to provide a systematic and uniform medical evaluation at 184
military health care facilities located in 39 states, eight foreign countries, and two territories. To
institute the CCEP, organizattonal meetings were held with senior medical officials from all
military services. Health care officials of the VA were consulted to ensure that the CCEP and the
VA Gulf War Health Examination Registry collected comparable data. Four instructional
meetings were held with military health care personnel on CCEP procedures and to provide
clinical and rescarch information related to Gul{ War health questions. Special committees of

. the Institute of Medicine have reviewed and monitored the CCEP process, including the design
and implementation of the program and interpretation of its {indings.

Through concerted outreach efforts, the 285,000 Gulf War veterans still on active duty in
1994 when the CCEP was begun were encouraged to enroll if they had any health questions or
concerns; a current health problem was not necessary for participation. Also eligible arc veterans
of the Gulf deployment who are military retirees, Reserve/National Guard personnel on full-time
active duly or on special orders, and civilian DoD employces. Family members of qualifted Gulf
War veterans also can receive a CCEP evaluation. Finally, active duty troops who have
participated in more recent deployments outside of the USA can be evaluated in the CCEP,

The CCEP provides a two-phase clinical cvaluation supervised by a board-certified
physician in cither family practice or internal medicine. All CCEP participants are provided a
Phase | examination, which is conducted at the local MTF and consists of a thorough clinical
cxamination and a standardized provider-administered questionnaire. All participants are asked
about: 1) medical and family histories; 2) symptoms; 3) number of days of work lost duc to
illness during the 90 days prior to examination; and, 4) sell-perccived exposures in the Arabian
Peninsula to among the following: petroleum products, pyridostigmine bromide pills, oil well
fire smoke, tnsect repellents, anthrax and botulinum vaccinations, combat casualties, and actual
combat. In addition, the following laboratory tests arc performed: a complete blood count,
urinalysis, and blood chemistries for electrolytes, glucose, creatinine, blood urea nitrogen, and

. transaminase levels.
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For CCEP participants without current medical problems or who have health problems that
can be satisfactonly dealt with after the Phase [ evaluation, no additional evaluation is conducted.
Other CCEP participants proceed 1o Phase 11 examination at one of 14 DoD Regional Medical
Centers.

At the conctusion of the CCEP evaluation process, examining physicians provide a primary
diagnosis and additional secondary diagnoses based on clinical importance. Afler review by
accredited medical record coders, up to seven diagnoses are coded ustng 1CD-8-CM and enlered
into the database. A quality control process was institilod when the CCEP was ¢stablished to
ensure uniforns evaluation, accurate data eollection, and database validity.

There have been a serics of reports and publications dealing with the data collected from
the CCEP. Analyvsis of the Girst 20,000 Gulf War veteran participaris showed that the types of
prisnary and secondary diagnoses varied widely, A total of 1,263 separate ICD-9-CM codes
were needed 1o calegorize primary diagnoses. Of the 1,263 separate codes used, 41% were
applicable to only a single CCEP participant. Relatively frequent primary diagnoses found
among 25 or more velerans were distributed among 114 different ICD-9-CM codes. For broad
HCD-9-CM classifications, the three most common primary diagnoses were "Diseases of the
Musculoskeletal System and Connective Tissug” {18.6% of diagnoses), "Mental Disorders”
{18.3%, and "Symptoms, Sigas, and Hl-Defined Conditions” (17.8%). Nine percent of
participants were found not to have a chinically significant new iliness. Among veterans with a
primary ICD-9-CM diagnosis of "Sympioms, Signs, and H-Defined Conditions,” no single
subcategory of sllness predominated, and no charscteristic physical sign or laboratory
abnormality was idontified. Fifty-one percont of volorans in this diagnostic category reported
that symptoms began more than six months afler reluming {rom the Guifregion,

In sumimary, no clinical indication of a new or unique illness was identified, and the types
of physiologic discase that could result from postulated huazardous exposures were Uncommon in
this seif-referred population of 20,000 Gulf War veterans, Additionally, severe disability
measured in terms of reported lost work days « was not a major characteristic of evaluated
nufitary veterans: 80% of active duty personncl had not missed work because of iilness or injury
during the 90 Jays prior to their initial evaluation, Lastly, there was no assoctation between
broad 1CD-9-CM diagnostic categories and sell-reported hazardous exposures.

