
Chapter I 


Cb"ptcr 2 


Chapter 3 


Chapter 4 


Chapter 5 


Chapler 6 


VOLUME 3 RESOURCES FOR DEFENSE 
l'anle ofContcnts 

Major Decisions on the Defense Budget 
A. 	'rhe Bottom Up Rcvic'v...................................... 3 

B. The Quadrennial Defense Review ......................... 5 

C. 	The Proposal to Add $112 Billion to the FYDP ......... 9 

D. 	 D. Pay Table Reform and RetiremenL., .................. IO 


Pitying for .Contingency OllCrati~Ds ••... , •••. " .... ,' .......... 11 


Base Closures and Consolidations 
A. Implementing HRAC and SfJ:ifting Priority to 


Conlmunity Assistance •••. , .................. ,••............. 15 

B. OFAS Consolidations...... ,........................ ,......." 16 


CiviJhm Personnel 
A. 	 Ch'ilian Do\vnsizing ......... " ........... ,' ......... ,' ........ 18 

B. 	 Civilian Personnel ManuaL ................................. 18 

C. 	 Ilefcnse Leadership and Management Program......... 18 

D. 	 Defense Partnership CounciL. ............................... 19 

E. \Velfare to \Vork................................................ 20 

F. 	 Deployment ofCiviJians....................................... 20 

G. 	 Civilian Personnel RegionaUzation 


and Systems Modernization •.... , ••... , ••... , .......... ,...... 21 


Re'ldiness and Training Challenges 
A. Senior Readiness Oversight Council, ........................ 22 

B. 	 ;Vlanaging Optempo for nigh OernandfLow Density 


linits.. ,........................ ;•...........•............ ,.......... 28 

C. 	Chanenges of Recruiting in a 


Fnn~Employment Economy..... ,..... ,..... ,.......... , ...... 30 

IJ. Retention and Re-enlistment.................................. 47 

1<:. Advanced Distributed Learning Initiative ... ,.............. 64 


~lilitary Health Care 
A. 	 Patient Bill of Rights............................................. 71 

B. 	 I)atient Safety ...................................................... 71 

C. 	 TRICARE.......................................................... 73 

O. Illnesses Among Gulf War Veterans.......................... 77 

to:. AI,thrax Vaccination Immunization Program ............... 86 




Chapter 1 - ."'AJOR Dt:C1SIONS ON THt: DEFENSE BUDeET 

Background 
Throughout the CHnton Administration, the watchword for defense budget planning was 

halance. DoD lc~!dcrs sought to craft the best possible program to meet America's defense 
requirements in the ncar .md long tern., while fully u<:commodating the President's fiscal .lIlt! 
domestic plans to ensure America's future wcl1~hcing. Within lhe Dcparlment~ striking a halance 
among the many competing and worthwhile derense requirements was a con~tant challenge. 

To guide its major decisions, the Dcp';l.rtmcnt conducted a comprehensive review of 
strategy, forces, and programs at the start ofeach of President Clinton's tenns. The 1993 
Bottom-Up Review was a reassessment to take ,Lccount of the end of the Cold War and the 
dissolution of the Soviet Union. The 1997 Quadrennial Defense Review was focused 011 changes 
needed to shape and prepare for an uncertain future, while protecting today's force readiness in a 
way 1hat would aUow sufficient investment in new technologies and systems to ensure U.s. 
military dominance over the longer tCfTn. 

During President Clinton's first tern), defense budgets declined as force levels continued 
to be reduced and as other adjustments were made to reflect tbe collapse oftbe Soviet Unio:). 
Theil in J998, after more than a decade of decline in dcCense spendit1g, there emerged a political 
consenSllS that further cuts would not be pnldenL The uecliJiC beg~ll in FY 1986, due largCly to 
pressure to reduce the federal budget deficit as prescribed by the 1985 GrartHh-Rudman-Hollings 
balanced-budget law. The decline accelerated in the carly 1 990s, primarily in responsc to 'thc end 
orthe Cold War. In FY 1998, the last year ofthcdcclinc, DoD budgct authority was in real 
terms IlC,lrly 37 percent helow its level in FY 1985, the peak year for inflation-adjusted budget 
authority sinc(~ the Korean War. (See Figure 1 for trends in Clinton Administration budgets.) 
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Figure 1 

Trends ill Clinton Administration Defense Budgets 
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The toV defense btldgct priorities remuined largely the same during thc Clinion 
Administration. Higli rcadincss needed to carry out U.s, uefcnse stratcgy was sllstained so that 
Amcri<:an forces could respond to crises whenever and wherever necessary. Sufficient resources 
were allocated to recruit and retain the high quality personnel necessary to preserve U.S. mi1it~lry 
superiority. Snang emphasis was given to providing u good quality of life for militnry personnel 
and their families - focusing especially on 'compensation, housing. and medical benefits. And as 
the post-Cold War force drawdowll was being completed, the Adminlstration recognized the 
imperative to transform U,S. forces and field new al1(i upgraded weapons that exploitC<! advanced 
technologies to guarantee the cornbat superiority of those forces in the years uhC'l<l. 

A. THE BOTTOM-UP R~;VIEW 

The October 1993 Bottom-Up Re\riew (BUR) was the Clinton Administration's first 
blueprint for its defense spending. The BUR decided that the U.S. must muintain forces 
suflicienl to fight and win two major regIOnal conflicts that occur nearly simultaneously. The 
BUR adjusted programs in four basic categories: force structure, infrastructure, modemization, 
and new initialives. 

Force Structure 

Acknowledging thal the size and composition of the US. military had to adjust to reOcct 
the new dangers of a new security era, the BUR continued the downsizing begun at the end of the 
Cold War. It made modest additional adjustments to the Bush Administration's Base Force, 
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which was the initial force structure response to the end of the Cold War, while starting 
mitiutives to deal with the new threats of the future, The BUR directed active-duty military end 
strength to fal1 to t .525,700 by FY 1995, a decline of 30 percent from a post-Vietnam peak of 
2,174,200 in FY 1987, Similarly, Reserve personnel levels were planned to be 15 percent below 
FY 1987 levels. These reductions 1ranslale to the force struclure show in Figure 2, which also 
proposals of the 1997 QDR. 

Fioure 2
" FY 1990 Planned 

Base Force 
FY 1994 BUR QDR 

Army Divisions 
(active/reserve/cadre) 

18110 121612 1218 1015'" 1018+ 

Navy Aircraft Carriers 
(activcirescrv<:) 

1610 1210 12/0 I III 12 

f\.'avy Carrier Air wings 
(active/reserve) 

1312 1112 lIIl 1011 1011 

: Air Fo:'cc Fighter Wing Equivalents 
(aclivc!rcservc) 

24112 15.25111.33 13.4/8.7 1317 12+18 
, 

Marine Corps DivtsJ,,)ns 
{Active Reserve) 

311 3/1 311 : 311 
,,, 

311 

To help these smaller forces remain combat ready, significant force enhancements were 
planned to improve capability, flexibility, and lethality, For example, the BUR called for 
substantial enhancements to strategic mobility through: an immediate decision on whether to 
deploy the C-17 or to purchase othel' airliners to replace the aging C-141 transport aircraft; 
establishing an Army brigade set of heavy annor afloat on ships deployed abroad, which could 
be setH to the Persian Gulf or Northeast Asia on short notice; and increasing the capacity of the 
surge sealin fleet by purchasing additional rol1-on/roll~offships. It also started several initiatives 
to Improve the readiness of the Reserve Component, especially the Amly National Gual'd combat 
brigades. 

Infrastructure 

In 1993, the U.S. defense infrastructure (bases, facilities, and support organizations) was 
too ex!cllsi\'c for thc projected force size and declining defense budgets. The BUR sel out to 
eliminate excess infrastnlcture and I'eform defense acquisition. It estimated that almost $19 
billion in savings could be achieved through reductions in headquarters ;md Civilian personnel; 
realignment alld closllJ'c of military bases und facilities; consolidation of training. maintenance, 
and supply; and othel' reductions in costly overhead accounts, 

Modernization 

At the stUI't of the Clinton Administration, defense leaders bccarnc wotTicd ahout the 
consequences of current program decisions on future defense spcnding. They wanted to 
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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 superiority fighter; multi·mission, 
can·ier·capable F/A-IS ElF aircraft; multirole, carrier 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 modc;rnization 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. 
lAST was the predecessor of the current Joint Strike Fighter (JSF), which will provide low·cost, 
highly capably replacements for almost 3,000 aircraft composing the current tactical fleet. 
Similarly, the BUR examined a range of national and thcatcr missile defense program options to 
find th~ 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 tilHotor aircraft. 

Ncn' Initiativl!s 

The BUR laid out a series of new policy initiatives intended to shape the international 
environment 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. 
efforts to uctivcly assist in the destruction of weapons of mass destruction in fonner Soviet 
Union and the prevention of weapons proliferation. Funding was also added for expanded 
contacts und cooperation with the states of the fornler Soviet Union, DoD's counterproliferation 
efforts, global initiatives to promote democracy, peacekeeping and peace enforcement 
operations, an(l humanitarian assistance. 

SUlIllllllry 

The BUR was a comprehensive assessment of U.s. defense in a post·Cold War 
environment. Through an assessment of the primary threats to U.S. security, the BUR developed 
a multifaceted defense resourcing strategy that guided the development of U.S. force stmcture. It 
protected a ready-to· fight force, re·directed modernization, started changes in how DoD does 
business, and allowed defense dollars to be reinvested into other areas of the economy. In total, 
the BUR planned to save a net $91 billion from FY 1995 through FY 1999 ($24 billion from 
force structure cuts, S19 billion in infrastructure cuts, $21 billion in cuts to missile defense, and 
532 billion in cuts to modernization and investment - offset by $5 billion in adds for new 
initiatives). 

B. TilE QUADRENNIAL DEFENSE REVIEW 

As the Administration began its second term, the Department conducted a Quadrennial 
Defense Review (QDR) to review all aspects of the U.S. defense strategy and program, including 
forcc structure, infrastructure, readiness, and 1110derniz~ltioll. Dcveloped in a fiscally constrained 
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environment resulting from national concerns about bringing the federal budget deficit under 
control, the QDR assumed defcnse budgets would remain flat (no real growth). 
Recommendations included modest cuts in personnel, particularly in support activities, and 
systemic improvements in infrastructure .- freeing funds for modernization and thereby ending 
the "procurement holiday" of the early 1990s. These prudent QDR reductions were aimed at 
enabling the U.S. military to meet the neaHenn requirements of shaping and responding at the 
same time that it was undergoing long·ternl modernization to prepare for the future. 

Force Structure 

The QDR affinned 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 smaJl·scale 
contingencies, and preparing for the future. Consequently, the QDR cndstrength and force levels 
were only slightly below those planned as a result of the Department's earlier post·Cold War 
adjustments-·the 1993 BUR and the Bush Administration's Base Force. The forces reduced 
were those least likely to be uscd in the operations envisioned by the new QDR strategy. 

For eXllmple, the AmlY retained 10 active, combat·ready divisions, but active duty 
personnel were furthcr reduced; and the Anny Reserve component was restructured to convert 
combat unils to combat support and combat service support roles. The Navy retained 12 carrier 
hattie grours (one in a reserve/training 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 llggressive outsourcing plan, resulting in a large reduction of active 
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 
Reserve end strength. 

In SUIll, the QDR called for reductions in previously planned end strength of about 60,000 
active military personnel, 55,000 in Selected Reserves, and 80,000 DoD civilians. Endstrength 
reductions made funds available for modernizlltion, putting a greater emphasis on the prepare 
aspect of U.S. military strategy. 

Infrastructure 

As post-Cold War force reductions were being completed during the 19905, it became clear that 
reductions in infrastructure were not keeping pace. In 1997 when the QDR was conducted, 61 
percent of DoD personnel were perfomling infrastructure functions such as installation 
management, logistics support, personnel services, headquarters activities, medical care, and 
science and technology research. To close the gap between force structure and infrastmcture 
reductions and to reduce the share of the defense budget devoted to infrastmcture, the QOR 
proposed four initiatives: 
(1) Deeper decreases in civilian and military personnel associated with infrastructure; 
(2) Two additional rounds of BRAe; 
(3) Adoption of private sector successes in innovative management and business practices; and 
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(4) Competiti vely sourcing thousands of DoD jobs. 

These initiatiyes were detailed in the November 1997 Defense Refonn Initiative (DRI) 


RC:ldiness 

The QDR confirmed the imperative of funding readiness 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" readiness-was analyzed, but it was determined that tiering would 
signi ficantly increase risk at the gain of only modest savings while limiting the flexibility to 
execute war plans. Secretary Cohen directed the services to fully fund their readiness·related 
accounts, and post·QDR budgets prov'ided strong support for training, exercises, maintenance, 
supplies, and other essentials needed to keep U.S. forces prepared to achieve their combat' 
missions decisively. 

The QDR also reiterated that the quality of our forces depends on the quality of life for 
our unifonned personnel and their families. As a restlll, 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 underestimated costs from depot maintenance, real property maintenance, 
unplanned deployments, and medical care. 

i\'lodcrnization 
During the force drawdown of the early 1990s, the Department robustly funded training, 

maintenance, quality of life, and other components of neaHenn 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 equipment. By 
1997, it had bc:come clear that the procurement decline had to end. It was time to put money into 
the next generation of systems - infonnation systems, strike systems, mobility forces, and 
missile defenses - thal would ensure America's dominance in 2010 and hcyond. 

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 turned around this trend and 
reinforced the commitment to modernization. Spcnding for procurement ultimately did increase 
to $60 hill ion per year by FY 2001, a target amount and date that the Clinton Administration first 
established in its FY 1996 hudget. 

Taclical Aircraft. The QDR confinncd thc need for, but made major adjustments to 
DoD's three major programs for modernizing U.S. tactical aircraft-the Joint Strike Fighter 
(JSF), F·22 Raptor, and FIA·18E/F Super Hornet. Temlination of any of the three fighter I 

programs was not considered pmdent 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. 
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Total procurement of the JSF ~~ an aircraft to be employed by the Air Force, Navy, and 
Marine Corps in different variants ~~ was reduced from 2,978 to 2,852 aircraft in recognition of 
revised inventory projections for existing aircraft. Because of afford ability concerns and because 
of the F~22's superiority to the F~15C/D, which it will replace in the air superiority role, 
projected 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 aircraft, with a mandate that procurement of the naval JSF variant begin as soon as 
possible. 

Bomhl!rs. As a result of the QDR, the Department decided not to propose procurement 
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 
capabilities. 

Ship Modernization. The QDR reaffirmed the procurement oCthe CYN-77 to bring the 
nation's carrier Oeet to a force structure of 12 active carriers. Submarine procurement was set at 
a long~tenn rate of 1.5 to 2 per year to reduce attack submarine force levels to 50. 

Ground Forces Modernization. The fielding of the Anny'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 of2006. 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. Thc Marinc 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 ~arrantcd, with an Initial Operational Capability 
three years later. To meet these objectives, the QDR added $2 billion to NMD development. 
The QDR also reviewed 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 priorities to achieve the best balance of capabilities 
for thc shape, respond, prepare strategy. It trimmed currcnt forces, primarily in the "tail" 
(support structure) and modestly in the "tooth" (combat power), while still preserving funding Cor 
the next generation of systems that will ensure future domination of the battlespace. 
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C. $112 BILLION PLUS-UP 

The QDR and DRI had both looked to infrastructure efficiencies to shore up readiness 
accounts and grow investment accounts, However. by lutc 1998 it was clear that many of the 
efficiencies were not materializing as quickly as had been anticipated and that not enough funds 
were heing freed up to fulfill1ong-tcml modernization needs. At the same time, the strong 
economy and the demands on the force had made recruiting and retaining quality individuals for 
the anned forces increasingly difficult. Not only would aggressive pursuit of QDR/ORI 
efficiencies be necessary, hut additional resources would also be needed to support the defense 
strategy. 

To meet these challenges. President Climon's FY 2000 defense budget proposed the first 
sustained increase in defense spending in 15 years. making avmlable additional resources totaling 
$112 billion fi" FY 2000 lhrough FY 2005. The $112 billion in budgel authorilY consisted of" 
torline increw;e 01'$84 billion and $28 billion in savings from lower inl1ation, {ower ruel prices, 
rescissions and other adjustments, savings that DoD was allowed to retain. The increase 
reflcc[ed President Clinton's proposal in his State of the Umon address to allocatc to defense 
$pcnding a portion or the projected redcral budget surplus once a rcsolution on Social Security 
was achieved. The plus-up addressed everything from readiness and modernization to 
Improving compensation for service members. 

QlIlllity of Life Improvements 

To address mounting warnings about retention and recruiting. almost one third of the 
addilional defense resources ($35 billion) went to quality of life initintives. including the largest 
increase in military compensation since 1981, Military base pay was increased 4.4 percent in 
FY 2000 (later adjusted to 4.8 percent by Congress), and money was added for pay increases 
through FY 2005. The military retirement system was changed SO that service members retiring 
arter 20 years would receive 50 percent ofthcir base pay (reversmg a },)SO decision to limit, 
retirement benefits to 40 percent). Military pay tables were reVised to increase the raises 
associated with promotions. Finally, money was added fo~ initiatives to improve fL"Cruiting and 
retention, including targeted bonuses for service members possessing critical military skilIs. Sec 
separate section on Pay T;;lblc Reform and Retirement REDUX. 

Readiness 

For FY 2000 and beyond, 1mbudgeted costs for contingency operations and other near~ 
term requirenwnts were threatening to erode readiness levels. More thun40 percent of the $112 
billion increase ($49 billion) was spent on readiness accounts to meet the services' 1110St pressing 
readiness requirements. The additional funds supported the traditionally high pace of operations, 
flying time, repair parrs, and other readiness enhancers; readLncss-relatcd muintcm.mce ant.! 
improvements at DoD facilities; and rC'ldiness·related modernization in areas such as better 
maimainability. Funds were also added for reserve training, operations, and better integration of 
active and reserve components, 

9 




Modernization 

Acknowledging that America's preeminence depends on investments in new 
technologies, $28 billion of the $112 billion plus-up was funneled into DoD's modernization 
program. The additional resources enabled 000 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 S6 billion for national missile defense deployment; 
• 	 An additional 8 next-generation Navy ships; 
• 	 Additional F-16, C-17, T-45, and V-22 aircraft; 
• 	 More funding for the Army's training ammunition requirements and $2 billion in critical 

combat service support equipment; and, 
• 	 An added $1 billion for critical Marine Corps procurement needs. 

D. 	PAY TABLE REFORM AND RETIREMENT REDUX 

In his FY 2000 budget request, responding to emerging concerns about recruiting and 
retention, President Clinton proposed the largest increase 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 raises associated with promotions. Congress 
approved and increased this benefits package, primarily by increasing military pay by 4.8 percent 
instead of the requested 4.4 percent. 

III the FY 2000 budget, proposed budget authority for FY 2000-2005 reflected the 
President's decision to make available to DoD S112 bi Hion in additional resources. From ,that 
lotal, DoD allocated $35 billion to Military PersonncJ 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 salaries nationwide. In his FY 2000 budget, the President proposed 
that the FY 2000 raise (4.4 percent) be 0.1 percentage points above the ECI (4.3 percent). ['or 
FY 2001-2005, 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. 
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Chapter 2 -- Paying for Contingency Operations 

A. OVERSEAS CONTI:-.'GE,'iCY OPERATIONS TRANSFER FUND 

Durin~; the lute 19905, the Clinton Administration and Congress coopcmtcd to establish 
better procedures to fund what have come to be called contingency opermions. These arc 
Department of Defense (DoD) operational deployments that are inherently unpredictable in thClf 

duration (and therefore their cost) and that arc not pan of ongoing force deployments that ~re 
funded through nonnaJ budget procedures, Because contingency operations 3fC a response to 
immediate world events that affect U.S. interests, they usually cannot be funded through tbe 
normal budget process. Examples of 1990& DoD contingency operations include peacekeeping, 
humanitarian relief, enforcement of the no-fly ZOlie over lray. and the air campaign to stop 
Serbian aggrc:;sion in Kosovo. 

Unbudgeted contingency operations became more frequent in the post~Co(d War era, at:d 
the timely funding; oflhem btX:amc critical to force readiness. Until new appropriations are 
requested by the President and approved by Congress, DoD has to finane-e unbudgeted new 
operations by ,applying previously appropriated funding that is immediately available. These 
available resources. are found primarily in accounts that fund training, maintenance, and other 
key readiness detelTI1inants. Thus the preservation of high force readiness depends on the 
expeditious replacement of this reapplied funding through supplemental appropriations bi I:s or 
othcr means. \.Vithoui ttmcly congressional &i-'lj'H'oval of the President's funding request, t11.o 
Department ll1uSt cancel traming, maintenance, or other expenditures scheduled for latc in the 
fiscal year. 

In 1995. to help prevent unbudgeted contingencies from degrading readiness, thc Clinto:l 
Administration requested new authority to fund unbudgeted operations illantieipaiion of later 
supplemental appropriations - authority lllw;:h ltke a checking account servic-e allowing 
overdrails in anticipation of future deposits. Congress did not grant this nc\v authority, By 
tradition and precedence, Congress docs not appropriate funds in advance for use should an 
unexpected operation arisc, and so it rejected the use of an unrestricted pool of funds as a fUlldicg 
option for conLiI1gency opemtions. 

In 1996, Administration and congressional officials cooperatively created a special 
appropriarion for commgency operations as part oflhe FY 1997 DoD Appropriations: Act. This 
appropriation, lhe Overseas Contingency Operations Transfer Fund (OCOTF), provided the 
Department with needed new flexibility to finance approved contingency operations with 
reduced nsk to force rearliness. While the Department still must get congressional approval lor 
supplemental or regular budget funding [or contingency operations, the OCOTr gave 000 
leaders a mechanism to allociltc funds precisely and expeditiously to meet validated 
requirements. It also preserved the oversight of the Congress through its control of 
appropriations 
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As amended by subsequent appropriation acts, the OCOTF is a pennancnt appropriatlOn 
that can be used only to finance approved contingency operations. Appropriations Into the 
COTF an come from either a supplemental ~\ppropriations hilt or from nonnal annual 
Hppropriations - depending on what thc President proposes and what the Congress approves. 

The OCOTF enables the Department and the Congress to overcome serious difficu!ties in 
the appropriation process. ;\IIost notably, the Department is able to transfer the funds in the 
OCOTF to whichever DoD org.,miz;alion or ~!.ppropriations title requires funding. This flexibility 
is critical because the scope, duration. and funding requirements ofeontingency operations are 
difficult to predict It also enabJes the Departmem and Congress to overcome one of the classic 
shortcomings of the annual federal budget cycle: When a portion of approved contingency 
opcl'miolls spending is not needed nt the end ofa fiscal year, it can be carried over to fund tlie 
next year's requirements. 

Since its establishment, the OCOTF has hecome increasingly critical 10 thc prudent and 
efficient finan;:.ing of contingency operations, Its usc has meant thnl overseas operations in 
support oft;.$, in1erests could be conducted wilham sacrificing the readiness of our forces and 
their ability to react to other challenges, TIle OeOTF was extremely useful in financing the air 
c-ampaign against Serbia and the follow-on peacekeeping operation in Kosovo. The rapid pace of 
developments in Kosovo made traditiomtillnanclng methods impossible without damaging 
readiness. Wilh the OCOTF, the Congress was able to appropriate flUids quickly, Oli the 
knowledge that procedures were in place to protect its: oversight The Department was givcn the 
flexibility to reallocate funds from the Air Force to the Army with the rapid conclusion of the air 
war and the need to quickly deploy peacekceping troops into Kosovo, 

The OCOTF has alleviated onc of tile most dimcult problems: that the Department has 
faced in the post-Cold War environment. While any major contingency operation will continue 
10 stn::ss DoD resources and personnel) the OCOTF immensely helps America's armed forces 
excel in missions assigned 1hem while minimizing the strain on the overall U.S. defense posture. 

II, FUNDING FOR U,S. CONTINGENCY OPERATIONS- FY 1997-2001 

The summary below illustrates usc of tile OCOTF and the complexity of funding the 
incremental cos.ts ofcontingency operations. To simplify, this Stlll)foary includes little detail 
about what portion of a given congressional appropriation went into the OCOTF and what 
portion went into other appn,'Iprintions titles. Before FY 2001 ~ virtually all funding for the 
incremental cosls for military P{lY and ~!llo\Van<:es associated with contingency operations was 
appropriated to the various Military Personnel appropriations titles, not into the OCOTF. But in 
its FY 2001 appropriations. Congress funded Incremental Military Personnel costs through the 
OCOTr - giving the Deparlmcn1 additional needed ncxibility. 
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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 enactment. Then in November 1996 the 
President announced that the United States would extend Bosnia operations from June 1997 to 
June 1998. To 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 ot~er 
programs. Congress fully supported the requirement and provided $1.8 billion in additiol1¥i 
appropriated funds to fully address the revised requirements. 

The additional FY 1998 requirements for maintaining the Bosnia Deterrence Force
t 

(DFOR) through June 1998 ($1.5 billion for Bosnia) were included in the President's FY 1998 
budget request. Congress supported this requirement, along with $.7 billion for operations in 
Southwest Asia. 

After the President's,decision to continue Bosnia operations beyond June 1998, 
additional funds were required for the last quarter of FY 1998. The FY 1998 supplemental 
requested $.5 billion related to the extension of Bosnia operations through September 1998. In 
addition, the supplemental was expanded to include new FY 1998 Southwest Asia requirements 
related to the additional U.S. force deployments in response to Iraqi intransigence related to the 
UN weapons inspections ($1.4 billion). 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 to 

sustain operations in Southwest Asia ($849.7 million). With the remaining balance 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 passGd a $1.9 billion FY 1999 supplemental appropriation. 

In Spring 1999, the United States and its NATO allies conducted their successful ajr 
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, al0l1g 
with the cost or unanticipated operations in Southwest Asia, the President requested a non9ffset 
emergency supplemental or$5.5 billion. The supplemental request included four categories: 

, 
Category ($ in Millions), 
Military Operations in/around Kosovo 3,300.9 
Kosovar Refugee Relief 335.0 
Munitions and Readiness/Munitions Contingency Reserve 1,547.9 
Desert Thunder/Fox and Expanded SWA Military Operations 274.3 

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. 

FY 2000-2001 

The President's FY 2000 Budget requested $2.9 billion for ongoing contingency . 
operations in Bosnia and Southwest Asia. With the $.5 billion carried forward in the OCOTF 
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 000 support of East Timor operations, a supplemental request for $2.0'5 
billion was submitted to Congress, which fLilly funded it. ' 

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 cany-over from FY 2000 -- should be sufficient to. fully 
meet the contingency operations requirements for FY 2001. 
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Chapter 3 - Base Closures and Consolidations 

A.lmplementing BRAe and Shifting Priority to Community Assistance 

Between 1988 and 1995, the federal government selected 97 major military bases for 
closure 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 busin!;ss 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 011 July 
2, 1993 to speed the economic recovery of communities where military bases arc slated to close 
(Attachmcnt A). 

In announcing the program, the President outlined the following five parts of his 
community rcinvcstmcnt program: 

I. 	 Jobs-centered property disposal that puts local economic redevelopment first; 
2. 	 Fast-track environmental cleanup that removes needless 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 economic development planning grants to base closure communities. 

With the jobs-centered property disposal program in pal1icular, 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 economic 
development, yet it could transfer bases for free for a variety of' 'public" uses, including 
recreation, aviation, education and health. As a result a f this announcement, the Administration 
sought to change the law to enable the Department of Defense to transfer properly for free or at a 
discount for economic development purposes and job creation. 

Based largely on legislation sponsored by then-Senator David Pryor (AR), the provisions 
ofTitlc 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 
developmcnt and job creation. This property transfer mechanism became known as the 
"Economic Development Conveyance." 

As a rcsult ofthc Prcsident's initiative, the following achievcments were realized through 
early 1999: 

• 	 35 transfers of property under the EDC progfam; 

• 	 Over SI Billion (Department of Labor: S210 million; Economic Devc\opment 
Administration: 5334 million; Office of Economic Adjustment: $231 million; and, 
Federal Aviation Administration: S271 million) in transition assistance was awarded; 

• 	 Base clean-up occurred faster and with better coordination; 
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• 	 Over 49,000 new civilian jobs were created on f0n11Cr base property, or 36(1(1 oCtile 
total civilian jobs lost as a result of the closure and realignment actions; and, 

• 	 By providing considerable financial and civilian support, assisted communities 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 intent 10 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 t~c 
value of base property. A process that many communities felt had become cumbersome, time 
consuming, and bureallcratic was revised as a result of initiative. In September, Congress passed 
Title XXVII of Public Law 106-65 authorizing the conveyance of property at no cost for 
purposes ofjob creation and also authorizing the modification of existing EDe agreements 
where, as a result of changed economic circumstances, the Secr~tary determines a change is 
neccssary. 

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. Furthennore, six prior 
EDC agreements have been modified to terms consistent with the no-cost authority throug~ 
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 
Dcpartment of Defense (000). 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 perfomled by the Military 
Departments and Defense Agencies. In 1993, DFAS expanded to encompass installation-I;cvel 
finance and accounting activities. This expansion increased the DFAS rolls to more than 30,000 
employees. 

DFAS now provides the finance and accounting support for appropriated, non
appropriated, revolving, and trust funds. These businesses affect a large population base of 
cllstomers through the payment of military and civilian employees, military retirees and 
annuit<lnts, and the collection and disbursement of 000 funds for contract, vendor, security 
assistance, transportation, and travel payments, and out-of-service and contract debt. Each 
month, OFAS processes 9.8 million paychecks; 2 million invoices; 550,000 savings bonds; 
730,000 travel vouchers; and 200,000 transportation bills of lading. Average monthly 
disbursements by DFAS total $28 billion. 

16 



Once it was established, DFAS began to reduce the number of its locations by 
consolidating operations and practicing modern, standardized, highly efficicnt financial 
management. Before DFAS was created, DoD had operated 270 finance and accounting systems 
at over 300 locations. Approximately 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 Integrity Act or the Chief 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: 
• Cost to the govemment; 
• Maintenance of customer support; 
• Use of defense assets made redundant by the end of the Cold War; and, 
• A good labor supply. 

A DFAS Consolidation Task Forcc evaluated sites based on these criteria. In May 1994, 
the Deputy Secretary or 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 26th location in Hawaii ror 
consolidation of the Pacific Theatre financial operations. Similar consolidations occurred in 
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; Oakland, CA; Pensacola, FL; San Diego, CA; Yokota, Japan; Columbus, OH; Denver, CO; 
Dayton, OH; Limestone, ME; Omaha, NE; San Antonio, TX; San Bernardino, CA; Indianapolis, 
IN; Kaiserslautem, Germany; Lawton, OK; Lexington, KY; Orlando, FL; St Louis, MO; Rock 
Island, IL; Rome, NY; Seaside, 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 oflhe finance and 
accounting systems. Finance systems process payments to DoD's military and civilian 
personnel, retirees, annuitants, vendors, and contractors. Accounting systems record, 
acculllulate, and rcport financial activity. In·1991, approximately 324 systems existed. DFAS 
reduced this number to 76 in 2000. The goal is by FY 2005 for DFAS to he operating 32 or 
fewcr financc tiYStC111S. 
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CHAPTER 4: CIVI L1AN P~:RSONNltL 

A. CIVILIAN DOWNSIZING 

Over the past J 1years. the Department has been extremely successful in reducing the 
mlmbcr of civ' lian positions efficiently, humanely, and wifhout mission disruption. The 
Department has achieved an overall reduction 01423,000 positions) 293,000 of those during lllc 
Clinton-Gore administration, with fewer than 9 percent of these separations being Jayoffs. 

Volunlary Sepamtion Incentive Payments (or buyouts, originated by 000) and early 
retirement authority have prevented the need for many of the layoffs. Substantial numhers of 
employees were reabsorbed through the Dcpm1ment's award-winning Priority Placement 
Program. while the Dclcnsc Outplacement RefcITul System helped workers facing dislocation 
find cmploym<'-'l1t outside DoD. 

However, this downsizing, together with the aging of tile DoD workforce and constrained 
hiring has created significant skills imhaluliccs. To mitigute these threats and to accommodate 
reduction of another 70,000 positions by the end of Fiscal Year 2005, the Department is revising 
its averail employment strategy to focus on workforce shaping. These civiU.m personnel issues 
are of on~going interest to the Congress and were presented by the Deputy Assistant Secretary of 
Defense (Civilian Personnel Policy) to ajoint hearing of the Military Readiness and Civil 
Service Suhcommittccs on March 9, 2000. 

B. CIVILIAN PERSONNEL MANUAL 

DoD Directive 1400.25. "000 Civilian I)crsonnel Manual System," 
authorized the: development ofa Civilian Personnel Manual (CPM) to serve as the central 
document for implementing policy and establishing DoD~widc procedures lor civilian personnel 
management. Publicl.ttion orthe CPM sUi>ports the effort to standardize and streamline DoD 
operations. 

The CPM t::ollsists of 18 chapters and contains a total of 68 subchapters. At the end of 
CY 1999, 32 <)f the subchuptcrs had been published. The rcmtlinder arc in development or 
cooruination. When the CPM is completed in 2001, DoD civilian personnel regulations will 
have been reduced by 77 percent 

c. ()F;F~:NSE tEADERSHlP AND MANAGEMENT PROGRAM 

The Defense Leadership and Manugcmcnt Program (DLAMP) is a systematic progmt11 or 
"joint" civilian leader trnining, education ami development within and across the Department of 
Defense, It provides the framework for developing civilians with a DoD-wide capability for 
approximately 3.000 key leadership positions, 

• DLAMP Implements the recommendations oflhe Commission on Roles and Missions 
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(CORM), May 24, 1995, 
• 	 On October 28, 1996, a memorandum was issued by the Deputy Secretary of Defense 

to the Under Secretary of Defense (Comptroller) and Assistant Secretary of Defense 
(Force Marmgcment Policy) approving implementation and funding for the program, 

• 	 Program Budget Decision 081 C increased Component and CprvlS funding in FY 
1997 to establish DLAMP, 

• 	 DoD Directive 1430,16, dated Arril II, 1997, established DLAMP, 

Tcam~taught graduate courses began on Fehmary 23. 1998, at a temporary facility in 

Sturbridge. Massachusetts. 


• 	 Funds were transferred from Ihe Defense Finance and Accounting Service to the 
Defense Human Resources Acti~ity to better align the funds for (he Sturbridge facility 
to operational requirements. 

• 	 Funds were further adjusted beginning in FY 2000 for the lease and support services 
conlract at the Southbridge training facility. 

Details on the DLAMP clements, management. positions, participants, special features 

and program status are found in n November 2000 infomlation paper. 


On October 31, 2000, the inaugural DLAMP graduating class was honored in a Pentagon 
ceremony hosted by the Under Secretary of Dcfel1se for Personnel and Readiness in the I-Iall of 

• Heroes. 

• 	 President Clinton sent a letter of congratulations to the graduates. 
• 	 Public Affairs issued a press release on Ihe first DLAMP graduates, 

I), 	 DEFENSE PARTNERSHIP COUNCIL 

The Defense PartncT$hip Council (Ope) was established in 1994 with a charter to 
implement the Presidenl's mandate to improve labor-management relations in the Department of 
Defense {DoD) through partnership" Tbe OPC bas advallced this "mandate by including its labor 
partners in discussions on issues tbat arc key to the future of DoD and its civilian workforce. 

A prime illustration of the DPC's efforts is an examination of initiatives in labor rdaliolls 
training and lllbor-management partnership alTccling the Department's civilian workforce, A 
Partnership Evaluation Working Group, consisting of a cro!is-section of DoD and labor 
organizations reprcsenl-Cd on the council, began work on this study in November 1998, T? 
gather the necessary -data, the DPC surveyed a simi! lied random Sltnll)]c oflO percent ortbe 
Dcpnr.mcnt's appropriated fUl1d bargnining units, 

This unptecedclHcd study resulted in a report (published in December \ 999) thal 
identi lies principles and practices that improve partnership and strengthens labor relations in the 
Department. 
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E. WELFARE TO WORK 

In the fall of 1996, President Clinton signed the welfare reform bill. Central to this 
legislation is the rcqmrcment for welfare recipients to find gainful employment To that end, the 
President urged private employers and directed Federal agencies to make special efforts to help 
welfare recipients enter the work world successfully, 

The Department of Defense has taken an active role in this effort. Through collaboration 
with the Defense Components, CPP prepared a plan to recruit welfare recipients to fill cntry
level positions across the country. 

The Secretary of Defense set the tOile for DoD's efforts by sending memoranda to the 
civilian leaders and military commanders asking them to support the program and to solicit the 
voluntary participation of defense contractors. 

The Deputy Assistant Secretary of Defense (Civilian Personnel PaHcy) published a 
welfare~lo~'..'ork handbook in April 1997. The handbook identilied the number ofpositions to be 
included in the effort; described the approach to recmitment, hiring, and support; and provided 
necessary operational documents. Mode nvoiluble both in hard copy and on the Internet, it has 
served as a model for other agencies' effol1s. 

Within two years from the date the President initiated the welfare~to~\Vork program, the 
Department of Defense had far exceed its four-year commitment to hire 1,600 workers. 

F. DEPLOYMENT OF CIVILIANS 

During Desert Shield and Desert Storm, less th.m 3 percent ofthe Defense Department'S 
deployed forces were civilians. However, in the aftermath of those Gulf conflicts, there was an 
mvarcncss or!he increasing import~UlcC of civilian employees nnd civilian contractors in 
contingency operations. There was: a corresponding realization that the policies and programs in 
pla<;c for military personnel did !lot .adequately address the deployment of civilians. 

The Deputy Assistant Secretary ofOcfcnse (Civilian Personnel Policy) and the Civiliml 
Personnel Management Service developed directives and instructions to specitkalJy address this 
necit They indude: 

DoD Directlvc 1404.10, "Emergency~Essential DoD U.s. Citizen Civilian Employees; 

DoD Directive 1400.31, "000 Clvilinn Work Force Contingency and Emergency 
Planning and Execution;" and. 

000 lnstruclion 1400.32, "DoD Civilhm Work Force Contingency and Emergency 
Planning Gui&:lines and Procedures. ,. 
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The guidelines have proven useful during operations in SamaHa, Haiti and now in the 
Balkans, :\5 expected, the reliance on civiliullslias increased. Civilians now comprise as Jr.uch 
'!S 14 percent of the deployed forces worldwide. 

G. CIVltlAJ\ PERSO'i'iEL REGIOJ\AI.IZATION ANI) SYS'mMS 
MODER:-IIZAnoll' 

The civilian personnel community bad long recognized the need to restructure operations 
to improve its productivity and customer service and to reduce costs, Official encollragem~-nt of 
these efforts was evident in Defcnsc Management Report Decision (DMRD) 974, signed on 
December 15, 1992, This document recommended the consolidation of a number of civilia~ 
personnel fUllctions from across the department into a single agency_ 

The Clinton-Gore Administration then had responsibility to create what became known 3$ 

the Civilian Personnel Manngcmcnt Service. Along with this elTort came the plan to identify 
those personnel activities that required face-to-face imeraction and those that did not. The 
fonncr were to be rccngincered and automated. and then to be pulled into regional service 
centers. Authonzmlon for this step appeared in Program DeCision Memorandum (PDM) 910, 
issued November 10. 1993. ' 

M<tior financing for the effort to regionalize service delivery and to modernize the 
personnel d~tla system appeared in Program Budget Decision (PBD) 711. signed December 5, 
1994. Numerolls supplementary documents increased the funding for this joint effort over time. 

As of the end of FiscaJ Year 2000, all 22 regional service centers were operating. Also, 
the Office of till) Deputy Assistant Se-cretary of Defense for Civilian Personnel Policy had 
eliminated all l:} or the non~inicroperabic human resource data systems, transferring all records 
10 a common lc,gacy system. The Modem Civilian Personnel Data System (DePDS) received 
Milestone III approval in FY 2000 and was deployed for operational testing to three regional 
centers. Deployment is scheduled for completion in FY 2001. Estimated savings for lhe 
combined effort will be over $220 million a year. 

, , 
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CHAPTER 5 - READINESS AND TRAINING CHALLENGES 

A. SENIOR READINESS OVERSIGHT COlJNCIL 

Overview 

The concept for a Department or Defense (ODD) Senior Readiness Oversight Council 
(SROC) was approved by then Deputy Secretary of Defense William J. Perry in JanualY 1994, 
Oeputy Secretary Perry fornloo the SROC to provide top~le\'el coordination and ovcrsighl of 
DoD readiness activities, to help formulate recommendations on readiness policy matters for the 
SccrcHI!), of Defense and. to aId in crafting DoD positions on readiness [0 the Congress, the 
public and other audiences. The original membership of the Council included the Deputy 
Sccrclary of Defcnse. as its Chair; the Vice Chainnan of the Joint Chiefs, as Co-Chair; the four 
Under Secretaries of Defense; the Under Secretaries of the Military Departments; the Service 
Chiefs and other leaders within the Office orthe Secretary of Derensc (OSD) having readiness 
responsibilities, The Deputy Under Secrctnry for Readiness was designated as both a member 
and Executive Secretary for the SROC. 