In addition to Phase I and Phase 11 examinations in the CCEP, a Specialized Care Center
(SCC) was opencd at Walter Reed Army Medical Center (WRAMC) in Maceh 1995 for intensive
evaluation and trcatment of symptomatic Guif War veterans, Refervals are considered from all
clinicians who have cvaluated veterans in the CCEP. Chinicians are requested to refer motivated
mndividuals who arc suffering from persistent symptoms that interfore with their ability to
perform routine niitlilary duties or to meet fitness and retention standards. Patients come to the
SCC for four-week treatment pertods tn groups of four to six, and reside on the grounds of
WRAMC us outpaticnts. They receive teeatment from a multidisciplinary team that includes
fitness trainers, hutritionists, oceupational and physical therapists, art and recreation therapists,
miermsts, social workers, psychiatrists, and psychelogists.
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Combined VA and DoD Clinical Protoce! Initiatives. In 1998 DoD and VA
significantly expanded the Regisiry Examination and Comprehensive Clinical Evaluation
Program by 13 including a 7 page DU questionnaire to supplemont the Gulf War registry exam,
and 2} offering @ 24 hour urine coliection for measuring DU levels for any Gulf War veteran who
wants it {(a vahidated appreach). This in part addressed the problem that research on the human
health effects of DU exposure in a military sctting is very Hmited.

VA and DOD are currently working on a combined revigw of both regisiries. By
combining this data, rescarchers at VA and DOD hope to increase the power of detecting rare or
fuss obvious disorders, and to conduct reviews of sub-groups. by gendet, age, location and time of
deploynient. :

Do und VA have asked the {nstitute of Medicine (IOM) to evaluate the adequacy of the
Persian Gulf Registry (PGR and the CCEP and both evaluation programs have evolved over
time, The HOM has endorsed the systematic, comprehensive set of clinical practice gurdelines set
forth in the CCEP and POR. These guidelines have assisied physicians in the determination of
specific diagnoses for thousands of patients. However, the FOM has emphasized the need to
focus care at the primary care level, both to enhance the continuity of care and to [oster the
establishmoent of an ongoing therapeutic relationship. In addition, rescarch has shown that a high
prevalence of psychosocial problems occur among deployed forees and the JOM has
recommenided that standardized guidelines for screening, assessing, evalunting, and treating these
patients be developed. The HOM recommendations build on the lessons learned through
research, the implementation of the PGR, CCEP and the UCAP, and advances made in the field
of clinical practice evaluation,

The 10OM emphasized that the experiences after the Vietnam and Guif wars have shown
that the post-deployment period is crucial for carrying ont medical sercentng and ovaluation and
providing appropriate care for returning service mentbers. In addition, VA and DoD physicians
have poted 1he need for standardized guidcelines for sercening, asscssing, evaluating, and treating
pationts relunting from deployment who may have deployment related health concerns. The
IOM also lelt that standardized guidelines for screening, assessing, evaluating, and treating
patients was especially impontant 1o VA in that the Veterans Benefits Improvement Act of 1998
{£.1.. 105-368) provides that service members will be cligible for medicat care for a period of 2
years sfier their retarn from service in a theater of combat operations during a period of war or
hostilities, The provision of this care without the need for establishing service-connection
provides s valupbie opportunily fo ascertain the health necds of this population, including those
related to modically unexplained symptoms. Rather than naming a special deployment-specific
registry, the 1OM concluded that veterans should receive care as needed, with evaluation, follow-
up, ard patient management focused in the primary care sefting,

Congress has also expressed concern and provided legisiation allowing establishment of
Dal) Deployment Health Centers and VA Centerds) for the Study of War Related Hinesses and
Posi-Deployment Headth Concerns. These Dol and VA Centers will serve as locus of activity
for post-deployment surveillance, chnical, and research issucs and support continued
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development of applicable evidenced-based solutions for post-deployment medical concemns. The
Dol Deployraent Health Clinical Center, located at Walter Roed Army Meodical Center has the
misston and responsihility to 13 Maintain and improve primary and tertisry health care for
individuals with deployment-related health concerns; 2} Muaintain, improve, and explore the use
of health information sysiems to improve the continuum of deployment-related health care the
mifitary offers and to improve military medicine's capacily for early identification of emerging
deployment-reiated illnesses; 3} Develop a program of militarily relevan! climical resgarchito
inchide multi-center climcal irtals, risk communication sirategies, and clinical health services
rescarch, 4) Assist in developing, implementing, and sustasning an evidence-based military
niedical deploytment health education program to increase the volume, quality, rate, and ease of
use of clinically relevant research knowledge disseminated to military health care providers
regarding deployment-related health care and communication strategics.