The first SROC convened on April 20~\ 1994 with then Deputy Secretary or Defense 
John Deutch as its Chair, As reported in the published minutes to that first meeting. the SROC 
established three readiness priorilies -to increase Ihe uSe o[;malytic tools estimating ruture 
readiness, to improve training readiness through the usc ofsimulations and, to develop Ihe Joinl 
Readiness System. For its first six months, the SROC continued to focus on long-range 
readiness issues, However, this focus changed in the Fall of 1994 when the readiness of several 
units fell due to· funding shortfalls attributed to unplanned contingency operations, As the focus 
shifted to substantive readiness issues, and as public debate on readiness emerged. the SROC 
c!uiUged its strategic direction. focusing more on current and near-ternl readiness challenges. and 
less on longer range readiness issues, 

Today's mandate for the SROC is formally established in Department of Defense 
Directive 5149.2, tbe Senior Readiness Oversight CounciL While the core membership ofthc 
SROC has Icmaincd essentially unchanged. the SROC now includes Associate members whom 
attend council meetings on a case-hy-case hasis, The objectives of the SROC have also remained 
unchanged since 1994. The SROC continuos: to provide top-level oversight of 000 readiness 
aClivitics, to fonnulate policy recommendations for the Secretary of Defense, and to coordtnutc 
DoD posilions on readiness fOT outside audiences. However, the SROC has assumed a more 
dynamic and proactive role in providing for senior level oversight ofprograms that impact the 
Sll1licgic re~tdincss and capabilities of the warfighting commanders· in-chief (CINes), the 
agencies that support thcse CINes, and of the Services. To this extent, the SROC has el/olved 
into an essential component of the DoD Readiness Reporting System, with the SROC's findings 
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and conclusions now reported to the Congress through the Department's monthly and quarterly 
readiness repOits. 
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Agenda 

The SROC monthly agenda is set by its members and has covered a broad spectrum of 
Service and joint readiness issues since 1994. By design, the agenda has focused on issues in 
three different but overlapping categories. The three categories are readiness issues of the 
Services, joint readiness and capability issues as reported by the combatant and supporting 
CINCs through the Joint Monthly Readiness Review process, and other (topical) 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 
Service, joint and cross-cutting readiness issues. 

Servke Readiness Issues. The SROC has assessed Service readiness on a recurring 
basis, at three to fOllr SROC sessions annually, since 1994. While these sessions have normally 
included broad assessments 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, 
equip and man its forces. The SROC has routinely conducted follow-up reviews of these issues at 
subsequent council meetings. The following illustrate just a few of the Service readiness issues 
which have been discllssed at the SROC: 

• Readiness of Deployed ilnd Non-deployed Naval Forces. In September 1999, the 
Navy provided an assessment of the impact of the loss of the Vieques 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-ternl impacts were discllssed and alternative training 
strategies 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 it has faced in maintaining the training 
readiness of these forces. 

• Readiness of Marine Corps Tactical A"iation. In concert with the Navy's 
presentation to the SROC in Septcmber 1999, the Marine Corps presented its assessment of 
readiness challenges facing its Oeet of AV-SB Harriers, generally resulting neet-widc 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' FIA-IS modernization programs, and procurement profile for 
transitioning to a single strike aircraft, the Joint Strike Fighter, beginning in FY07. 

• Army AI'I-64 Apache Readiness. During August 1999 the SROC discussed 
readiness issues relating to the ArnlY's fleet of Apache aircraft, and lessons learned from the 
Apache deployments with Task Force Hawk, to Albania, in support of Operation Allied Force. 
The SROC examined a broad spectrum of Apache readiness issues, such as the pilot retention, 
spare 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 aircraft groundings due to defective and 
suspect components. 

• Air Force Aircraft Engine Readiness. In August 1999. the SROC examined Air 
Force aircraft. mission capable rates, and the impact of spare engine shortfalls on the near-term 
readiness of specific aircraft fleets, The SROC discussed Air Force wartime inventory , 
rcq:Jirclr.cnts and levels, how technical surprises have degraded engine availability in previous 
years, a:ld the Air Forcels strategic plan and forecast to improve readiness by increasing funding 
lor spare engines. In March 2000 the SROC revisited the issue. and WHS apprised of the Air 
Force's progress in rebuilding its inventory of war reserve spares. 

Joint Readiness. In addition to its focus on Service readiness issues, joint readiness 
issues have dominated much of the SROC agenda. Through the SROC, the most criticaljoillf 
readiness issues and concerns of the CINCs have been elevated to the Departmemls senior 
leadership. Through its oversight oftbe Joint Monthly Readiness Review (JMRR) process, the 
Council has reviewed hundrcd.s ofjoint warfighting and support issues since 1994. \Vhilc tpe 
issues themselves arc classified, they encompass a fu;1 spectrum ofjOhit capabi lities in areaS 
such as joint mobility; logislics and sustaitil11el1t; intelligence, $urvei lIance and reconnaissallce; 
command, control, communications and computers (C4); infrastructure; joint planning and 
Imming; and special operations. Through the SROC, many Issues have heen resolved or 
mitigated through changes in policy direction or priorities, or through the reapportionment of 
funding i:1 the budget process. Issues not resolved or mitigated are kept in review by the Joint 
Staff and later reassessed by the Council. 

Topic-at Readiness Issues. Nearly one·half of/he SROC sessions convened since 1996 
have addressed readiness issues of cross.cutting interest or impact to the Services and the CINes, 
Generally, thcs(~ topic-oriented agendas have been set in order to address changing or emerging 
priorities of the Department, in support of readiness program decisions yet to be made, or for the 
simple purpose of apprising the Council of the status ofrerldiness programs. In some instances, 
the Council has set an agenda targeting an unanticipated readiness problem requiring decision or 
action by senior leadership. Some of the many readiness issues which have been highlighted hy 
the SROC since 1996 are briefly stated below, beginning with the most recent. 

• Encroachment of military training ranges and areas. In June 2000 the SROC. 
addressed the threat posed by training range encroachment on the Services' ability to conduct 
realistic air/land/sea training, and the impact ofeneroachment on force readiness. The SROC 
directed the development of a Departmental sirategy to address encroachment. This strategy was 
reviewed at the November 2000 SROC. 

• Counterproliferation and chemical-biological defense (eBD) preparedness. In 
November 1999. the SROC discussed the chemical-biological threat to our forces, and the status 
ofCBD training, procurement and modernization programs. The Council directed the fOfm~tion 
of a study tC<lm to develop standards fOf reporting the CBO readiness of units. 
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• Impact of Operation Allied Force on Service readiness. In June 1999, the SROC 
reviewed the impact of Operation Allied Force on near-term rcadiness 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 110t 
deployed to OAF, but which provided augmentation to the deployed forces. The SROC reviewed 
programs fi)r the post-OAF recovery of units, to include parts inventory levels, aircrew training, 
the status of low-densityl high demand assets, and personnel retention. 

• Readiness of military training centers. in May 1999, the 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, 
!llodernizatioll programs, spare parts shortages, the condition or range equipment and 
instrumentation, land and airspace constraints, and opportunities for joint interoperability 
training at the centers. 

• Spare parts and training munitions. In March 1999 the SROC reviewed the' 
adequacy of the Services' spare parts and munitions inventory levels to meet training 
requirements, and the potential impact of parts and munitions shortages on force readiness. 
I~actors reviewed by the SROe included the impact of aging weapon systems, operations tempo, 
parts inventory reductions, production shortfalls, and funding constraints. The Council also 
discussed logistic and business initiatives to improve procurement, stockage and distribution of 
parts and munitions. 

• Intdligence, surveillance and reconnaissance systems. In December 1998, the 
SROe reviewed CINe 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 requirements and 
capabilities, with a goal of maximizing the efficient and effective usc of these assets, and 
reviewed programmatic solutions. 

• Y2K compliance and preparedness. In September 1998, the SROe reviewed the 
status of DoD and Service programs to achieve 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 SROe reviewed readiness funding on 
multiple occasions in 1996 and 1998. In March 1996. the Council evaluated the impact on 
readiness of unfunded contingency costs for operations in Bosnia and Haiti, as well as 
Operations Provide Comfort, Southern Watch and Vigilant Sentinel. In April 1998, the Services 
identified potential readiness problems which might arise with disapproval of the Emergency 
Supplemental, and their strategies for maintaining current readiness levels if the Supplemental 
was dclaye.d or disapproved. In November 1998, the Council reviewed Service strategies to 
enhance near-tcml readiness, with the provision of additional funds for aviation spares and 
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OPTEMPO, and how the Services intended to manage execution of the 1999 Supplemental for 
readiness. 

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

• Anthrax vaccination. In October 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 discussed 
the Cannulation of an infon11ation strategy on the Anthrax vaccination program, oriented to. the 
civilian health care community. 

• Exercise participation. In April 1997, the SROC examined U.S. forces' participation 
in joint exercises and its impact, when combined with normal engagement activities and 
contingency operations, upon force readiness and the quality of life of service members. The 
SROC discussed altemate strategies with which to accomplish training missions while 
minimizing cx(:essive use of units in exercises that are not deemed essential to maintaining 
readiness. 

• Ptrsonnel manning. The SROC reviewe~ the status of Service 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 
recruiting and retention rates. The SROC specifically examined pilot attrition, to include 
attrition indicators, causative factors (e.g., increased airline hiring) and initiatives to improve 
pilot retention. 

• l\hnagement of personnel tempo. In November 1997, the SROC reviewed the 
Serviccs' early proposals for assessing, managing and reporting individual and unit deployment 
tempo, to comply with the National Defense Authorization Act for 2000 (NOAA 2000). In 
February 2000, the SROC convened to review progress in establishing uniform standards and 
policies relating to the deployment of units and individual personnel away from their assigned 
duty stations, as well as for establishing unifoml reporting systems for tracking deployments" 

• 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 asscts, in meeting the routine peacetime requirements of the CINCs for exercises, for 
conducting Homml engagement activities and in support of operational taskings. The SROC 
rcvicwed the status of programs to incrcase LD/HD capabilities in support of the CINCs, as well 
as management emcient to make the best possible use of existing resources. 

• Auti··Terrorism. The SROC reviewed the Department's Anti-Terrorism/Force 
Protection (A TiPP) policy and threat assessmcnt process, during March 1997. The Scrvices 
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discussed how they implement the DepartrnC[lt's policy, their COStS to protect forces deployed 
overseas, and their projection of the manpower required to maintain a heightened force 
protection posture at their installations. 

• l~eadiness reporting. The SROC h\ricc addres..~ed Service readiness reporting. In 
March 1996, the SROC discussed the responsiveness of the Status of Resources and Traini.ng 
System (SORTS) as an assessment tool and identlfied areas of needed improvement, including 
assessments at the operational and strategic levels. in support of crisis and deliberate planning 
decisions, and for joint forces. In November 1997, the SROC reviewed readiness reporting 
requirements cDntained in the 1998 Defense Authorization Act, and the Department's 
requirement to develop guidelines and metrics for monitoring tempo, 

Administration of the SROC. 

The Executive Secretary for the SROC is the Deputy Under Secretary ofDefense for 
Readiness. An available records and copies of material that bave been presented before the 
SROC are maintained In the office of tile Director, Readiness Programming and Assessment 
(RP&A). Whh very few exceptions, this material is classified SECRET and is controlled 
accordingly, 

B. MANA(;(NG OPERATIONS TEMPO FOR HIGH DEMAND/LOW DENSITY UNITS 

The Senate Committee on Appropriations, in its Senate Report 105-200, asked the 
Secretary of Defense to report upon how low density/high demand (LD/HD) assets are mar:agcd 
within [he Deparlment. The Commitlce specifically asked how the force structure ofLD/HD 
units could be modified to provide for their marc effective and efficient employment; what 
savings Hllgb! he accrued from existing end strength levels; and how other assets might suhstitule 
for tbe employment ofLD/HD systems. The Committee ~lIso inquired into thc possibility of 
expanding or convening reserve component force structure to augment LD/HD units. 

To m::Uli.lge the demand for LD/HO assets, the Department !bmmlated its classified 
Globa! Military Force Policy (GMFP). The GMFP was authored by the Joint Staff in 1996 and 
has been updat<ed since. It establishes guidelines for the prioritization and allocation ofLD/HD 
assets during peacetime, identifies \vhat assets are to be managed under the policy. and selS 
objective operations tempo (OPTEMPO) measures to be used in support of allocation decisions. 
According to the policy, the Services and USSOCOM detennine the metrics for measuring"the 
tempo of their respective LD/HD assets, monitor availability of the assets, manage asset rotation 
cycles, and ass~;ss the !ong~lcnn impact of surge operations. Through the policy, the Secretary of 
Defense and the Chalmlan of the Joint Chiefs ofS[alTmanage the allocation ofLD/HD assets to 
regionalmi\itlllY commanders, to s.afcguard the long-tenn health of these assets. The Services 
and US Spec.ia) Operations Command (USSOCOM) manage force structure of the LDIHD, 
assets, to operate within avail.able funding. 
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While tbe GMFP is classified. and handled accordingly, the Department submitted an 
unclassified report. the "Report to Congress on the Global Military Force Policy" > to the 
Committee ill January 1999. In thut report, the Department presented background information all 

GMFP and I..O/HD management described the measures that each Service and the USSOCOlv1 
have undertaken to modify the force stmcture ofLD/HD units, and address.ed cost savings from 
force structure cbanges. Notably, though most of the LDIHD assets managed under the policy 
have unique characteristics that preclude their simple substitution by other assets, depending 
upon requirements. some substitution is possible. 

To date, the missions assigned to LDfHD assets have been met with the use ofexisting 
force structure. However, a few assets have been tasked a[ or above preferred G:\1FP tempo 
levels. The Services routinely monitor the OPTEMPO and force structure of these assets. For 
the most part, LDfHD assets are managed within G~'1FP guidelines, protecting readiness and 
quality of life. Given that levels or operational deployment remain at current levels, the 
Secretary of Defense. with the GMFP as his management tool, can continue to manage LD/f-iD 
assets within wmpo limits. 

In general, the Department has pursued a balanced force posture that precludes any 
signi (icant fl>rcc structufO tmdc·offbetwcen those units that are high demand for peacetime 
shaping missions, stich as (he LD/HD units, and those HOlts that would be needed to rcspond to a 
majur wur. This force structure, as proposed in the 1997 Quadrennial Defense Review, is 
capahlc of meeting todny's challenges with acceptable strategic risk while remaining fiscally 
rcsponsihlo, 
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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 to maintaining a high-pcrfonlling military fbrcc 
with the right distribution ofskills and experience, Each Service must enlist and appoint enough 
people each year to sustain the force and ensure seasoned and capable leaders for the future. 
ODD annually must recruit about 200,000 youth for the active duty anncd forces, along with 
approximalcly 150,000 for the Selected Reserve 

Recruits with a high school diploma arc especially valucJ. Y cars or empirical research show that 
those with it high school diploma UfC more likely to con1plclC their initial three years of service. 
About 30 pcn~ent of recruits who receive a high school diploma will complete their first three 
years; yef only about 50 percent of those who failed to complete high school will do that Those 
holding an altcmativc credential. such as a General Equivalency Diploma (OED) certificatc. full 
between thos.e extremes. Over the past five years, about 95 percent of all active duty recruits 
held a high school diploma, compared to the 75 percent of American youth ages 1 S to 23, 

Aptitude is also important All recruits take a written enlistment test. called the ASVAB (Armed 
Services Vocational Aptitude Battery). One component of that test is thc Anucd Forces 
Qualification Test, or AFQT, \vhich measures math and verba! skills. Those who score at or 
above the 50th percentile on the AFQT are in Categories J-lIJA. DoD values these higher
aptitude rccruits because their training and job perfonnance are superior Lo those in the lower 
(below the 50th percentile) categories. There is a strong correlation between AFQT scores aJld 
olHhc-job perfonnance, as. measured by hands-on performance tests (speed and accuracy of 
performing job-related tasks) across the range of occupations, Over 70 pCl'ceni ofrecent recruits 
scored above thc 50th perccntile of the nationally represcntative samples of 18-23 year olds. 

Higher levels or recruit quality serve to reduce aUrition while increasing individual pcrfonnancc, 
In 1993, the [)ep ..trtmcnt established benchmarks to sustain rccnlit quality. The chart below 
illustrates the recent Sllceess against thosc standards (90 pcreent high school diploma graduates; 
60 percent t01,·halfaptitude), 

Propensity for Military Service 

In FY 1994, all Services faced a growing challenge .. American youth were becoming less 
interested in joining the military. Surveys showed that 25 percent or 16 to 21 year-old men 
expressed propensity to join at least one active duty Service. This was a 2 perccnt decline from 
the 1992 level, and a 7 percent declinc from the historic high of 32 perccllt in i 989 and 1 ~90. 

Results from the 1995 Youth Attitude Tracking Study (Y A TS) show propensity was Slightly 
higher than in 1994; 28 percent of 16~21 year-old men expressed positive propensity for at least 
one activc dUly Service, up from 26 percent in 1994. 
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Results from the 1996 Y ATS showi.!d enlistment propensity rOf both young men and won~en 
basically unchanged from 1995, One notable exception was tht!t the interest ofwomen in the 
Navy wus significantly higher than the previous yeaL FY 1995 was the hottom of the drawdown 
for recruiting. fn FY 1996. recruiting obJeclives wenl back up without corresponding levels of 
resources. Between FYs 1995 and 1997, recndting missions were expecled to risc 2Q percent 
while resources, including money for advenising, remained relatively flat, except in the Anny 
where thcre "las a drop in the expenditure-per-recruit In the years prior to FY 1996, enlistment 
propensity dec-lined as the Services experienced serious cuts in recruiting resources. In 1994, 
1995, and 1996, rccmitmcnt advertising was: increased. and the 1995 and 1996 Y ATS results 
Indicated that the decline in propensity may have stabilized. 

Results from the 1997 Y ATS show that, ovemll, the propensity of young men for military service 
had not changed significtl!uly silice 1994" )n 1997, 2G percent of 16~21 year-old men c'xp~cs5cd 
interest in .at least one active duty Service, about the same as in 1996 (27 percent) and 1995 (28 
percent). The propensity of 16-21 year-old women, however, declined significantly, from 14 
percent in !996 to 12 percent in 1997, in the previous 5~year period. as career opportunities in 
the Services opened to women and more women enlisted, women '$ propensity increased 
gradually. from 12 percent in 1992 to 14 percent in 1996, The 1997 drop returncd women's 
propensity to J992 Icvck 

Results from the 1998 YATS survey sho\\' thai, O\'entll, the propensity of youth for military 
service bad not changed significantly in three years. In ]998,26 percent of 16 to 21 year~old 
men expressed interest in at least one active du~y Service, unchanged from 1997 and nearly 
identical to 1996 (27 percent), Young women's propensity was up one percentage point from 
1997 and the long-term trend appeared to be constant. In 1998, 13 percent of I G to 21 year-old 
women expressed interest in military service, the S'ltHC as in 1995. 

Results from the 1999 VATS survey showed that, overall. the propensity ofyotlth for military 
service was higher than in t)reViOHs years, In 1999, 29 perccnt of 16-21 year-old men expressed 
interest in at leJ.st one active-duty Scrvice~ only 26 percent had expressed such interest the 
prevIQus few' years, Young women's propensity also increased slightly. fa 1999, 15 percent of 
(6~21 ycm~old women expressed imerest in military service compared to' 12 and 13 percenl in 
1997.md 1998, respectively. 

During the first half of the 19905, enlistment propensity declined as the Services experienced 
serious cuts in recruiting resources, Dunng the 1995-1998 period, recruitment advertising 
almost doubkd as compared with 1994 expenditures. and Y ATS results for those years suggested 
lhut the enriier decline in propensity mny hnvc stabilized. even in the thee ofa robust economy. 
The 1999 results showed an increase in youth interest in military service. further reinforcing the 
importance ofadvertising in raising youth awareness ahout military opportunitie:t Thus. the 
Department continued to believe that investment in recruiting and advertising resources was 
required to assure that the pool of young men and women interested in the military would be 
available to meet Service personnel requirements. 
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The FY t 994 Recruiting Environment 

Recruiting for the Actil'e Compollelll 

The Department continued to focus on quality recruiting in FY 1994. The Deputy Secretary of 
Defense formed a standing panel which included the Secretaries of the military departments and 
the Chainnan 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, 000 focused on three major recruiting initiatives. 

• 	 First, the Services identified a need to put more recruiters on the street. This plan to field 
hundreds more recruiters was only possible because Congress rescinded a requirement for 
an annual 10 percent reduction in the number of recruiters. 

• 	 Second, the Department spent more on recruiting advertising. In FY 1994, the Services 
spent about $125 million annually to advertisejoh opportunities. In FY 1995, Congress 
appropriated an additional $89 million for Service advertising. 

• 	 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 
women was clearly appropriate as the Services 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 000 Recruiter Survey was fielded. Results werc not 
released until (~arly in 1995. This report was designed to give a better idea of how recruiters were 
coping with tho;: most difficult recruiting period since 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 filename. 
Recruitillg for the Selected Reserve 

The position orthe AmlY 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. Increascd 
advertising budgets and more recruiters were needed to achieve out year 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 Joint Chiefs of Staff; this group continued to 
meet regularly to review the status of recruiting. This panel dealt quickly and effectively with 
any emerging problems. 

DoD focused on three major rccruiting initiatives in FY 1995. 

• 	 First, ill response to the declining propensity for 16·21 year·old males, especially for 
Blacks (however, the propensity for Blacks remained higher than the propensity for 
Whites) an extra $89 million was added for ad\'crtising in FY 1995. Congress increased 
recruiting resources (including advertising) for FY 1996 by $31 million. 000 initiated 
focus group research to look at youth and adult inOuencer attitudes toward the military 
and to try to better understand why propensity was declining. 

• 	 Second, for the next several years, accession requirements appeared to rise faster than 
programmed resources. 000 encouraged the Services to reprogram to cnSllre adequate 
resources were availahle to meet recruit quantity and quality goals. 

• 	 Third, since surveys indicated higher recruiter stress and dissatisfaction, lower morale, 
and quality of life concems, the Departmcnt dirccted the Services to review rccruiting 
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 recommendations were briefed to the OSD staff, which prepared a 
consolidated plan of action. 

Table I 

Recruiting Challenges .md Responses 
Issue Current EtTorts 

Hcalth 
Carc 

In August 1994, the Department addressed the issue ofTRICARE Prime for 
members and their dependents in areas outside the nomlal areas of coverage. Other 
initiatives tentatively under review included waiving CHAMPUS deductibles and 
co·payments, providing a Health C:are Management Program, and giving recmiters 
a medical debit card to guarantee payment to hcahh care providers. 

HOllsing 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 
hOllsing progmnt that would help those recruiters. 

Child 
Care 

The Department reviewcd the possibility to expand und usc child carc spaces in 
other government programs. This included negotiating with the General Services 
Administration to obtain spaces for military mcmbers at 102 govenmient·owned 
and leased locations nationwide. 

Pay 000 evaluated how to implement the authority to increase Special Duty 
Assignment Pay (SOAP) for recruiters from $275 to $375 per month. 

Table 2 

Qualily and Numbers of Enlisted Accessions -- Active(Numbers in Thousands) 
FY 1995 Quality Indices I Accessions" (in thous.mds) 
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Compone Percent High Percent Above FY 1995 FY FY 1996 
nt/Service School Diploma Average Objectiv 1995 . Planned h 

Graduates Aptitude AFQT e, Actual 
I-lIlA 

Army 96 69 62.9 62.9 68.0 
Navy 95 66 48.6 48.6 57.0 
Marine 96 66 33.2 33.2 33.8 
Corps 
Air Force 99 84 30.9 31.0 30.7 
TOTAL 96 71 174.8 175.8 189.5 

a Includes prior service accessions. 
t> Based on Service Recruiting Production Reports and DoD FY 1997 Budget Estimates. 

FY 
1997 

,Planne 
, d" 
, 90.7 

57.2 
36.2 

30.3 
214.4 

/ 
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Table 3 

Quality .md Numbers of Enlisted Accessions - Selected Reserve (Numbers in Thousands) 
FY 1995 Quality Indices 

Percent Above 
Average 

Aptitude AFQT 
1-111A 

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 

N/A' 


77 


76 


78 


(i7 

FY 1995 
Objectiv 

es 

13.6 


9.6 


8.4 


8.8 


148.7 


Accessionsa (in thousands) 
Component 

IScrvicc 

Naval 
Reserve 
Marine 
Corps 
Reserve 
Air National 
Guard 
Air Force 
Reserve 

TOTAL 


Percent High 

School Diploma 


Graduates 


N/Ac 

98 


94 


94 


90 


FY 
1995 

Actual 

13.7 


9.9 


8.4 


8.5 


145.2 


FY 1996 

Plannedh 


17.2 


10.2 


8.7 


6.9 


162.3 


FY 1997 

PhHllled h 


" Includes prior service accessions. 

h Based on Service Recruiting Production Reports and 000 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 recmiting in FY 1996. Table 6 shows recmiting 
initiatives. 

Recruiting for the Selected Reserve 
With the increased reliance on the Reserve Components, continued manning by quality prior 
servicc and non-prior service recmits remained a priority. About this time, the Department had 
experienced considerable success in reenliting for the reserve forces. Since 1991, the number of 
new recruits into the Reserve Components with high school diplomas increased by 10 percent, 
and new recruits in the upper half of the Armed Forces Qualification Test categories grcw by I () 
percent. There were, however, current and tI.lture dynamics that would make it increasingly 
diflicult to maintain robust reserve force strcrgth levels. The perceptions caused by downsizing, 
reduced budgcls, and inactivating local units all continued to give the public the impression the 
Reserves were no longer hiring, or that the Reserves were not a viable employment opportunity. 
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16.8 

10.5 

8.4 

8.7 

154.2 



Additionally, the approaching completion of the drawdown of the active forces 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 recnlltcrs were needed to achieve out year missions, especially after 
the Reserve Component downsizing ,abated and ac(:esslon miSSions increased. 

The Assistant Secretary of Dct\;nsc fur Reserve Affairs convened a Reserve Cot11!)oncnt 
Recruiting and Retention Task Force to allillyzc the currcnt state of supporting programs and to 
explore new and innovative ways 10 meet Ihe mission. Prime among the topics this task torce 
explored was the utilization oflhc Selecled Reserve Incentive Program, a series of bonuses for 
enlistment and reenlistment. The 1ask force also focused on intensi fyil1g retention efforts to 
reduce unprogrammed losses in the Selected Reserve thaI o<::curred prior to reenlistment 
windows. 
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Table 4 
Quality and Numbers of Enlisted Accessions - Active 

(Numbers in Thousands) 
FY 1996 QU:llity Indices Accessionsa (in thousands) 
Component! 

Service 
Percent High 

School 
Diploma 

Graduates 

Percent Above 
Average Aptitude 

AFQT I-iliA 

FV 1996 
Objectives 

FV 1996 !IV 1997 
Actual Plannedb 

FV 1998 
Planncd h 

Anny 95 67 7304 7304 89.7 84.0 

Navy 95 66 48.2 48.2 56.7 53.8 
Marine 
Corps 

96 65 33.5 33.5 35.3 3604 

Air Force 99 83 30.9 30.9 30.2 3004 
TOTAL 96 69 186.0 186 211.9 204.6 
, Includes prior service accessions. Only AmlY and Navy recruit to a prior service mission. 

Based on Service Recruiting Production Reports and DoD FY 1998 Budget Estimate , 
Submission. , 

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) 
Componcnt! Percent ~ligh Percent Abovc FV 1996 FV 1996 FV 1997 FV 1998 
Servicc School Average Objectivca Actu ala Plannedb Planned!> 

Diploma Aptitude 
Graduates AFQT I-iliA 

AmlY National 82 56 61.8 60.4 59.3 62.3 
Guard 
Amly Resclve 95 74 50.2 46.2 47.9 44.2 
Naval Reserve 100 82 16.8 16.8 18.0 16.9 
Marine Corps 98 78 lOA 10.7 I 1.2 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 DD 156.3 150.6 156.3 152.4 
" Based on Service Component Recruiting Production Reports. 

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

-Health :In August 1994, the Department addressed the issue ofTRICARE Prime for members 
:Carc :und their families in areas outside normal areas of coverage. In May 1996, a 

'demonslration site was establtshed to test tho concept. The test results were evaluated 
to detennine the fcasibifity to expand TRICARE Prime to cover all individuals outside 
nomlal areas of coverage, 

Housing 	 Many recmitcrs and other individuals assigned to local communities - particularly 
those stationed in high cost areas - were inndequalely reimbursed for housing cost; 
,therefore, the Department introduced legislation to re-fonn the military housing 
:allowance th>l! helped adequately reimburse recruiters and others. in high cost areas. 

Child he DeparlmClllrevicwed the possibility to expand and use child care space in other 
:Carc 	 ,government programs. This included negotiating with the General Services. 

iAdminislralion to obtuin space for militarv members. at about 100 governmcnl-o\vncd 
ior (eased locations nationwide, ,r 

,ray 	 iIn April 1996, Special Duty Assignment Pay for recmilers 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/ 
Service 

Percent High 
School 

Diploma 
Gnlduates 

Percent Above 
Average 
Aptitude 

AFQT I-IliA 

FY 1997 
Objective" 

FY 1997 
Actuala 

FY 1998 
Plannedb 

FY 1999 
Planned b 

Army 90 68 82.0 82.1 75.0 77.8 
Navy 95 66 50.1 50.1 55.6 47.6 
Marine Corps 96 65 34.5 34.5 33.8 34.7 
Air Force 99 79 30.3 30.3 30.0 31.2 
rOTAL 94 69 196.9 197.0 194.7 191.3 
Includes 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 Rescrve 

FY 1997 Quality Indices rrotal Accessions 
Non-Prior Service :"oion-Prior and Prior Service 

Component/ Percent High Perccnt Abovc FY 1997 FY 1997 FY 1998 FY 1999 
Service School Average Objective" Actual" Phmnedb Planncd h 

Diploma Aptitude 
Graduates AFQT I-lilA 

Army National 83 55 59,262 63,495 56,638 56,911 
Guard 
AmlY Reserve 94 67 47,935 47,147 47,900 50,450 
Naval Reserve N/A' N/A' 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 

Based on Service Component Recruiting Produclion Reports. 
Based on Service Component Recruiting Production Reports and 000 FY 1999 Budget 

Estimates . 
. The Naval Reserve only enlisted prior service rccruits in FY 1997. 
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Challenges in the IT 1998 Recruiting Environment 

Recruiting Gon1illucd to be challenging In FY 1998 because of a robust economy, the !o\VCSl 
unemployment since the advellt of the AIl-Volunteer Force, increased interest among potential 
rccntits in a1Hmding college, and fewer vcten;m$ to serve as role models, In FY 1998. the 
Services recruiteu 179,212 JirsHcrm enlistees <'lI1d 6,919 individuals with previous military 
servi<:e, This represents 97 percent of a Department-wide goal of 192,332_ The Aml)' reacbed 
99 percent of its objective, missing its goal hy 776, while the ~avy achieved 88 percent of its 
mission, realizing a sh011fall of6,892 recruits, The Air Force and Marine Corps n1cllheir 
numeric rccroitiug goals, All Services achieved excellent recruit quality, as shown in Table 9. 

As Tuble 10 shows, FY 1998 was a mixed recruiting year for tbe Selected Reserve. with three of 
six components meeting their accession goals, In general, the Selected Reserve exceeded 
Department nlcnlil quality benchmarks, with only the Army National Guard falling short 
Overull, the n:scrvc components achieved;J. re-eruit quality mix similar to that o'fthe ;J.ctlve force, 
recruiting 89 percent high school diploma graduates, with roughly 64 percenl of those recmits 
scoring above the 50th percentile of a Ilatiomllly representative sample of 18 to 23 year oids. 
Sixty percent of reserve component enlisted accession had previous periods of military service. , 

The Department had several initiatives ulldenvllY to address the challenges of recruiting. First, 
the Dcp'lrtrnenl cstabH~hed a Joint-Service Attrition Roundtable, chaired by the Deputy Assistal1t 
Secretary of Defense (l'vliJitary Personnel Policy) and comprised of Service pcrsonnel chiefs and 
recruiting rommanders. Recognizing that CilCh service memher who separates prior to Ihe end of 
his or her enlistment must he replaced, the Roundtable focused on formulation of policies 
designed 10 n.-'ducc firstwtcrm attrition. Sl.-~olld. lhe Department raised the upper limits for 
enlistment incentives to the statutory maximum: all Service four year or greater enlistment 
bonuses rrom $8,000 to 512,000, and Anny three-year enlistment bonuses from $4,000 to 
58,000; educational benefits (college runds) from $30,000 to $50.000 when combined with the 
Montgomery Gl Bill; and education loan repaymcnt from $55,000 10 £65,000. Finally, the 
Department sponsored research to dctermine the optimal allocation of advertising dollars 
bclween tele"ision, radio, and newspapers at the local vs. national level, the development of a 
plan to test privatization of n~cmjtjng, and an analysis ofcollege~bound youth with emphasis on 
how hest to rccruil in this lucmtive market. The Department planned to continue to monitor thc 
recruiting climatc und was committed to maintnlning the nppropriatc levels or rccruilmcm and 
advertising resources necessary to ensure an adequate flow ofyoung men and womcn into the 
anned forces. 

and Numbers of t:nlisted Accessions - A<:ti\'c 

1999 
(OSD AboveHigh School Cal IV FY 1998 j\"lissionFY 1998 FY 1998 

Standard) Oiploma Average (4) Objcdives (projected")Actual Percent 
Service Grad, (000,) (000,) (OOOs)C.t 1·IlIA Mission 

Acheived 



99 74.5 
o 88 53.2 

0.6 101 34.6 

pnor servIce accessIons. to a pnor servIce mission. 
h Based on Service recruiting production reports and DoD FY 1999 budget estimates (includes prior 
service accessions). 

I 
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Table to 
Enlisted Accessions - Reserve 

AcccssioliSI (ill OOOs) 
Category Total FY 1998 Total FY 1998 Final FY 1998 FY J999 Mission 

(OSO Standard I Objectives Actual Percent Mission (projeeted") (OOOs) 
Service (OOOs) (OOOs) Achei\'cd . 

Anny National I 56.6 55,4 98,0 56,3 
Guard 

,,, 

Army Reserve 
,,, 47,9 44,2 92,0 52, I 

Naval Reserve 
,,, 15,0 15.5 103,0 15,0 

~"larjnc Corps 9,6 9,7 101.0 9,5 
Rcscrye 
Air National 8,0 8,7 109,0 8,0 
Guard 
Air Force Reserve 9, I 7.5 82,0 10,2 
Total 146.3 141.1 96,0 151.1 
~ l;lcluJcs priQr si~rvicc accessIons" 

;, Based on Service rccnliling production reports and DoD FY 1999 budget estimates (includes prior 

service accessions), 


ChaUenges in the FY 1999 Recruiting Environment 

Recruiting \V'l$ espcci.llly challenging in FY t999 because of a robust economy, incrc<lscd 
interest among potential fl."Cfuits in aw:mding college, and fewer veterans to serve ns role models. 
During 1999, the Army fen short of its I'Ccruittng mission by ahollt 6.300 and the Air Force \\'<lS 

short slightly morc than 1,700 new recruits, The l'avy and Murine Corps achieved requirements 
in FY 1999. All Services achieved excellent recruit quality, as shown in Tahle 11. 

As Table 12 shows, FY 1999 was a mixed recruiting year for the Selected Reserve. For FY 
1999., the Anny National Guard achieved 100 percent of their recruiting goal, and the Marine 
Corps Reserve achieved 101 percent OrilS goal, The Anny Reserve missed. its objective by 
I(J,30() recrui~s; the Nuv<d Reserve missed its gmll by 4,700 recruits; the Air National Guard 
achieved 99 percent of1hcir goal; und the Air Force Reserve fuiled to achieve their recruiting 
goul by about 2,000 recruits. 

The Department initiated a range of initiatives to address the challenges of recruiting, including 
authonzing 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 advcrtis1l1g, BccmlSC it is costly to replace a recruit who leaves early, the
Dep<lrtmcnt also focused on reducing first-Icnn attritioli. A joint-Service working group 
reviewed a serics ofoptions to stem sllch e~lrly losses. The Department also initiated a two-year 
recruiting re-engineering effort, which would tcst and evaluate a series of recruiting initiatives to 
identify and create new market opportunities; improve recruiter efficiency and effectiveness by 
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exploiting recenl advances in techl1alogy~ and reduce attrition. Finally. recognizing that 
recruiting 1n the coming millennium might require new and innovative programs, the Secretary 
sponsored a c\)l11prehensive review of the Department's recruitment advertising programs. The 
results of this review were far ranging and will help the Department bener communicate its 
mess~lgc to America's youth, 
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Table 11 
Quality and Numbers of EnlisCed Accessions - Acth'e 

,Accessions'" (in thousands) , 
, 

FY 1999 Indices 
I>en:ent Percent 

:Cllfc~ur High Ahove Total l'otal Final FY 2000 
School Average Percent FY 1999 FY 1999 FY 1999 MissionY 

Aetua) (projected")(08D Diploma Call- Cat IV Objecti\' Percent .xlission 
(4) (OOOs) Accomplishment (OOOs):8tandar Grads tlIA os ,, ,, (000,)(60) ,,d) (90), 

,,: Sen'ice , 

, 76.5: 
iNavy 
: Anny 74.5 68.2 92%, 63%: 2""." 

59,2: 
i t>.'iurinc 

0% 52.5 52.6: 100%90'%! 65% 
1.0% 33.7 34.696%: 64% 317: 100% ,,

'Corps , ,, , 

Air Force: 99% 

• 

0.2% 33.8 32.176% 95% 33.4 
Toutl 93% 66% 0.9% 194.5 186.6 96% 203.7I 
a Includes prior service accessions. Only Anny and Navy recruit to a prior service mission, 

II Based on Service recruiting production repOIis and ODD FY 2000 budget estimates (includes prior 

service .accessions), 


Table 12 
Enlisted Accessions ~ Reserve 

Accessions" (in OOOs) 
Category 

(OSD Standard) 
Service 

Total FY 1999 
Obje-ctives 

(OOOs) 

Total FY 1999 
Actual 
(OOOs) 

Filial FY 1999 FY 2000 Mission 
Percent Mission (projected") 
Accomplishment (OOOs) 

I Armv National , 57.0, . , 
iGuard 

, ,, 

57.0 100 54.0 

I Army Rcserve , 52.0,, 41.8 80 48.5 
INav"l Reserve 20.5 15.7 77 18.4 
iMarine Corps , 
iReserve 

11.2 9.6 101 10.1 

iAir National , 
iGuard 

8.5 8.4 99 10.1 

Air Force 
R~scrve~ 

9.5 7.5 67 10.5 

To(al 158.7 140.0 88 151.6 
a I:lcludcs priDr service accessions. 
~ Based on Service recruiting production reports <lnd DoD FY 2000 budget estimates (includes prior 
servicc accessions), 
~ The Air Force Reserve goat includes officer and enlisted daUL , 
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Preparing for the New [\1iUeniurn 

In response to a FY 1999 usscssment orthe effectiveness oftlle Department's advertising 
progr"<.!m, OSD launched the first comprehensive market research program in more thun two 
decades. To ovcrsee these efforts <md ensure development) an execution of appropriate 
communications strategies, the Departmcnt pursued the hiring ofa Chief Marketing Officer, 
This individual who will be hired on contract will broaden OSD's focus beyond in~year rccmiting 
to building broad-based awareness of military service, He or she will oversee OS D's efTons .mel 
synchwnizc them with the Services. 

As the Departmcnt enters the new millinium, it is working to upgrade the marketing infommtion 
we provide in support of the Services' immediate production needs. Given the growing 
propensity of high school graduates to try college first, the Services mllst become as adept at 
recruiting in the college environment in this decade as they became in high schools in the 1980s, 
In addition (0 continlled centrdlized buys of high school student lists, we are identifying reliable 
sources of dimctory infomlation on college students. especially the college drop~out/slOp·out 
population, To enhance Service access to current research on trends in youth attitudes and 
behaviors, we huvc subscribed to the services of several private·sector murket research finns who 
specialize in the market segment that is of rccmi!-cligiblc age. 