Lessons Learned: Every U.S. war since the Civil War has produced chronic, enigmatic,
and disabling post-war physical symptons among velgrans, Unexplained physical symptoms
have become in espeeially contentious issuc for veterans, policy makgers, scicntists, and
clinicians after the Gulf War, Over 43% of the first 18,000 veterans seeking Do) care for Gulf
War health concerns were diagnosed with an ill-defined condition, and nearly 18% had an ill-
defined condition as a primary diagnosis. A recent CDC stady found that 45% of Gultf War
veterans and 15% of non-deployed Gulf War era veterans met eriteria for chronic multisymptom
illnesses.

In responsc to health questions following the Gulf War and the increasing demands of a
series of hazardous deployments, the military health sysiem has undergone a fundamental
reorientation. A new strategy has been developed and 13 being implemented to proteet LS.
forces against all foresegable physical and psychological threats, DoD’s "Force Health
Proiection" strategy balances the military’s key responsibilities io: 1} promote and sustain health
and weliness throughout each person's military service; 2) prevent acute and chronic casualties;
3) rapidly stabilize, treat, and cvacuate casuaities; and, 4) perform medical surveillance,
fongitudinal health studies, and ensure adequate medical records documentation and clinical
follow-up for deployed forces. The Force Health Protection strategy has plaved a key role in
further reductions in iliness and injury rates since the Guif War.

Significant imnatves of DoD's Force Health Protection Strategy nclude:

1. Medical Sarveillance; Established in 1296, the Defense Medical Surveiilance System
{DMSS), is an excoutive information svstem whase database contains ug-to-date and
historical data on diseases and medical events {e.g., hospitalizations, ambulatory visits,
reporiabic discases, H1V tests, scule respiratory discases, and healih risk appraisals) and
longinkdinal dala on personne] and deployments. Through DMSS, the Dol Medical
Survcillance Activity provides the sole lak between the DoD Serum Kepository and other
databases. This repository contains over 20 million frozen serum specimens and s the fargest
of its kind in the world. The Defense Medical Epidemiclogy Dalabase (DMED) application
provides remote access to a subset of data contained within the Defense Medica! Surveillance
System {DMSS). The DMED application provides a user-friendly interface through which
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users may perform guerics regarding disease and injury rates and relative burdens of disease
i active duty populations. Through the use of clieni-server technologtes and database
optimization, DMED users have unprecedented capabilifies to access Tri-Service
epidemiologic data and to submit tatlored querics that are responded to in a timely (seconds)
and cfficient manner, ’

Dol Directive 6490.2, 30 Aug 97, "loint Medical Surveillance.” (3.3 4.1) establishes policy
and assigns responsibility for ronting joint medical surveillance of all Military Service
members during aciive Federal service, especially military deploymonts, This Directive
designaies the Seerctary of the Army as the DoD Exccutive Agent for the Department of
Drefense and for the mantenance of the Armed Forces Serum Repository. DoD Instruction
(64903, 7 Aug 97 "lmiplementation and Applicution of Joimt Medical Surveillance for
Deployments,” {3.5.4.2) implements policy, procedures, and assigns responsibilities for joint
military medical surveillance in support of all applicable military objectives. This Instruction
deseribes routine military medical surveiliance activities during major deployment, or
deployments in which there is a sigaificant risk of health problems, as identified by the
Chairman of the Joint Chiefs of Staff in coordination with the Assistant Secretary of Defensc
for Health Affairs.

Birth Defects Registry: On January 1, 1999, the Department of Defense established a Birth
Defeots Regisiry at the Naval Health Rescarch Center, San Diego, Californta. This registry
combines health record abstraction {active surveillance) with screening of Departraent of
Defenge electronic medical data (passive surveiliance), to create a costeeffective surveillance
program for the geographically dispersed military population. Monitoring birth defecis is
essential and consistont with the military’s desire to provide the best health care for families.
As the proportion of women in the milltary has incressed, many questions have been rinsed
regarding their reproductive health, tacluding the risk of having a8 c¢hild with birth defects.
Tracking demographic and response data is vital to identifying defust clusters and o establish
causal relationsiups between congenital defects and feratogens.