To help us identify amI anticipate long-teITH trends, we established a National Academy of 
Sciences Committee on the Youth Population and Military Recruiting. This group, composed 01" 
social scientists. business experts, and private-secl.or policy analysts with expertise in marketing, 
comnwnicalions. youth attitudes, I}crsonncl manngcmcnt, and military recruiting, is examining 
long-:crm social, cultuntl, and demographic trends as they arc likely to affect youth receptivity 10 
future recruiting strategies" The Committee's earliest recommendations have included 
suggestions on how to improve the usefulness or our main market research tool, the Youth 
Attitude Tracking StUdy. As J result of these recommendations, echoed by Eske\v-.'vlurphy, we 
have elect!:d to shin to a qU<lrtcrly polling process beginning this fall. Whi\e there are likely to 
be some discontinuities between the data trends we have been tracking for 25 years and lhose we 
will begin to generate this year, we believe that the advantages of a nlore continuous flow of 
iniomultion on the population we are actively recruiting, and the opportunity to do more 
sophisticated hut rapid analysis. make the transition wonh\vhile. We will reevaluate how best 10 
collect youth :Ittiwde data al the end of the year. 

Our cvaluation of recent recruiting chal1enges suggests that. among other issues, somc potential 
recruits have made up their minds against military service by the time recmll.ers approach them, 
We have expanded our market research to indude those individuals who influence the decisions 
young people make - parents, teachers. counselors, coaches ~ and pre~pros:pccts. Armed with 
these results, we hope to design communications strategies that will increase youth consideration 
of military service us u possible alternative, Our initial effort is an advenising campmgn aimed 

, at purcrHs of recruitment-aged children that will be launched in FY 2001. We expect to raise the 
interest of ~)arcnts in learning more <tbout military opportunities. We have established a web-site 
specifically designed to appeal to adults as the primary initial reference 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 of adult influencers. 

In response to the Eskew~Murphy recommendation that we improve our level of marketing 
expertise, we have hired a firm that applies quantitative and qualitative techniques to develop and 
assess communications strategies. This firm is working in partnership with the OSD advertising 
agency to design our influcncer advertising message for best effect. They will conduct 
assessments of how effectively the OSD influencer ads and selected Servicc recruiting ads 
achieve stated communication goals against their target population. These results will enable 
OSO, the Services, and their agencies to modify advertising, if necessary; to reach our respective 
audiences. 

Additionally, we have initiated a comprehensive advertising tracking study. We have hired one 
of the country's most renowned fimls specializing in this research. They will track all OSD and 
Service advertising, br6ad~scale promotional activities, and current events that might affect 
attitudes towards the military. Thc results will be quantifiable measures of the effect of : 
marketing activities on the attitudes of target audiences towards military service. This should 
enable OSD and each of the Services to prioritize expenditures on the basis of more immediate 
measures of' elTectiveness. 

In summary, we have begun the most comprehensive market research agenda since the initial 
years of the All~Volunteer Forcc. It cncompasses a more complete view of the target audience
influencers, recruit prospects, and pre~prospects - and it provides for more complete quantitative 
and qualitative end-to-end assessments as we proceed from concepts to execution to results. Our 
efforts will better underpin both the Services' near-ternl production needs and OSD's 
responsibilities for developing broad-based awareness of military service. 
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1994 

D. RETENTION AND REENLISTMENT 

MILITARY PERSONNEL 

Readiness is the Department's top priority. In fact, 000 is restructuring U.S. armed forces in 
order 10 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 latc 19805, signals were clear that DoD was going to downsize. By conducting the 
Bottom-Up Review and taking a tough, comprehensive look at force structure, the Department 
determined that by 1999 the active duty force requirement would be 1.4 111il1ion -- 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, Iwo important objectives have been achieved. First, 
readiness has been maintained; and second, people are treated fairly. Indeed, one orthe keys to 
maintaining readiness is putting pcople first. Massive reductions-in-forces (RIFs) have been 
avoided, and transition programs for departing members continue to be offered. 

The Departmcnt plans to continue the force and personnel drawdown as initiated in previous 
years. The Artny 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 frolll 
467 in FY 1992 to 373 in FY 1995. Included in the totals is a reduction of one aircraft calTier, 
bringing the 1(ltal to 11 active and one Reserve aircraft calTiers. 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 abc,ut 21 lighter wing equivalents (13 active and 8 Reserve component) from 29 
lighter wing equivalents in FY 1992. Other U.S. attack/fighter air forces will include J0 active 
and one Reserve Navy calTier 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 ofFY 1995. The Air 
Force will also reduce the number of intercontinental ballistic missiles from 930 in FY 1992 to 
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 ofFY 1994, active duty military strength was at 1,705,103; by the end or 
FY 1995, active strength will decrease to 1,523,251. Selected Reserve will be reduced to 964,997 
and civilian employees to 866,927. Many of the civilian reductions were initiated due to die 
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 
is a direct result of accelerated civilian reductions during this past year. The accelerated 
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reductions Inoved FY 1999 gouls forward to FY 1997. These figures could be altered by a'report 
requested by the unned services committees in the FY 1995 Authorization Conference Report. 
This report should idemify a number of active duty positions in the Services, defense agencies, 
and field activities for conversion to civilian positions, freeing mililary members for combat 
positions, 

000 recruits high quality people, provides them the rigorous and realistic training that enable the 
Services to maintain readiness, and finally, rewards their service by treating them fairly. These 
three objectives are not subject to change. Even it) this time of profound change in America's 
!:atlonal security concerns, the Secretary of Defense recognizes thallhese commitments arc the 
foundation ofn successful, ready~to~fighl force. 

TREATING PEOPLE FAIRLY 

The national security of the United States relics on well-trained, equipped, and ready combat 
forccs. In order to execute their respol1sibilities, the men and women of the Services must 
funelion as a unified team, united by it special bond of trost, mutual respect, loyally, and shared 
sacrifice. These interrelationships distinguish the military from other large organizations and 
form the context within which the Department's equal opportunity policies and programs an.:: 
understood, 

Discrimination and sexual harassmenl jeopardize organizational readiness by weakening 
interpersonal bonds, eroding unit cohesion. and threatening good order and discipline, DoD 
sllpports rcad~ncss by comprehensivety addressing human relatIon's issues and by expeditiously 
investigating and resolving discrimination comrbints. 000 strives to ensure it is all organization 
where every individual is free to contribute to his or her fullest potential in an atmosphere of 
]\;speci and <lignity, 

The Dcpartll1.!nt has carefully monitored the effects of the downsizing on minorities and is 
pleased 10 report that minority representation did not experience change as a consequence of the 
defense bui1d~down. Section 533 of Public Law 103-337 requires the Department to report on 
readiness factors by race and gender. This report is at ApPcl1<lix G. The appendix also discusses 
the Department's review of the Services! discrimination complaint procedures and suggested 
improvements to ensure the fair and prompt resolulion of identified transgressions. 

Good qmllity of life , including adequate compensation, is an important component of medium
tcml rcadiness. Toward that end. the President announced a $25 billion increase in defense 
spcnding over ihe next six years. These funds will substantially improve DoD's quality of life 
poslme. lniti.,lly the funds \.vill he targeted on threc broad areas: compensation adjustmenls, 
housing Hnd barracks. improvemenls, and better community services. 

Senior Icaden;hip has pointed to three vital componcnts of support for personnel: adequate and 
fuiT 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 21 st century. 
Ifit does not, the Services cannot continue to recruit and retain high quality people in the all
volunteer force. 

Over the past decade, military pay raises have not kept pace with the private sector, as me~lsLLred 
by the Employment Cost Index -- this continues as a matter of concern. To help safeguard1the 
crfectiveness 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 ofliving allowance in areas of the continental United States where local costs 
excecd 109 percent of national average living costs. Second, the Depal1ment is moving to reduce 
the excessive absorption of housing costs nov,.' being experienced by those in unifonn. Third, 
DoD intends to budget for the full pay raises allowed by law for the anned forces, consistent with 
the readiness initiatives announced by the President on December I, 1994. 

The Department has dealt aggressivc\y 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: 

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

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

• 	 The Department kicked offa review of the subsistence allowance, to perhaps redeline 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-teml readiness. 

PrtJllwtio"s 

Promotions and compensation go hand in hand. There are indications that servicememhers 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 is simply not 
the case. Last year, the Services promoted over 125,000 soldiers, sailors, ainnen, and marines 
into the top five enlisted grades (E5-E9) -- a promotion, on average, for each enlisted member of 
once every live 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; gencrally remaining within 5 percent oftbc levels the Depat1ment saw before 
the drawdown began. For tbe future, tbe Department expects promotion points will improve <Jnt! 
promotion 0PTlortunity will remain steady. ' 

Retelltioll 

During the past scven years, active military strength has dropped by more than 500,000. While 
some additional strength reductions are planned, the Department remains committed 10 Hchieving 
them on a voluntary basis to tbe greatest possible extent. Tt) date, more than 95 percent oCthe 
drawdown has been accomplished through norm.d ~Htrjtion. reduced accessions, <lnd voluntary 
separation incentive programs -- the Vohmtary Separation Incentive (VSI), the Speciul 
Separation Benefit (SSB), and the Tempomry Early Retirement Authority (TEM). The success 
of these voluntary programs has enabled DoD to maintain reasonable promotion flows, to largely 
avoid involuntary separations, and to demonstrate a tonlinuing commitment to treat people fairly 
-- both those who stay and those who leave. A more detailed discussion of retention is found in 
the appendices 10 this report. 

Separatifm ~lIld TrtlIlsitioll 

DoD is making sure that those leaving are treated fairly for the sacrifices made while serving 
their country. The Department remains steadfast in its commitment to offer those leaving 
military service a \vide range of transition services and benefits, A privale research finn round 
that the DoD transition progmm is much morc comprehensive 10 terms ofthc types of services 
provided than many private sector programs, 
Since the beginning of the all-volunteer force, DoD policy has recognized that a positive quality 
of life in the nation's'amled forces is a vital element ofdefense capability, Its commitment to 
treat peoplc right has helped attract the best people to serve in lhe nation's defense, Transition 
support and services arc a vital pan oflrealing members right, even as they prepare 10 leave 
military service and embark upon new careers, This common sense approach to militury 
scparation is c!;scntial for the \vell bcing of all military members, For more infonnatlon on 
transition support to scrviccmcmbcrs. sec the chaptcr on Quality of Lik 

CONCLUSION 

DoD continued to treat all of its active duty. reserve. and retired servicemembers fairly, Service 
in the anned forces will continue to be a great career choice, When the downsizing is complete 
the Department will still have 1 AOO,OOO people on active dUly and over 900.000 in the Selected 
Reserves. The Services will continue to recruit over 200}OOO people each year rOT active duty 
forces -- as well as over 150,000 for the Selected Reserves ~. to maintain the proper mix of 
junior, mid-career, and senior serviccmembers, 

Finally, DoD's overarching goals arc to maintain a high state of rcadiness and to treat peopte 
fairly. That mcans servitemembers of all grades will continue to receive exceptional training and 
educational opportunities, challenging worldwide assignments, and the best equipment 
Advancement opportunities are excellent, particularly when compared to private sector career 
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options, The bottom line is that with good duty perfonnance, career~orienled servicememhers can 
expect to see steady advancement, professional training and education I and challenging 
leadership opportunities. 

MILITARY I'ERSONNEL 

The Department has becn extremely successful in accomplishing its two overarching drawdown 
goals: to maintaIn a high state of readiness and to treat people fairly. Principal features oflhe 
drawdown strategy include synchronizmion of personnel reductions and unit inactivations to 
maintain rcadiness, stratcgic evaluation of workforce needs, caring for individuals. and the 
pacing of reductions to access the numbers of new recruits required to maintain the nee(kd mix 
of experience, grade, and skills. 

Military reductions continued as planned 111 FY 1995. These mcluded an Air Force reduction of 
26,000, an Army reduction of almost 33,000, and a Navy reduction ofmore than 34,000. 
C<Jllsequently, at the end of FY 1995, the Air Force had completed 91 percent of its drawtlowll, 
the Army 95 percent, and the Navy 79 percent The Marine Corps achieved its drawdown . 
strength objec1ive at the end of FY 1994. 

The success with whieh these significant reductions have becr1 made can be attributed to the 
Department's strategy to maintain a close linkage between force structure and personnel 
management programs. For example, a rapid achievement of the force structure outlined in the 
Defense BoHom-IJp Review required significant congressional cooperation and support for 
temporary separation incentive programs, approved early 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. Miflimizing involuntary separations remains central to the Depal'tment1s pLans; the 
vast majority of the reductions have been accomplished through voluntary measures, a 
tremendous accomplishment in the context ufan all-volunteer force. This has resulted in a right
sized force providing challenging career upportunities and one that is cost-efficient and 
sustaimtbIe. 

Civilian dowmizing has also been successfuL Since FY 1989. the DepartmelH has reduced the 
civilian workfi)rcc by approximately 24 percent or 269,000 civilians; morc than 53,000 of these 
reductions occuned in FY 1995. The Department continues to pursue a civilian drawdown 
strategy that cdls lor cumulative reductions in the civilian workforce between FY 1989-2001 or 
approximately 35 percent. ~inimizing involuntary separations by promoting voluntary 
incentives is also a key feature-of the civilian drawdown strategy. Consequently, fewer than 10 
percent of civilian reductions in the past two years were through involuntary separations, which 
arc so costly in morale, productivity" time, and money_ To achieve this result, the Department 
uscd a variety of tools provided by Congress, including hiring freezes, the Priority Placem~nt 
Program. separation incentives, out.placcmcnt assistance, and collaborative ventures with the 
Department of Labor and the Office ofPersonnel Management. 

51 



TREATING PEOPLE FAIRLY 

Supportillg Service Members 

Good quality oflifc,.inciuding adequate compensation. is an important component ofmcd!um
term readiness. Toward that end, the President announced a $25 billion increase in defense 
spending, :lhout half of that was designated for quality of life improvements. Those funds arc 
targeted at three arcas: compensation, married and bachelor housing, and f:l1n![y and community 
support. 

PtlylCompelJsatit)ll issues 

In order to auract, motivate, and retain quality people, the armed forces must provide a standard 
oflh'ing for its members that can compete with lhe private sector into the 21st century. Ifit does 
not, the Services cannot continue to recruit and retain high quality people in this nation's all
voJUlueer force, President Clinton has commiltoo to support the full military pay raises 
<nHhorizcd by law through the end of the decade ~~ an unprecedented commitment, The 
Dcparlmcnt or Defense has implemented a cost of living aHowancc in areas of the continental 
United States where local costs (excluding: housing. which is a separate allowance) cxcced 
nalional average living costs by 9 percent or more, This program is now helping 30.000 military 
fitmilics that are .assigned to high-cost areas. The Department is also moving to reduce the 
'cxcessive absorption of housing costs: now being experienced by those in uniionn. 

The Department continues to aggre..<;:slvcly work initiatives to lmprove 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 Budger; 
these were enac1ed as pari of the FY 1996 National Defense AUlhorization Acl: 

• 	 Basic Allowance for Quarters for E~6 without Dependents on Sea Duty will exrend 
entitlement to quarters allOWllnces for Single petty officers assigned on sea duty. This 
allo'vvs lhese members 10 establish and maintain permanent residences ashore. 

• 	 Tender Sea Pay will establish continuous entitlement to Sca Pay for crcw members 
assigned to ships designated us tenders. Currently, tender crew members only qualify 
\vhile their ship is away from port, 

• 	 Family Separation Allowancc~1f for Geographic Bachelors will authorize family 
separation allowance during deployments for members who become geographic bachelors 
during pennancnt relocations. 

• 	 Servicemen's Group Lifc Insurance covcrage will rise from 5100,000 to S200.000 
automatically. Coverage could still he declined or reduced ifmernher docs n01 want 
maXImum, 

• 	 Dislocation Allowance for Base Realignment and Closure Moves wilt provide 
Dislocation Allowance 10 members who must relocate in a Base Realignment and 
Closure (BRAe) move. Current law requires service members to change jobs and have a 
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government-funded move before receiving this allowance. This change wili account for 
costs incurred due to local BRAC~required moves, 

These improvements directly and measurably assist members ofthc armed forces and their 
Gmlilics, MQreover, these inveslments constitute a sound means of preserving high levels of 
personnel readiness. 

Promotioll:> 

The Services have worked hard lo provide reasonably consistent promotion opportunities in 
order to meet requirements, ensure a balanced personnel foree structure, and provide a 
meaningful opportunity for all service members. There is a common misconception that 
promotions have been frozen because of the dra\,vdown, but tbai is simply not the case. 
Promotions have remained generally steady during the drawdown. Last year, the Services 
promoted over 1 10,000 soldiers, sailors, 'lirmcn, and marines into the top five enlisted grades 
(E5-E9), There has been on[y n slight increase in the average promotion time for some grades 
and skills. OffLcer promotion opportunity also has held steady, gcncrully remaining within 5 
percent oCthe levels before the drawtlawn began, For the future, the Department expects 
promOlion points will improve and promotion opportunity will remain steady. 

As the Services complete their downsizing, the focus shins to the task of stabilizing the force. 
Any druwdown of the size that has been achieved, even onC carefully .:!Od successfully managed, 
will cause turbulence -- it is an inevitable by~product of change, Therefore, DoD is now taking 
steps to return a sense ofstability to lhe nmlcd forc~s. 
One of the most important elements of this effort is Secretary Perry's Quality of Life InItiative 
(see Quality of'Ufe chapter for a complete discussion ortbis inItiative). Less quantifiable i'actors 
also e0l11rihute to a stable envirollmcnt for service members. These include visible and 
ch.tllcnging career opportunities. healthy military communities j the satisfaction of reasonable 
cxpectations fi)r the futurc, and the avnilability of a military career lur Ihose who perionn \.velL 
Compensation, housing, and family support, the central points oftnc initiative, are keys to 
creating the sense of stability, 

Finally, personnel tempo (PERSTEMPO), ihe amount of time service members spend away from 
their home base. is an important component of force stability. PERSTEMPO has increased 
somewhat sillce the end of the Cold War, partIcularly for the Anny and Air Force, as DoD has 
reduced forces stationed overseas. The Navy and Marine Corps, though more accustomed to 

routine deployments, have also seen some increase in PERSTEMPO, If this rate were to become 
tno high, it could have a negative effect on the stability of the forcc. But. while there are certain 
spcciJ1c units :lnd military specialties which have been used repeatedly, DoD believes the burrcnl 
PERSTEMPO ofthe force as a whole is sustainable. PERSTEMPO has been hIStorically high for 
lhc Services and has increased since lhc end of the Cold War. Despite the increase in 
PER STEM PO, overall morale. relentiotl, and readiness. remain high. This is due, in part, to the 
fact that service members have always derived a sense ofpurpo$c <md satisfaction from the 
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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 impact on the quality of1ife of 
members. For the small number of units subjected to a high deployment rale, DoD is now taking 
steps to allevlae that strain, including increased use of the Reserve Component (See Readiness 
chapter for a fl,LlI discussion of PERSTEM PO initiatives) 

Sep(lration and Transition 

While the nlllr:bcr of scpnrations in the remainder or the 1990:; is expected 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 between 250,000 
and 30{l.OOn {l!;llve duty personnel annually. Evcn after the drawdown, separations will average 
250,000 per y<:ur, 

Military pClsonnel have certain advantages in thcjob marketplace; they are, on average, better 
tmmcd, educated, und disciplined than their civilian counterparts, However, they also have three 
distinct disadvantages in seeking and securing civilian employment 

• 	 Most have never competed in the civilian Jabor force for a job and even those that have, 
have nJ)t donc so for at 1east three or four years and many for as many as 20 to 30 years. 

• 	 Most military members live the majority of their daily lives m a largely separate sqcicty 
and have not established the civilian networks key to successful job hunts, 

• 	 Many mil italY members are cllrrcntiy assigned greut distances from job markcts ihey 
want to enter, arid a substantial portion arc either afloat or overseas. 

On a per capit:l hasis, unemployment costs to DoD have been signi ticantly reduced as a re~mlt of 
efforts to provide job assistance and pre-separation counselirig through the established Transition 
Program. Since the beginning of the aU-volunteer force, DoD polley has recognized that a 
positive quality of life in the nation's amlCd forces is a vital element of defense capability. Its 
commitment to treat people right has heJped attract the best peoplc to serve in the nation's 
defense, Transition support and services are a vital part o[trcating members right, even as,they 
prepare to leave military service and embark upon new careers. This common sense approach to 
military separation is essential for the well being ofall military members. For more information 
on transition support to service members, sec the chupteron Quality of Life, 

l 

IMI'ROVI:";G FORCE MANAGEMENT 

Future Ojfi(:er Management 

The Defense Officer Personnel Management Act (DOPl\:1A) is the cornerstone of the 
Dcp~lftrncnt's officer management system, and has served the Departmen1, Services, and 
individual officers well for the past 15 years, Further, DOPMA~ along with other special 
pn.)grams provided by Congress, gave the Department the flexibility to manage the drawdown of 
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the orficer force in a humane way, treating officers right, while maintaining readiness. 
Nonetheless, 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 21 st century. This is a 
long-term effort that will look at all elements of the officer life cycle from accession, through 
training, utilization, and promotion, to separation or retirement. 

Improl'illg Compellsatioll 

The law requires the President to conduct a complete review of the principles and concepts of the 
compensation systems for members of the unifomled services every four years. President Clinton 
signed a chartl:r for the Eighth Quadrennial Review ofMililary Compensation (QRMC) in 
January 1995. Previous QRMCs focused on the existing system and how to improve its 
effectiveness; 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 attract. 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 charactelistics of the military and the environment impacting it; 
setting forth a framework for military compensation in the 21 st century. 

• 	 Identifying new and emerging approaches to compensation and assessing their 

implications for the military. 


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

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

The Eighth QRMC is expected to complete its work in June 1996. 

55 




1996 

MILITARY PERSONNEL 

The Department has been extremely successful in accomplishing its two ovcrarching drawdown 
goals -- to maintain a high state of readiness and to treat people fairly. Readiness has been 
maintained; a balanced force is 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 sliccess with which significant reductions in military personnel were made can 
he attributed to the Department's strategy to maintain a close 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, early retirement authorizations, transitional assistance, 
and relief fi'om 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 
career opportunities and one that is sustainable well into the next century. 

TREATING PEOPLE FAIRLY 

Pay alld Allowallces 

In order to attract, motivate, and retain quality people, the armed forces must provide a standard 
of living for i1S members that can compete with the private sector. If it docs not, the Services 
cannot continue to recruit and retain high quality people 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 law 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 ifhis or her housing costs do not go down. 
Programs were also implemented to provide Basic Allowance for Quarters (BAQ) to single E-Gs 
on sea duty, continuolls sea pay for crew members assigned to tenders, family separation 
allowance for geographic bachelors, Dislocation Allowance for members relocating due to Base 
Realignment and Closure (BRAe), and automatic 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 unifonn. The FY 19974.6 percent BAQ increase fliliher 
reduce members' out-of-pocket costs. 
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The Department pursues its military compensation init.iatives through a unified legislative and 
budgeting process. The following departmental legislative initiatives that were- enacted as part of 
the FY 1997 National Defense Authorization Act. 

a 	 Basic Allowance for Quarters for E-5 without Dependents on Sea Duty authorizes 
quarlers allowances for single petty officers assigned to sea duty. This alJows these 
membe.rs to establish and maintain permanent residences ashore. 

• 	 Round~lrip travel for picking-up a privately-owned vehicle is alia-wed for members when 
they must transport their privately-owned vehicles to and from a port when moving 
between the United States and overseas. 

• 	 Privately-owned vehicle storage wil! permit members to store their velllcles, at 

govemment expensc, when a p-crmanent change of station to a location overSeas 

precludes entry of their vehicle or rc-quiremcnt of slIbstantia! modification. 


• 	 Variable HOllsing Allowance Floor fOr High HOUSIng Cost Areas that will ensure all 
members rcceive at lcast a minimum adequate level of allowance for housing Costs. 
Locality floors would be determined by independent Housing and Urban Development 
Fair Market Rent data and tbe member will receive the higher of the normal (member 
survey) VHA or this new VHA locality flOOL 

• 	 Dislucation Allowance Increase from two months basic allowance for quarters to two
and-om>hal f months. This win bctter compensate members for a variety of 
nonreImbursable costs incur:OO in connection with the move of dependents during a 
penr:anent change of station. 

These improvements din.x:tty and measurably assist members of the amled forces and their 
furn! lies. Moreover, these investments constitute a sound means of preserving high levels of 
personnel readiness. 

Prolltotiolls 

The Services have worked hard to provide reasonably consistent promotion opportunities in 
order to meet requirements, ensure a balanced personnel force structure, and provide a 
meaningful opportunity for aU service members. There is a common misconception that 
promotions have been frozen because afthe drawdown, but that is simply not the case. 
Promotions have remained generally steady during lhe drawdown. Last year, the Services 
promoted 110.554 soldiers, sailors., aimlen, and marines into the top five enlisted pay grades (E-S 
to E~9)_ Overall l average time in service at promotion has accelerated by about six months since 
1995. Officer promotion opportunity also has held steady, generally remaining within 5 percent 
of the levels before the drawdown began. For the future, the Department expects some 
acceleration of the earecr-tllmng of promotions, with the overall promotion-selection rate 
ren1aining $leady. 

Force SlabililJ' 

http:membe.rs


As the Services complete their downsizing, the focus shifts to the task of stabilizing the forcc. 
Any drawdown of the size that has been achieved, even one carefully and successfully ma)ulged, 
will cause turbulence. It is an inevitable by-product of change. Therefore, DoD is now taking 
steps to retum a sense of stability to the anncd forces. 
Compensation, housing, and family support, the central points of the initiative, arc keys to 
creating the sense of stability. Less quantifiable 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 (PERSTEMPO), 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 tnJe for the Army and Air Force. The Navy and Marine Corps, though more 
accustomed to routine deployments, have also seen some increase in PERSTEMPO. If this rate 
were to become too high, it could have a negative effect 011 the stability of the force. While there 
are certain spe::eific units and military specialties that have been used repeatedly, DoD believes 
the cunent PERSTEMPO of the force as a whole is sustainable. Overall morale, retention, and 
readiness remain high. This is due, in part, to the fact that service members have always derived 
a sense of purpose and satisfaction from the opportunity to perfonn the functions for which they 
joined the military. ~owever, there are some indications that high PERSTEMPO in certain units 
has a negative impact 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 increased 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 unifonned 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 existing compensation system and 
how to improve its effectiveness; 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 auract, retain, 
and motivate the diverse work force of the 21st century. The QRMC is: 

• 	 Conducting a comprehensi ve review of current compensation and human resource' 
management theory/practice. 

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

• 	 Identifying ncw and emerging approaches to compensation and assessing their 

implications for the military. 
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• 	 Designing components of a future compensation system; suggesting how the human 
rcsource management system can be employed strategically to accomplish organizational 
objectives; proposing implementation strategy .. 

• 	 Establishing 000 as a leader in attracting, retaining, and motivating the diverse work 
force of the 21 st century. 

MILITARY PERSONNEL 

The U.S. military is the finest in the world because orthe 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. 

TR~:ATlNG PEOPLE FAIRLY 

PI'J' alld Al/olIJallC..'cs 

In order to allract, motivate, and retain quality people, the amlcd forces must provide a standard 
of living for its members that can compete with 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 year, 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 HOllsing 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 ofT a privately owned vehicle, and government storage of vehicles when they cannot be 
shipped or whc:n the member is deployed in excess 01'30 days. 
Additionally, the Department proposed a number of initiatives that were included in the FY 1998 
National Defense Authorization Act. The most significant were reform of the Housing 
Allowance and Basic Allowance for Subsistence (BAS). 

Housing allowance refoml 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 hOllsing 
allowance based on commercially provided housing cost data. This will result in an allowance 
for every pay grade and every location where military members are assigned. It will help ensure 
the allowances arc sufficient to provide each member with the ability to obtain housing that 
meets a minilllulll adequacy standard. This reform will also decouple housing allowances from 
pay raises and get the right amount of money to the right peoplc, limiting thc housing cost 
burden on 1-Icrvice members. Phased in over a multiyear pcriod, implementation will be cost 
nelltraL 
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Refonu of BAS win correct long-standing pay ine(]uities between enlisted service members. It 
will also dclink increases in BAS from pay raises and link increases in the subsislence allmvance 
to an appropriate food cost index. The BAS refonn efforts. again phased in over a multiyear 
period, will rcsul! in an increase in the level of subsistence allowances for over 400;000 junior 
enlisted personnel and ensure that the allowance adequately covers the food costs of enlisted 
military members. 

Other legislative initiatives in the FY 1998 National Defense Authorization Act include: 

o Increased maximum Aviation Continuation Pay bonus from $12.000 to $25.000 to rctain 
aviators ill critical shortages and increased Aviation C,m::er Incentive Pay for aviators with 
over 14 years ofservice. 

o $2,000 overseas tour extension bonus for 12 month extensions. 

o Increased maximum nuclear officer bonus and special pay to arrest declining retention. 

o lncreasl!d hazal'dous duty incentive pay from $110 to $150, and rrce falll>lll'achuic duty pay 
from $165 pCI' month nne to $225 per month, 

o New hOBus for dental officers and increased dental officer incentive pay. 

o Family Sepamtion Allowance increased from $75 to $100 a mOllth. 

o Authorizntion for the Department to design and implement u Deploymellt Pay to replace 
Certain Places Pay, 

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

Imprtwillg CompclIsurhm 

President Clinton chartered the 8th Quadrennial Review of Militlf)' Compensation (QR.V1C) in 
1995,::IS required hy Title 37 u'S.C He directed that this review look 10 the future and identify 
the components of il military compensation system that will attract, retain, and motivate the 
diverse work force of the 21st ccrHuI)'. 

The 8th QRMC rc~)ort. completed in 1997. describes how the Department of Defense ami the 
Services can organize, manage, and reward their people by aligning all elements of the human 
resoUl"ce management system to support organizational leaders throughout DoD. This strategic 
approach to human resource management will contribute to the Department's revolution in 
business amlirs. The QR.MC affords an opponunity for DoD to change strategic direction, to 
make its. leaders even more effective, and to further enhance its overall organizational 
performance, 

1~1PROVING FORCE MANAGEMENT 
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ProllJotions 

The Services have worked hard to provide reasonably consistent promotion opportunities m 
order to med requirements, ensure a bal.anced personnel force structure, and provide n 
meaningful opportunity for ali service members. There is a common misconception that 
promotions have been frozen because of the orawdown, but that is simply not the' case. 
Promotions have remained generally stc,Kly during thc drawdown, For FY 1997, the Services 
promoted 112,038 soldiers, sailors, airmen, ~tI1d Marines inlo the lop fivc enlisted pay grades (E
5 to E-9). Ofncer promotion opportunity also has held steady, generally remaining within 5 
percent of pre~drawdown levels. For the future, the Depanment expects promotion opportunity 
will relltain slI:ady. 

Th~ DcparHl1el1t of Defense is taking steps to return n sense of stability 10 the anned forces 
following the unavoidable turbulence of the drawdown, Improvements in compensation, housing, 
and family support are central to creating this sense of stability. Less quantifiable factors also 
contribute to a stable environment for serVice members, including challenging career 
opponunities. hca!lhy Hlllitnry communlhcs, and the availability of a military career for those 
who perform well. 

Personnel tcmpo (PERSTEMPO). the amount of time service members spend away frOIll their 
hom!! base, is 311 important component of force stability. PERSTEMPO has increased as DoD 
hus reduced forces stationcd overseas since tbe end of the Cold Wur. While there arc certuin units 
amI military specialties which'have been deployed repeatedly, DoD officials believe the current 
PERSTEMPO of Ihe force as a whole is sustainable rmd that overall morale and readiness remain 
at acceptable levels. Nevertheless, the Department has made PERSTEMPO a foclis of its qU<llity 
of life effort in order to avoid future problems. 

MILITARY PERSONNEL 

Promotions 

The Scrvicc..'l have worked hard to provide consistent promotion opportunities in order to mcet 
requirements, ensure tl balanced personnel force structure, and provide a meaningful opportunity 
for all service members, Promotions will remain steady during thc final stages of the drawdowu, 
During FY 1998, the Services promoted 105,390 soldiers, sailors, ailmen, and Marines into the 
top live enlisted pay grades (E-5 to E~9). Oflicer promotion opportunity will also hold steady, 
remaining within 5 percent of pre· draw down levels, 

Force Sttlbility 
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The Department of Defense is laking steps to roturn a senSe of stability to the armed forces 
following the unavoidable turbulence oflhe drawdown. With the drawdown 98 percent complete, 
the Department hus shi Oed i1s focus to personnel policies designed to manage a steady state 
force. Currently, retention is stable; however, pockets of retenlion difficulty are beginning to 
develop within each of the Services. Thc constant challenge to retain personnel with techn,icat 
skills sought by civilian employers is exacerhated by the surging bigb~tcch economy, which 
offors high salaries and a more predictable family life. To compete in this environment. Ihe 
Department is fl1eusing on retentlon initiatives that ilidude compensation improvements and an 
expanded commitment to quulily of life, 

Personnel tempo (PERSTEMPO), the amount oflime service members spend away from their 
home base, fornls unImportant component of force stability. PERSTEMPO has increased as the 
Departmem has reduced forces stationed overseas, focusing instead on force projection from 
stateside locations, While certain ullits experience repeated deployments, the aggregate 
PERSTEMPO rate for DoD is sustainable today~ ho\vever, these rales have adversely affected 
retention rates. PERSTEMPO remains a focus wi1hin the force stability equation, Anecdotal 
infonnation gathered through FY 1998 serves as- a reminder that PERSTEMPO must remain a 
priority foclis within the force stability equation. 

MILITARY PERSONNEL 

ReteutiQIl 

Today's retention environment is characterized by frequent employment of the amlcd forces ill a 
variety ofroles and missions imended to ensure regional stability and economic progress in 
important areal{ of the world. Such an environment requires a fully manned, agile military 
operating within milored force packages that support varied missions. The Department's ability 
to meet Ihese commitments may be challenged by the retention strains currently being 
experienced. Pilot retention is a major concern within the Air Force and the Navy, Projections 
from both government and independent agencies forecast a sustained increase in commercial 
airline hiring, which win continue to affect manning in this critical career field. The Department 
is enacting a full range of management initiatives and retention incentives 10 ensure that cockpits 
stay manned, Where individual qualification and experience allow, the Department's goal is 10 

fill non-l1ymg staff billets within the ~avy and Air Force mnks with non-llviators in order to 
preserve pilot to aircraft ratios. Aviators Hrc not the only retention concern. The Army has 
experienced an unCXllcctcdly high joss rate for captains. who comprise 35 percent of its officer 
corps, arc vital to the Army's abiliiy to accomplish its mission. The Navy's surface: warfare 
officer shortage challenges fleet operations worldwide, ami the Marino Corps has growing 
concerns about fixed wing pilot losses. All of these arens will continue to receive close: 
management review to correct shortfalls and to prioritize the dis.tribution or avnilabJc manning, 
placing assds where lhey best support operational readiness. 
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With regard to the enlisted force, the Amly is meeting overall retention goals, but encountering 
shortages in some of the low-density, high-demand occupation fields. Although Navy first
termers and mid-career petty officers are not enlisting at the pace of recent years, the exp~rience 
mix is generally good. The Air Force is undergoing an unusual downturn in retention and 
management Efforts continue to focus on the critical sortie generating skills such as crew chief, 
avionics maintenance, and air traffic control. Marine Corps retention remains steady. The Corps, 
however, is 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 segmen(s of 
the force that may be overstressed by deployment patterns. These efforts include reductions in 
the number and scope of inspections and exercises, as a means of eliminating retention 
detractors. 
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F. ADVANO:D DISTRIBUTED LEARNING INITIATIVE 

Ovcnicn' 

This Administration has been at the vanguard of improving the readiness of the Department 
through life·long learning technology initiatives. The Executive Office orthe 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 opportunities for federal government 
employees. 

Enhancing the crlicicncy and effectiveness of learning is critical to both national defense 
and to national competitiveness. The Advanced Distributed Learning (ADL) Initiative has 
provided the vision, strategy, and common technical framework for building a future learning 
environment that can support national nceds. The ADL Initiative and the Sharable Courseware 
Object Refcrence Model (SCORM) are notable achievemcnts of this Administration and have 
been widely n!cognized and supported by major U.S. businesses and universities. 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 opportunities to achieve a greater degree of rca~incss than was judged available when 
they were called to Operation Desert Storm. The Office of the Secrctary of Defense (Readiness and 
Training Office) initiated the (then) Total Force Distance Learning Action Team to focus on RC 
training needs. In the early 1990's, Congress authorized and appropriated significant funds for 
National Guard use in providing increased access to learning opportunities. This initial funding 
bccamc thc beginning of the ADL Initiative in the Department of Defense (000). 

In the Quadrennial Defense Review (QDR) of 1996, the Department of Defense decided 
to develop a Dcpartment-wide strategy to harness the power oflcarning and information 
technologies to modernize education and training. The strategy is called thc Advanccd 
Distributed Learning (ADL) Initiative. The ADL Initiative scts forth a new paradigm intended to 
implcmcnt the Secretary's training vision -- to provide a framework for using distributed learning 
to provide high.quality education and training that can be tailorcd to individual needs and 
delivered cost-cffcctively, anytime and anywhere. Importantly, thc Initiativc's undcrpinnings 
and applications are gernlane not only to the 000, but to othcr government organizations, 
acadcmia, and the private sector, as well. The ADL Initiative, thereforc, is a structured, adaptive, 
collaborative effort between the public and private sectors to develop the standards, tools, and 
learning content for the future learning environment. 
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[n November 1997, the White House Office of Science and Technology Policy (OSTP) 
and the DoD onlcially launched the Advanced Distributed Learning (ADL) initialiv\!, 

In 1998, motivated principally by the progress made by the DoD ADL lnitiutive, by the 
Army National Guard. and by other federal agencies (c,g., the Department of Labor). the OSTP 
moved to consolidate federal efforts via a Federal Training Technology Initiative (FTT!). President 
Clil1tOli issued an Executive Memorandum, Enhancing Learning aJld Education Through 
Technology, on January 30lh

, 1998. In the memorandum, thc Administration directed a focused 
Government-wide elTon to explore how Federal programs and initiatives can hcttcr support the lise 
of techno logics for lifelong learning. The FTTI's leamin~ technology vision encompasses a 
number of national electronic leaming initiatives geared loward using the power of learning 
technologies to broaden the reaeh ofeducators and trainers \\"ho are faced with the duunting 
challenge ofmoving America's work force into the Inrormation Age. 

At the :;amc time in 1998, Congress also reviewed the status of miliJ.:!ry rC<tdincss. following 
concerns expresscd hy the Comm;mdcrs in Chief(CiNes). the Services, and tbe Joint Staff about 
troubling readiness indicators within the Active Components. Recognizing today's broad Internet 
usage and the progress that had already been made incorpomting the power ofleaming technologies 
~~ by the Anny Na1ional Guard, academia, industry, and Congress ~- Congress directed the DoD to 
develop a Strategic Plan and an Implcm<'-'1ltation Plan for bringing advanced distributed learning to 
the Total Force. 

Tbe Vit:e President hosted l.I lifelong Learning SU!1unit on Ji1IiUl.UY 12, 1999 in support of 
tbe President's Federal Training Technology Initiative. Secretary of Defense WillimTI Cohen 
submitted his vision and innovalions for using technology, Secretary Cohen infonncd the Vice 
President that the vision and the objective of the DoD's ADL Initiative ", ,,is to ensure that men and 
women in the Department of Defense have access to the highest quality education and tmlning that 
can be tailored to their needs and dclivenxl cost effectively. anytime, and anywhere," Immediately 
following the Summit, the President signed Executive Order 13 J I I, Using Teclwol()gy f() fmpro\'c 
Training OpportUllities for Federal Gaven/weill Employees. Among other things. the Execu'tivc 
Order directed the DoD to take the federal lead in developing icaming technology sttmdards In 
cotlabomtion with academia, industry. and other government agencies. 

The Strategic Plan for Advanced Distributed Learning 

MSection 378 of Public Law t05 261. the Strom ThumlOnd National Defense Authorization 
Act for Fiscal Year 1999, required the SecretaI)' of Delcnse to develop a strategic plan for guiding 
and exp<mding distance leaming initiatives within the 000. The law also required [he plan to 
inelude a prOVision for the expansion of such inItiatives over five consecutive years beginning in 
FY 2000, 

The Strategic Plan includes two parts. The first is the Stfategy, Department ofDefense 
Slrategic Plan/or Advanced DisfrilmJcti Learning, slIbmiUcd to the 106111 Congress on April 30, 
1999. The secund is the Implementation Plan, Department ojDefellse Implementation Plan for 
Advanced Distributed Learning. submitted May 19, 2000, [Of carrying out the Strategy. The 
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Strategy dcsclibes the use of distributed learning technologies across the DoD on a broad scale and 
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. 