DoD) Deployment Health Centers: Section 743 of the Strom Thurmond National Defense
Authorization Act for Fiscal Year 1999 authorized the Secretary of Defense to establish a
center devoted to . longitudinal study to evaluate data on the health conditions of members
of the Armed Forces upon their return from deployment...™ On 30 September 1999, the
ASD{HA) directed establishment of DeD Centers for Deployment Health (3.5.4.3):

A rvesearch center ai the Naval Health Research Center, San Diego
A clinical center al Walter Reed Army Medical Center
Continuing medical surveillance through the Defense Medical Surveillance System

The Centers will coordinate activities with the Joint Staff and the Military and Veterans
Health Coordinating Board, This coordination will ensure a military operational focus and
integration of efforts with the Depariments of Defense, Veterans Affuirs and Health and
Human Services on a broad range of mitlitary and veterans' health matiers 1o achiove the

83



Nation's commitment 10 maintam, protect, and prescrve the health of the men and women
who serve in the U.S. Armed Forees.

The goal of the Centers for Deplovment Health will be to improve our ability to identify,
treat, and minimize or eliminate (he short- and tong-term adverse effects of military service
on the physical and mestal health of veterans.

4. Prospective Studies of U8, Military Forces: The Millenantum Cohort Study: Inthe
report 1o the Commitiee on National Security, House of Representatives and the Armed
Services Commities, U.S. Senate on Effecrivencss of Medical Rescareh Initiatives Regurding
Gudf War Flnesses, the DoD identified the noed for a coordinated capabilily Lo apply
epldemiological research to determine whether deployment-related cxposures are associated
with post-deployment heslth outcomes. The Millennium Cohort Study, a prospective study
of ULS. military forces, responds to this necd and fo recent recommendations from Congress
and the Institute of Medizine to systematically collect population-based demographic and
health data to evaluate the heahth of service personne! throughout their military careers and
after Jeaving military service.

The Millennium Cobort study 1s a probability-based, cross-sectional sample of 100,000
LLS. military personnel {as of Oclober 2000) who will be foliowed prospectively by postal
surveys every 3 years over a 2 b-yvear period. The 100,000 persons will be comprised of
veterans who have been recenily deployed to Southwest Asia, Bosnia, or Kosovo, and
vetarans who bave not been deployed to these conflicts. In October 2004 and October 2007,
new military personncl will be added o the cohort, The total of 140,000 veterans will be
followed until the vear 2022,

The study 18 designed to systematically collect population-based demographic and health
data to evaluale the health of service personnel throughout their military careers and after
fcaving military service, The princtpal objective of the study (s to evaluate the impact of
military deployments on various measures of health over time including medically
unexplained symptoms and chronic diseases such as cancer, heart discase and diabetes. The
Millennium Cohort Study will serve as a foundation upon which other routinely captured
medical and deployment data may be added to answer future questions regarding the health
risks of miitary deployment, military occupations, and general military service,

Combat Stress Control: Deployment of forces in hostile or unfamiliar environments is
inherently risky. The changing missions and increasing use of U.S. forces around the globe
i operations other than war ¢all for greater attenfion to threats of non-battle-related health
problems—including infections, pathogen- and vector-borne diseases, exposure (o toxicants,
and psychological and physical stress——all of which must be avoided or treated differently
from battle causatities.  The health consequences of physical and psychalogical stress, by
themselves or through interaction with other threats, are also increasingly recognized,
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Combat Stress Control is an ongeing and critically vital issue to the Depariment. Do
CSC units have been very active in Somalia, Haiti, Kosovo, Bosnia, and on numerous other
humanilarian missions. Tools to combat long 1eom psychiatric morbidity include: good unit
morale, risk communication, stress inoculation, and critical event debricfings. Stress
moculation-the concept of preparing service members for sights, sounds and smells of
combat and humanitarian missions-is an increasingly accepted tool. Information pamphlets
on hamdling dead bodies and other siresses are available on the Army mental hiealth website
{Armymentathealth.com) and from CHPPM.

The DoD Directive 6490.3, "Combat Stress Control™ was signed in February of 1999
{3.5.4.4). It mandates that:

CSC policics shall be implemented throughout the Department of Delense,

Service CSC consultants shall meet penodically;

Leadership aspects of combat stress prevention shall be emphasized,

CSC unite shall train with operational organizations;

BICEPS principles {Brevity, Immiediacy, Cenirality, Expectancy, Proximity, Simplicity)
Members expeniencing CSRs shall be managed within the uni;

Misconduct be handled through UCMJ; and

CSR casualty rates be collected discretely from neuropsychiatric and DNBI datg,

Recruit Assessment Programe Part of the reason it has been so difficult to determine the
causes of Gulf War illnesses 35 the Himtations of the pre-war medical records for service
members and veterans who have developed symptoms. Lessons leamed {rom the Gulf War
resulted in a complete review of doctring, policy, oversight and operational pragtices for force
health protection and military medical surveiflance. Surveillance in this case means
gathenng information about both the heaith risks present in the environment that our forces
are deploying to and the health stiatus of service members. Once g wartime deployment
occurs, it’s difficult or impossible to go back and get that information. Preparing for
deployment can be an extremely rushed and stressful time. 1078 hard to get detailed and
accurate health data once troops begin preparing for o potentially life threatening mission.

One way to avoid those pitfalls is 1o collect baseling health data at recruitment and
integrate this data with health information collected periodically during service members”
careers. The Recruit Assessment Program (RAP), which is currently beiog piloted al severul
recruil centers, is an electronically scannable paper questionnaire which reoruiis il owt
during their first week of training. A copy of the questionnaire will be added 1o each service
member’s medical folder, while the onginal is fed into a computerized dutabase. That
process, when applied to more than 250,000 incoming recrurts every year, will require the
use of culting cdge computer technology.

IT successful, the questionnaire will provide accessible medical data to both Dol and VA
doctors. In Tuture years it witll be the beginnings of what is ealied a longitudinal databasc,
which sllows 2 view of active duty military and veterans® health over time, Linking the RAP
with gther DoD and VA health records will ereate one of the world’s largest ongitudinal
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population. It will help the medical community better understand differences between

. databases. Longitudinal research allows doctors to see trends in health problems in a
scrvice members’ pre- and post- deployment health conditions.

E. ANTHRAX VACCINE IMMUNIZATION PROGRAM

Since the end of the Gulf War, the Department of Defense has increased the level of
attention given to biological warfare. The biological warfare (BW) threat to US forces is very
rcal. About a dozen countries, including several that arc hostile to Western democracics now
possess or are actively pursuing offensive BW capabilitics. Anthrax tops the DoD threat list. [t
is the biological weapon of choice.

To address the anthrax concern, Secretary of Defense Cohen approved a plan on December 15,
1997 10 immunize the Total Force against anthrax, contingent upon four condtitions: (1)
supplemental testing of anthrax vaccine lots in the stockpile to assure their potency, purity,
sterility, and general safety, consistent with Food and Drug Administration (FDA) standards; (2)
approval of the Services” implementation plans for execution and communication; (3)

. umplementation of a system for fully tracking anthrax vaccinations; and (4) review of the health
and mcdical aspcects of the program by an independent cxpert. Following the successful
completion of these conditions, the Secretary Cohen approved the Total Force Anthrax Vaccine
bmmunization Program (AVIP) in March 1998,

Prior to implementation of the Total Force AVIP, Implementation of the AVIP began
with forces identified for Southwest Asia duc to increasing concerns of biological threats in the
region cited by the Chairman of the Joint Chicfs in 1995. Following this initial implementation,
the Secretary approved Total Force implementation of the AVIP in May 18, 1998 for
approximaiely 2.4 million Service members, including more than 1 million members of the
National Guard, Reserves, and U.S. C(_)ast Guard.

The Anthrax Vaccine Immunization Program (AVIP) was implemented in three phascs
over a seven lo eight-year pertod. The first phase, referred to as Phase |, included Service
members and mission-essential DoD civilians assigned or deployed to areas designated by the
Joint Staff as high-threat: Southwest Asia (SWA) and Korea (i.e., Northwest Asia, NWA). Phasc
I began in March 1998, due to increasing tensions in SWA, and extended to forces deployed to
Korca and surrounding waters on August 16, 1998. Early deploying forces supporting SWA and
NWA, both Active and Reserve Component personnel were scheduled to be vaccinated in Phase
[I. Phasc 11T will include the remainder of the force, both Active and Reserve Component, and
new personnel. As of August 30, 2000, over 463,000 personnel had received more than 1.86

. million doses of anthrax vaccine. Eventually, the total force of approximately 2.4 million,
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mcluding more than 1 million members of the National Guard and Reserves, will receive FDA-
Hicensed anthrax vaceine.

On July 17, 2000, the Deputy Secretary of Defense ordered a temporary slowdown in the
AVIP, 1o conserve the vaceine supply while we await approval by the FDA of the manuflacturer’s
renovated-production facility. More recently, on November 30, 2000, the Deputy Secretary of
Defense {urther slowed the AVIP ta DeD personoel assigned or deploved on the ground in
Southwest Asia for more than 30 consecutive days and those personnel afloat in the Persian Gulf
who have the potential of being committed ashore will continue 10 recetve anthrax vaceine,

The inmunization program will consist of a series of six inoculations {Doscs are
adminssirated a1 0, 2, and 4 weeks, and 6, 12, and 18 months] per service member over an 8-
month period, followed by an annual boosier.
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