The Strategy also is responsive to Executive Order 13111, Using Technology to Improve 
Training Opportunities Jar Federal Government Employees, and to the vision statements provided 
by the Secretmy or Defense and the Chainnan of the Joint Chiefs of Staff. It draws on assemblies of 
expcI1s on educatiolland training within the Department, who have met in multiple forums, 
including a landmark assembly hosted in February 1999 by the Commander-in-Chief, U.S. Atlantic 
Command in Norfolk, Virginia. In addition to addressing the training needs of to day's force, the 
requirements-based Strategy is aimed at the projected training needs or the future force, both 
military Hnd civilian. It is a dynamic template, which uses the leadership orthe Office of the 
Secretary of Defense COSD) to guide DoD's learning-related business processes as they evolve 
from today's models to those required for the future. 

The overarching framework for the Strategy is shaped in large part by the Secretary's and 
Chainnan's vision statements, Executive Order 13111, and several congressional taskings. They 
provide the "why." The Strategy and its companion Implementation Plan provide the "who, what, 
how, and when." 

The Implementation Plan for Advanced Distributed Learning 

The Implementation Plan describes the DoD's approach to carrying out the Department 
ojDeJense Strategic Plan Jor Advanced Distrihuted Learning, and includes infonnation 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 GovcmmclI{ Employees, and with the vision statements of the Secretary of Defense 
and the Chairman of the Joint Chiefs of Staff. It draws on assemblies of experts on education 
and training within the department, who have met in multiple fora. Counsel has been sought and 
taken from hoth puhlic 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. Amled Forces for the ncxt millennium and to address the specific directions 
and focus provided by various mission-need statemcnts. The Department ojDeJense 
Implementation PlanJor Advanced Distributed Learning reflects the department's commitment 
to building the learning 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 
developed. This involved meeting with standards organizations such as the Learning 
Technology Standards Committee of the Institute of Electrical and Electronics Engineers (IEEE), 
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the Instruction Management Project, and the Aviation Industry Computer-Based Training (CBT) 
Committee. Step-by-step agreements were forged as to wh~! needed to be standardized.. Next, 
technical meelings were held in each of the key areas, ADL participated in many meetings, 
\cading some in new technical areas. Over time, these meetings culminated in a set of 
specifications that were incorporated into the ADL's Sharable Courseware Object Reference 
\1odel (SCORM). SCORM provides a reference model defining a Weh-hased learning "content 
model"; a set of interrelated sped ficatiol1s; a process that knits together disparate groups; and a 
bridge rrom emerging technologies to commercial implementation. 

Reprcsentatives from the military services and industry discussed requirements and 
proposed solutions over a lwo~year period. For its part, the ADL tcam worked in 1he background 
to establish 5UPI)Qrt for the effort within the DoD, This required frequent meetings with military 
training 4md policy leaders as well as liaisons with other Federal organizations. 

January 31, 2000 marked the inauguntl release of Version 1.0 of SCOR.\tt, providing the 
foundation for how the DoD \\,'111 usc learning technologies to build and operate in the learning 
environment orthe future. TIIC release of version LO of the SCORM completed the task set fonh 
by the President in Executivc Order 13l11. 

Many commercial vendors. technology firms, and academic partners havc offered 
positive statements supporting the release. Some commercial supporters include, but are n01 
limited-to Microsoft, Sun, IBM. Oracle, Netscapc. click21earn.com, MacTomediu, and the Masie 
Center. lntcrnalional standards bodies such as. the IMS Global Learning Consortium, Inc. OMS), 
the Aviationlnduslry CST Committee {AleC). and the IEEE support the standard,lI1 addition to 
academic pm1ncrs from the Cnivcrsity of Wisconsin System, \Visconsin Technical College 
System, and Carnegie Mellon University, The ADL specifications hold the promise to provide 
learning th,lt is better, faster, ~md cheaper hy hringing learning to the classroom,job site, or home 
anytime it is needed. 

0" March 28, 2000, the Principal Deputy Under Secretary orDerense (Personnel and 
Readiness) signed the Common Specification for Advanced Distributed Learning (ADL) 
Memorandum. In the memorandum, the ODD education and training developers were challenged 
to work col1aboratively, across the Department, academia, and the private sector. to develop 
ADL prototypes and content that confom1 to the new SCORM spcci fication. Such developments 
arc CSSCTltlaJ to refining the SCOR..,\1 and to creating sufficient amounts of reusable and fllatfonn~ 
indepcndcnl learning in order to educate, train, and aid perfonnancc. 

Collaboration Among the Federal, Private and Aeademic Sectors 

To support collaborative endeavors, several ADL Co-Lahomtories (Co-Labs) have been 
established which can be accessed physically or over the [ntemeL These ADL Co-Labs develop 
and make avuilahlc to all DoD components and ADL partners sofiwarc and guidelines to ensure 
that lcl:rrnlnJ; munagemem systems. authoring tools, and learning content arc "ADL~compli(1nt." 

67 


http:click21earn.com


In support of the ADL Initiative, the Institute for Defense Analyses (IDA) established the 
ADL Co-Lab in Alexandria, V A in 1999 to provide an open, collegiate environment for: 

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

• 	 Sharing data, infonnation, and lessons leamed with 000 components, govcmment agencies, 
and thc private sector. 

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

In November 1999, the Anny, Navy, Air Force, Marine 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 activc\y participates with the ADL Co-Lab in Alexandria, VA. 

The Joint ADL Co-Lab was established 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 
govcmment, by academia, and by industry. It also serves as a common resource for evaluating 
the application of ADL technologies and products to specifically address military and civilian 
training, education, and perfonnance aiding requirements. Working with the ADL Co-Lab iil 
Alexandria, V A, 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 Jmlliary 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 gcneration oflcaming technologies that enable distributed 
[earning. The agreemcnt established an "Academic ADL Co-Laboratory" to serve as a focal 
point for internet-based distributed learning within the state 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, subject maller expertise, 
cOl11mon tools and standards, and course content. 

Conclusion 

Studies have shown that the usc of ADL technology-based instruction reduces cost by 30
60%); reduces time by 20-40%; increases effectiveness by 30%; increases student knowledge and 
performance by 10-30%; and improves organization efficiency and productivity. ADL al~o 
improves costs and efficiencies by distributing instructional components inexpensively to! 
physically remote locations and simulating expensive devices for both operator and maintenance 
training. 
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The strategic shift from learning solely in the central classroom to learning in the unit, 
where and when required -- while maintaining quality -- will ensure higher readiness and 
improve the mission availability of personnel. The indicators of success for the distributed 
learning investment are measurable, in ternls of improved unit cohesion, increased availability 
for operations, and increased operational readiness stemming from unit management of learning 
assets throughout the Department. 

This Administration recognized the need to harness the power of evolving learning 
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: 
Trallsforming Federal Trainillg. The work begun by this Administration has broad public and 
private sector support. The Congress has on a bipartisan basis provided resources to the Federal 
effort to reengineer and to create the learning environment of the future. 
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CHAI'TER 6 - ~"L1TARY HEALTH CARE 

A. 	 IWrmNT BILL OF RIGHTS AND RESPONSIBILITIES 

In November 1997, President Clinton directed the Vice President and the Secretaries or 
the Executive Agencies, including the Department of Defense, to review the l\:lilitury Health 
System (MHS) for compliance with the Administration [nitiative 011 the Patient Bill' of Rights. In 
response. on February 19, 1998, the Vice President submitted an Administnttion Report to the 
President outlining actions each department could take to implement new patient protections for 
federal health cure beneficiaries. 

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

• A strong grievance and nppcals process; 
• 	 Promotion oftilc use ofprimury care managers (peMs) who have 

advanced training in womcn's hcalth issues for women beneficiaries and {he usc 
of sllccialists a,'{ PCMs tor lhos~ beneficiaries with chronic diseases; and, . 

• 	 Ensuring that patients have the'right to fully discuss alllrcutmcnt 
options and have information provided to them regarding financial incentives in 

I 
our health system. 

In order to ensure these administrative actions Were achieved, on July 30, 1998, the 
Secretary of Defense signed Department of Defense Directive 6000.14, "Patient Bill of Rights 
and Responsibilities illlhe Military Health System." The Dircc1iveaffirmed departmental 
commitment to all the provisions of the Patient Bill of Rights, and identified changes in the MHS 
that would address areas in the military health program that required new inilialives. 

In October 1998, the Secretary of Defense sent an update to (he Vice President, wnich 
was incorporated into t\ 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 
issuance of the Directive, thc establishment oftlIe Healthcare Consumer Consortia throughout 
the MHS, and new steps being taken to improve continuity of care protections. 

Il. 	PATIENT SAFETY 

In Novemher 1999, the Institute of Medicine released theirreport on patient safety, "To 
Err is Human." The report made clear the serious need for improvements in patient safety 
throughout the U.S. hc;:dthcare system, 

On Dcecmhcr 7. 2000 President Clinton directed the Quality Interagency Coordination 
Task Poree (Qui C) to report on the Federal role ill impfO'ving patient satety. III Fcbmary 2000, 
the QulC agellcicR suhmittcd a report to the President. entitled "'Doing What Counts for P~lticnt 
Safety: Federal Actions to Reduce Medical Errors and Their Impact," which outlined Ihc Feticr,tl 
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response to the 10M report, including Department of Defense changes to the Military Health 
System (MHS). The phn focuses on creating a euhurc ofsafeI)' nnd making the systems changes 
needed 10 provide the sa rest possible care for our patients" 

In nn effort to meet the President's directive, the Department of Defense is in the process of 
promulgating a Department of Defense Instruction (DoDI), which will be signed by thc Deputy 
Secretary of Defense for implementation throughout the MHS, 111e DoDI establishes several 
PIQ~rams within the MHS to improve the clinical processes including tbe following: 

• A Military Health System Patient Safety Program (MHSPS!') to 
identify and centrally report actual and potential prohlems in medica! systems and 
processes and to implement effective actions to improve patient safety and health 
care quality throughout the Military Health System; 

• Procedures in every miliwry hospital or clinic for a dedicated program 
for avoiding medical errors and improving patient safety that is focllsed on 
prevention, not punishment, and on improving medical systems and processes to 
overcome preventable errors~ 

II A MHS Patient Safety Center (MHSPSC). including a Patient Safety 
Registry through the Amlcd Forces Institute of Pathology; 

II Two Centers of Excellence within the MHSPSC to develop programs 
to improve communication, coordination and teamwork in the provision of health 
care in MTF's and operational units; and, 

a Establisbes a Health Care Tcam Coordination Progmm for each 
military service. 

Additionally, among the initiatives being developed for the MHS, !he Department of 
Defense is establishing a new reporting system in its over 500 hospitals and clinics, The 
reporting system, which will be augment the Department's mandatory reporting system. is 
designed to improve detection of errors, to increase ullderstaJiding of their causes and to Ic?d to 
improvements in patient sa/cty th.roughout the Military Health System. It witl collect iufonrmtion 
on adverse events, medication errors, and other patient safety Issues. The data will be used to 
design corrective action to ensure patient sarety. 

In Spring 2000, the Department of Derensc introduced the I)harmacy Duta Transaction 
Service that will create a single profile for al! the medications a patient takes, even if the 
prescriptions were filled at several military and civilian phannacies in different parts of the 
world. This service allows for vastly improved screening for potentially dangerolls drug 
interactions and duplications of therapy, The Department of Defense is investing $12 million 10 
implement this service. It will be available worldwide by 2002. 

The Department oCOcfense has begun a collaborative project with the QuIC Task Force 
and tbe Institute ror Hcalthcare Improvement to rcuucc errors in '"high hazard areas," such as 
emergency rooms, operating rooms, intensive care units and labor and delivery. The misston of 
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our Anned Forces makes military medicine uniquely qualified to present training techniques that 
can be applied in high stress/ high hazard areas. Therefore, teams from 000 facilities will take 
an active part in this effort to create a breakthrough in reduction in errors in such conditions in 
American hospitals. 

Finally, in 2001, the Department of Dcfense will start the implementation ofa new 
military computerized medical record. It will make all the relevant clinical infornlation on a 
patient available to each provider when and where it is needed. With the new system, all 
documentation and orders will be entered directly into thc computer system. This will prevent 
many errors due to illegible handwriting and miscommunication and will make it possible to 
check for other common mistakes. The system will be put in place at all 000 facilities over the 
next three years. 

C. TRICARE 

The Department of Defense health program, known as TRICARE, which improves the 
quality, cost and accessibility 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 ofTRICARE are the 
designation ofLem~ 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 feature ofTRICARE is the establishment of triple option bcnefit. CHAMP US· 
eligible beneficiaries, excluding Active Duty Military Personnel, are offered three options: they 
may clect to receive health care through (I) an HMO·typc program called "TRICARE Prime", 
(2) the preferred provider network on a case·by·case basis under "TRICARE Extra", or (3) non· 
network providers under "TRICARE Standard"(TRICARE Standard is the same as standard 
CHAMPUS). CHAMPUS·eligible enrollecs in TRICARE Prime 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 enroll in TRICARE Prime will 
preserve their freedom 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 usc the preferred provider network 
under TRICARE Extra. All beneficiaries continue to be eligible to receive care in MTFs, but 
active duty family members who enroll in TRICARE Prime will have priority over all other 
beneficiaries. Active Duty service members are entitled to the TRICARE benefit, but 
administrative requirements and reimbursement payment processes differ from those fa.mily 
members. 

TRICARE Prime incorporates the "Unifornl HMO Benefit Option", which was mandated 
by section 731 of the National Defense Authorization Act for Fiscal Year 1994, Public Law 103· 
160. ~731, 107 Stat. 1547. 1696 (1993). It required the eSlablishment ofa Unifonn HMO 
Benefit Option, which was required "to the maximulll extent practicable" to be included "in all 
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future rmmaged health care initiatives undertaken by" the Department of Defense, This option is 
to provide "reduced out~or-poeket costs and a benefit structure that is as unifonn as possible 
throughout the United States." The 1994 Authorization Act further reqmres a detcnnination that, 
in the managed eare initiative that includes the Uniform HMO Benefit Option, Department of 
Defense cost are to bc "no greater thu1 the costs that would be olhelWise be incurred to provide 
health care to the covered beneficiaries who enroll in the option." 

In addition to this provislon orthe 1994 Authorization Act. a similar requirement was 
established by Section 8025 ofille Department of Defense Appropriations Act, 1994, Public Law 
103-139. *8025. 107 SlaL l418, 1443- J444 1" J993}. As a part ofan initiative "to implement a 
nationwide managed health care program for the MHSS", the Department of Defense was 
required to establish "a unifonn, stabilized benefit structure characterized by a triple option 
health benefit feature", The Unifonn HMO Benefit also implements this requirement of law, It 
otTers reduced cost sharing to CHAMPUS~eligible bcneticiaries who enroll in TRICARE Prime, 

TRICARE is divided into twelve Health Services Regions \vithin the continental United 
St3,tes and Three Overseas Regions. Each Region is headed by a meuical center commander who 
is. designated as the Lead Agent, with the exceptions of Region J 1 and the Centra! Region 
where the Lead Agent is a stand~alone position" The health care services available for TRJCARE 
beneficiaries in the Military Treatment Facilitics arc augmented by a fixctl~price Hat risk" civilian 
nwnaged care conlmct. The Lead Agent. in conjunction with the Managed Care Support (MeS) 
contractor is responsible for all health care services delivered to MHS beneficiaries who reside 
within the region. 

Key fealm..:;:; of the contracts include: 
• 	 A triple-option hcuhh benefit package providing beneficiaries a choice of: TRICARE Prime, 

all enrolled HMO-like option: TRICARE Extra, a preferred provider option, and TRICARE 
Standard, the standard CHAMPUS option" 

• 	 Fiseal1ntermetliary services inchlding claims processing, data reporting, beneficiary services 
and administmtivc fUllctions, 

• 	 TRICARE Service Centers with Health Care Finders to provide beneficiary enrollment, 
refcrml, program information, and claims counseling services. 

• 	 Preferred provider network and Primary Care Manager conccpt to support the local execution 
ofa triple-option health care delivery system. 

• 	 Hcalih Care Information Lines st.tffed by registered nurses that advise callers about illness, 
serious problems requiring physician intervention, and medical procedures. 

• 	 Provides the TRICARE Prime Remote (TPR) program - which offers active duty service 
members a TRICARE Prime~like benefit when stationed away from traditional sources for 
military health care. 

Region 11: This contraCT, covering the states ufWashington, Oregon • .and a small portion of 
northern Idaho was awarded in September, 1994. The contractor, Foundation Health Federal 
Services (FHFS) began health care delivery March 1, 1995. Approximately 197,368 
beneficiaries arc currently enrolled in TRICARE Prime. 
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Regions 9. to, 12: This contract, covering the states of California & Hawaii was awarded to 
FHFS in August 1995. Health care delivery services began on ! April 1996, Approximately 
496,947 bcncrlcial'ies have enrolled in TRICARE Prime (323,441 in Reg. 9; 26,576 in Region 10 
and 146,930 in Region 12), Alaska is also within the area of responsibility of Region 12, 
however, the contractor provides auminis\r.ltive and claims support only, Alaska 1S considered a 
not at-risk region for the contractor. The contractor is not required to build provider networks as 
they do in olher regions, This responsibility is placed on the Lead Agent for Region 12, 
TRICARE Pacific. 

RegIon 6: This -contract, covering Oklahoma, Arkansas and major portions ofTexas Hnd 
Louisiana was awarded 1n May, 1995 to FHFS, They began health care delivery under th~ 
contact on November I, 1995. Approximately 496,097 beneficiaries are enrolled in TRICARE 
Prime. 

Region 3, 4; This contract, covering the states of Alabama, Florida, Georgia. Mississippi, 
Southeast Louisiana. South Carolina, Tennessee, and a small area of Arkansas was awarded in 
January, 1996, Approximately 686,989 eligible beneficiaries are enrolled in TRICARE Prime' 
(447,887 in Region 3 and 239, 102 in Region 4). 

Centnl Rc£ion: This contract, covering the states ofArizona, Colorado, Idaho, Iowa, Kansas, 
Minnesota, Missouri, MentuM. Ncbrnska. Nevada. New Mexico. North Dakota, South Dakota, 
West Texas; Wyoming was awarded to TriWcst Healthcare Alliance (TriWest) in September, 
1996, He·alth care delivery began on April I, 1997. Approxi01utely 496,033 eligible 
beneficiaries are enrolled in TRICARE Prime. 

Region t: This region covers Connecticut. Dctn.varc, District of Columbia, M~tint\ Maryland, 
MassachusC1tl>, New Hampshire, New Jersey. j\;cw York, Pcnnsytvania. Rhode Island, Veml0ni, 
and Northern Virginia. Thi$ contract WaS awarded to Sierra Military Hcalthcare Services in 
October 1997, Health Care delivery began 011 June I, 1998, Approximately 446,8 i 2 
beneficiaries 'l.J"C enrolled in TRICARE Prime in Region 1. 

Reeions 2 and 5: This region covers Illinois, Indiana, Kentucky, Michigan, Ohio, Wisconsin, 
Wcst Virginia, Virginia (except the Not1ncrn Virginia/National Capitol Area), and North 
Carolina. This contract was awarded to Anthem Alliance for Health, Inc, (AAHI) in September 
1997 Health care delivery began on May 1, 1998. Approximately 669,500 beneficiaries are 
enrolled in TRICARE Prime, 

Overseas: Because of the nature of foreign healtb care and the fact that DoD delivers the 
oven'lhelming majority ofmedical care with its won military medjca] providers, our overseas 
regions are n(lt sup!'oned by large regional contracts. However, the gQvemment via the lead 
Agent and respective Services. aSsumes responsibility for administrative functions and regional 
care coordination, TRJCARE Europe has 236, 021 Prime beneficiaries. TR1CARE Padfic has 
154,483 and TR1CARE Latin America/Canada has 15,970. For the limited care that we do 
purchase from hOSH131ion sources, our local commanders, in conjunction with the reglonal 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 Lalin America remote areas we have contracted 
with International SOS, a worldwide healthcare services organization, which provides access to 
quality western style healthcare, eliminates unnecessary out-of-pocket expenses, and physic inn 
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 rcquirements for some services. 

DoD implemented the TRICARE Prime Remote program on 1 October 1999 in an effort 
at introducing a standardized benefit for active duty service members nation-wide. The 
TRICARE Prime Remote (TPR) program provides active duty service members with a 
TRICARE Prime-like benefit when stationed away from traditional sou8rces for military health 
care. When civilian Prime service areas exist, active duty members arc enrolled to a civilian 
PCM. Where there are no Prime networks, active duty members may use any TRfCARE
authorized provider in the local community. No pre-authorization is required for primary care. 
Ajoint service office, known as the Military Medical Support Office (MMSO), provides the 
medical readiness reviews and fitness for duty oversight for specialty health care delivered by 
civilian providers. MMSO, based at Great Lakes Naval Station, fL, has been established and is 
providing 24-hour, 7-day per week coverage. The managed care support contractors provide 
enrollment services, 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 10 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 National Defense Authorization Act for Fiscal Year 2000 provides Medicare eligible 
milita!)' retirees access TRICARE. This Act fulfills a long-standing promise to provide lifetime 
healthcare coverage that will allow military retirees age of65 and over, who dedicated their lives 
in service of our country, to access affordable and high quality care across the count!)'. 

76 




D. ILLNESSES AMO:\'G GULF WAR VETERANS - THE DOl) CLINICAL PROGRAM 

As n n:sult of continued U.S. military presence after the 199 J cease-ure, about 1,137,000 
milit~lry petsonnel have been deployed to the Arabian Gulf since the initial deployrnent of forces 
for OPERATION DESERT SHIELD/DESERT STORM. About 852,000 Qfthis numher have 
since separated from mi)itary service. 

The Gulf\Var. In response to lraq'g invasion of Kuwail on August 2,1990, the United 
States began deploying troops to the Arabian Peninsula five days later in OPERATION DESERT 
SHIELD. A total of 40 coalition countries eventually deployed troops in the Gulf region) 
including the United Kingdom, Canada, and France. On January l7, 1991, the air war against 
Iruq began (OPERATfO~ DESERT STOR:\1) which waS followed by a four~day ground war 
starling on Febnlary 24,1991. 

By the end of active hostilities on February 28, 1991; the U.S, had deployed appnJximntcly 
697,000 troops to the theater ofoperations, the British 53,000 troops, and the Canadians 4,500 
military personneL In contrast to previous conflins, a larger proportion of US. troops were from 
the Reserves/National Guard (17%) llnd were women (7%). Along with a rapid buildup of 
coalition combat troops, an extenSl\iC me-dical.carc infrastnlcture and preventive medicine effort 
was established in the theater of operations. 

Despite the harsh environment and intense preparations for war, morbidity rates among 
U.S. troops W(!fC lower than in previolls major conflicts. In addition, mortality rates were 'much 
lower than anticipated. A total of372 U.S. military personnel died in the Gulfregion during !he 
first year oftbis deployment: 40% from combat, 52% from accidents (primarily related to 
training and IT.otor vehicle accidents), and 8% from illness. 

By May 1991, most U.S. mi litary personnel had left the theater of operations, Troops whe: 
remained on active duty after the war received health care nirough the Military Health System, 
which provides medical care to an active duty personnel and eligible Department of Defeosc 
(DoD) beneficiaries. Prior to separation from the military, active duty personnel are medically 
screened and undergo a thorough physical examination. For the first year aller the war, veterans 
who IImJ left active duty -~ either to re-cnter the inactive ReserveslNational Guard or to become 
civilians ~~ were ellgible for health care from the Department of Vet crans Affairs (VA) by 
demonstrating a service related health problem or fmancial need, With the passage of Puhlic 
Law (PL) 103·2 lOin 1992, Gulf War veterans were granted special eligibility for health care 
\vithin 'the V A for any illness possibly related to wartime Sef\1ce. 

Following the end of the Gulf War, some veterans orOPERATIONS DESERT SHIELD 
and DESERT STORM presented with multiple non-specific somatic symp1oms, The most 
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commonly reported symptoms have been fatigue, headaches,joinl pains, skin rash, shortness cif 
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 elapsed since the last U.S. troops returned from the Gulf War. 
During that time enormous effort has been expended in attempts to solve the puzzle of tile 
effects of the Gulf War on the health of those deployed to light. Veterans have voiced 
their concerns so their problems are addressed. Numerous investigations by Congress, 
the General Accounting Office (GAO), the Presidential Advisory Cotnmitlee (PAC), and 
the Institute of Medicine (10M) 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 focused on diagnosing 
and treating Gulf War veterans' complaints and initiated an extensive program of 
resean:h focused on the health of Gulf War veterans. 

A series of six expert panels in the USA have evaluated available clinical and research data 
but did not identify or define a unique "Gulf War syndrome." In addition, none of the postulated 
cnvironmental risks was determined to be a cause of illness among widespread groups of Gulf 
War veterans. The most recent independent panels _. the Presidential Advisory Committee on 
Gulf War Vetl!rans' Illnesses .md the National Academy of Sciences' Institute of Medicine 
Committee on Health Effects .. concluded that stress is likely to be an important contributing 
factor in the development of the broad range of illnesses experienced by Gulf War veterans. 

Summnry of Findings from Studies to Date: The Institute of Medicine (10M) Committee 
on Measuring Health summarized in 1999 the large 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, memory 
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 severity frolll barely detectable to completely debilitating. 
• 	 No single accepted diagnosis or group of diagnoses has been identified that describes and 

explains this cluster of symptoms. 
• 	 There is no single exposure, or set of exposures, that has been shown conclusively to cause 

individual symptoms or clusters of symptoms. Although some statistical associations have 
been seen in some studies, they have not been confimled in other studies or con finned 
through laboratory tests that would establish a cause-effect connection in individual patients. 

• 	 No diseases included in the ICD·9·CM or ICD·! 0 classification systems have been shown to 
be morc frequent in deployed or in nondeploycd veterans with the exception or PTSD 
symptoms. 
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• 	 Mortality among deployed veterans is not higher in general than mortality among non
deployed veterans, at least through 1993. Deaths due to accidents are higher among deployed 
veterans. 

• 	 Health-related quality of life, as measured through instruments such as the S.F-3G, is lower 011 

average among deployed veterans than among 110lldeployed veterans. 
• 	 The natural course of symptom experience over time is not known, as no longitudinal studies 

of symptom experience have been conducted and reported in the literature. 

DoD's Comprehensive Clinical Evaluation Program (CCEP): In response to the health 
concerns of Gulf War veterans the Department, through the Office of 000 Health Affairs; 
instituted the "Comprehensive Clinical Evaluation Program" (eCEP) on June 7,1994. The 
CCEP was a continuation of prior DoD medical care of active duty Gulf War veterans and 
screening for unusual illnesses but provided a more systematic evaluation strategy modeled after 
the VA Gulf War Health Examination Registry. 

The eCEP was developed to provide a systematic and uni form medical evaluation at 184 
military health care facilities located in 39 states, eight foreign countries, and two territories. To 
institute the CeEP, organizational 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 
V A 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 research information related to Gulf 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 findings. 

Through concerted outreach efforts, the 285,000 GulfWur veterans still on active duty in 
1994 when the eCEP was begun were encouraged to enroll if they had any health questions or 
concerns; a current health problem was not nccessary for participation. Also eligible are veterans 
of the Gul f deployment who are military retirees, Reserve/National Guard personnel on full-time 
active duly or on special orders, and civilian DoD employees. Family members of qualified 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 eCEP. 

The CCEP provides a two-phase clinical evaluation supervised by a board-certified 
physician in either family practice or internal mcdicine. All CCEP participants are provided a 
Phasc I examination, which is conducted at the local MTF and consists ofa thorough clinical 
examination and a standardized provider-administered questionnaire. All participants are asked 
about: I) mcdieal and family histories; 2) symptoms; 3) number of days of work lost due to 
illness duritlg the 90 days prior to examination; and, 4) self-perceived exposures in the Arabian 
Peninsula to among the following: petroleum products, pyridostigmine bromide pills, oil well 
tire smoke, insect repellents, anthrax and botulinum vaccinations, combat casualties, and actual 
combat. In addition, the following laboratory tcsts are perfomlcd: 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 satisfal~torily dealt with after the Phase , CV~lh1Ution, no udditional evaluation is conducted. 
Other CCEP participants proceed to Phase II examination at one of 14 DoD Regional Medical 
Centers. 

At the conclusion of the eeEP evaluation process. examining physicians provide a primary 
diagnosis and additional secondary diagnoses hased on clinicat importance. After review by 
accredited mctiic<.Il record coders, up to seven diagnoscs are coded llsIng lCD-9-CM and entered 
into (he dawbase, A quality control process was instituted when the eCEP was estahlishcd to 
ensure uni !imn evaluation, accurate data collection: and datahllse validity. 

There have been a series ofreports and publications dculing with the data collected from 
the CCEP. Analysis of the first 20,000 Gulf Wnr veteran participants showed that the types of 
prinmry and secondary diagnoses varied widely, A total of' 1.263 separate lCD-9-CM codes 
were needed to categorize primary diagnoses. Of the 1,263 separate codes used, 41 % were 
applicable to only a single CCEP partieipant. Relativciy frequent primary diagnoses found 
among 25 or more veterans were distributed among 114 dif'fcrcnt lCD-9-CM codes. For broad 
ICD-9-CM classifications, the three most common primary diagnoses were "Diseases of the 
Musculoskeletal System and Connective Tissue" (18.6% ofdiagnoses), HMental Disorders" 
(18.3%), and "Symptoms, Signs, and Ill-Defined Conditions" (17.8%). Nine percent of 
porlicipanls were found not to have a clinically significant new Illness. Among veterans with a 
primary ICD-9-CM diagnosis of"Sympioms, Signs, and Ill-Defined Conditions," no single 
sUbcategory of ilhicss predominated, and no characteristic physical sign or laboratory 
abnormality was idcntJficd, Fifty-one percent of veterans in this diagnostic category reported 
that symptoms began more than six months after rctuming from [he Gulfregion. 

In summary, no clinical indication of a Hew or unique illness was identified, and the types 
ofpbysiologic disease that could result from l)Ostulated hazardous exposures were uncommon in 
this self-referred population of 20.000 Gulf War veterans. Additionally, severe disability -
mC~lsurcd in temiS of reported lost work days ~- was not a major characteristic of evaluated 
military veterans: 80% ofactive duly personnel had not missed work because of illness or injury 
during Ihc 90 da.ys prior to their initial evaluation, Lastly, there was no association between 
broad ICD-9-CM diagnostic categories and self-reported hazardous exposures. 

III lldditioll to Phase I and Phase II eX<lmll1<1lions in the CCEP, n Specialized Care Center 
(SeC) was opened at Walter Reed Ann}' Medic.d Ccntcr (WRAMC) in March 1995 for intensive 
evaluation and trc<.ltmcnt of symptomatic Gulf War veterans. Referrals arc considered from <.Ill 
clinicians who have evaluated veterans in the CCEP. Clinicians are requested to refer motivutcd 
individuals who <.Ire suffering from persistent symptoms thut interfere with lheir ability to 
pcrfoml rouline military dUlies or to meet fitness and retention standards. Patients come to Ihe 
sec for four~weck treatment periods in groups of four (0 six. lllld reside on the grounds of 
WRA:vlC 'lS outpatients. They receive trcatment Crom I.l multidisciplinary team that includes 
fitness trainers, nutritionists. occtlpational.and physical therapists, an and recreation therapists, 
Internists, social workers, psychiatrists, and psychologists. 
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CQlnbined VA and DoD Clinical ProtocoJ Initiatives. In 1998 000 and V A 
significantiy cxpatldi.-~ the Registry Examination and Comprehensive Clinical Evaluation 
Program by 1) including a 7 page DV questionnaire to supplement the Gulr War registry exam; 
and 2} offering a 24 hour urine collection for measuring OU levels for any Gulf War veteran who 
wants it (a validated approach). This in p:U1 addressed the problem that research on the human 
health effects of DU exposure in a military setting is very limited. 

V A and DOD are clIlTently working on a combined review of both regislries. By 
combining lhis dnta, researchers at V A and DOD hope to increase the power ofdetecllng ,rare or 
less obviolls disorders, and to conduct revie'Ns of sub.groups,by gender, age, location and time of 
deployment. 

DoD and V A have asked the fnstitutc of Medicine (10M) to evaluate the adequacy of the 
Persian Gulf Rc~i$try (PGR) and the eCEP and both evaluation progmms have evolved over 
time, The 10M has endorsed the systematic, comprehensive set of clinical practice guidelines set 
forth in the CCEP and PGK These guidelines have assisted physicians in the detem)jnation of 
specific diagnoses for thousands: of patients. However, the (01.'1 has emphasized the need to 
focus care at the primary care level, both to enhance the continuity of care and to foster tne 
establishment ofan ongoillg therapeutic relationship. fn addition, research has shown that a high 
prevalence of psychosocial problems occur among deployed forces and the 10M has 
recommended that standardized guidelines for screening, assessing, evaillating. and treating these 
paticnts he developed. The 10M recommendations build 011 the lessons leamed through 
research, the implementation of the PGR, CCEP and {he UCAP, and advances made in the field 
of clinical practice evaluation. 

The 10M emphasized that the experiences aftcr the Vietnam and Gulfwars have shown 
th<lt thc posi~dcploymcnt period is cmcial for carrying out medical screening and evaluation and 
providing <Jppropriatc care for returning service memhers. In <ldditioll~ VA and DoD physlci~H1s 
have notcd the necd for standardized guidelines for screening, asscsstng, evaluating, and treating 
patients rctuming from deployment who may have duployment rclated health concems. The 
10M also r<Jlt tlmt standardized guidelines for screening, assessing, evaluating, and treating 
palicnts was especially important to V A in that the Veterans Benelits Improvement Act of 1998 
(P.L. I05~368) provides that service members \\,111 be 'Cligible for medical care for a period of2 
years ailer dl(:ir rewm from service in a theater of combat operations during a period of war or 
hostilities, "(1,C provision of this care without the need for establishing service*connection 
provides a vahl3hle opportunity to ascertain the health needs of this popUlation, including those 
related 10 medically unexplained symptoms. Rather than naming a special dep!oyment-"specific 
registry. the 10M concluded that veterans should receive care as needed, with evaluation, folIo\\'
up, and palient management fucused in the primary care setting, 

Congress has also expressed concem and provided legislation allowing establishment of 
DoD Deployment Health Centers and VA Center(s) for the Study of War Related Illnesses and 
Post~Deploymcnt Health Concerns. These DoD and V A Centers will scrve as locus of activity 
fi)r pos!·deploymcnt surveillance, clinical, Jnd research issues and support continued 
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development of applicable evidenced-based solutions for post-deployment medical concem5. The 
DoD Deploymeot Health Clinical Center. located at Walter Rced Anny Medical Ccnler has lhc 
mission and responsibility to J) ~aintain and improve primary and tertiary health care for 
individuals with deployment-rc1aled health concerns; 2) Maintain, improve, and explore Ihe ase 
of health information systems 10 improve the continuum of dcploymelll-rclated health care the 
military offers and to improve military medicine's capacity for carly idcntilkation of emerging 
ueployment-rclated illnesses; 3) Develop a program ofmilttarily relevant clinical research to 
include multi-center cJinicallrials, risk communication strategies. and clinical health services 
research, 4) Assist in developing, implementing, Hntl sustaining'ID evidcncc-basC\.l military 
medical deployment health education program to increase the volume, quality. rate, and ease of 
usc of clinically relevant research knowledge disseminated to military health care providers 
regarding deployment-related health care and communication strategies. 

, 
Lessotls Learned: Every U.S. war since the Civil War has produced chronic. enigmatic, 

and disabling post-war physical symptoms among veterans, Unexplained physical symptoms 
have become;m especially contentious issue for veterans, policy makers. scientists, and 
clinicians after the Gulf War. Over 43% orthe first 18,000 veterans seeking DoD cure for Gulf 
War health concerns were diagnosed with an ill-defined condilion, and nearly 18%1 had an ill~ 
defined condition as a primary diagnosis. A recent CDC study found tl1al45% ofGutfWar 
veterans and 15% of non-deployed Gulf War era vctcrans met criteria for chronic multisymptom 
ilhlesses. 

In response to health questions following the Gulf War and the increasing demands or a 
series of hazardous deployments, the military health system h~ls lmdergonc a fundamental 
reorientation. A new strategy has been developed and is being implemented to protect U.S. 
lorccs against all foreseeable physical and psychological threats. OoD's "Force Hcallh 
Protection" strategy balances the military's key responsibilities to: l) promote and sustain health 
and wellness throughout each person1s militllI)' service; 2} prevent acute and chronic casualties; 
3) mpidly stabilize, trcat, and evucuate casualties; and, 4) perform rnedicul surveillance, 
longitudinal health studies, and ensure adequate medical records documcntation and clinical 
follow-up for deployed Forces. The Force Health Protection strategy has played a key role in 
further rcductions ill illness and injury rales since the GulfWar. 

Significanl initiatives of DoD's Fort:e Health Protection Strategy inelmle: 

1. 	 ~ledical Surveillance; Established in 1996, the Defense Medical Surveillance System 
(Div1SS). is an executive infomlation system whose databasc cont.ains up-to-date and 
historical data on diseases and medical events (e,g., hospitalizations, ambulatory visits, 
reportahle diseases. HIV tesls, acute respiratory discases, and health risk appraisals) antl 
longitudinal data on personnel and deployments. Through DMSS, the DoD Medical 
Surveillance Activity provides the sole link be[\\'cen the DoD Serum Repository and other 
databases. This repository contains over 20 million frozen serum specimens and is the largest 
ofits kind in the world. The Defense !'vk>Jicnl Epidemiology Dawb'lsc (DMED) applic'ation 
provides remote nccess to n subset ofdata cQntained within the Defense Medic<ll Survcillnnce 
System (DMSS). The DMED application provides a user-friendly interface through which 
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users may perfuml queries regarding disease and injury rates and relative burdens of disease 
in active duty populations. Through the use of client-server technologies and database 
optimization, DMED users have unprecedented capabilities to llccess Tn~Scrvice ' 
epidemIologic data ,md to submit tailored queries that are responded to in <t timely (s~ofl(ls) 
and efficient manner. ' 

DoD Directive 6490.2, 30 Aug 97, "Joint Medical Surveillance," 0.5.4.1) establishes policy 
and assigns responsibility for routine joint medical surveillance of all Military Service 
members during active Federal service, especially military deployments. This Directive 
designates the Secretary of the Am1y as the DoD Executive Agent for the Depnrtment of 
Dctense and for the mamtenance of the Anncd Forces Serum Repository. DoD Instruction 
6490.3. 7 Aug 97 "Implementation and Application ofJoint \1cdicnl Surveillance for 
Deployments," (3S4.2) implements policy, proCedUfCS, and assigns responsibilities ror joint 
military medical surveill<tt1ce in support of all applicable military objectives. This Instmction 
describes routine miliulry medical surveillance activities during major deployment, or 
deployments in which there is a significant risk of health problems, as identified by the 
Chuim1un of the Joint Chiefs of Staff in coordination with the Assistant Secretary of Defense 
for Health Affairs. 

2. 	 Birth Defects Registry: On January I, 1999, the Department of Defense established a Birth 
Defects Registry at the Naval Health Research Center. San Djego~ California, This registry 
combines health record ahstrac·tiOI1 (active surveillance) with screening of Dcpartmeni of 
Defense electronic medical data (passive surveillance), to creale a cost~ctTcelive surveillance 
program for the geographicaliy dispersed military popUlation. Monitoring birth defects is 
essential and consistent with the military's desire to provide the best health care for families. 
As the proportion of women in the military has increased, many questions have been raised 
regarding their rcproduclive health, including the risk of having a child with birth defects. 
Tracking demographic and response data is vital to identifying defect clusters and to establish 
causal rdationslllps between congenital defects and tcratogens. 

):, 	 DoD Deployment Health Centers: Section 743 of the Strom Thunnon<l National Defense 
Authorization Act for Fiscal Year 1999 authorized the Secretary of Defense to establish a 
center devoted to " ... longitudinal study to cvalu~lte data on the health condilions of members 
ofthc Anned Forces upon their rerum from deployment., _H On 30 September 1999, the 
ASD(HA) dlreeted establishment cfDoD Centers for Deployment Health (3.5.4.3): 

• 	 A research center at the ~aval Health R<.:search Center, San Diego 
• 	 A clinical center at Walter Reed Army Medical Center 
• 	 Continuing medica! surveillance throLlgh the Defense Medical Surveillance System 

The Centers will coordinate activittes wilh the Joint Staff and the Militnry and Veterans 
Health Coordinating Board. This coordination will ensure a military operational focus and 
integration of efforts with the Departments of Defense, Veterans Affairs and Health and 
Human Services on a hroad range ofmilitary and veterans' health matters to achieve the 
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Nation's commitment to maintain, protect, and preserve the health of the men and women 
who serve in the U.s. Armed Forces. 

The goal of the Centers for Deployment Health win be 10 improve our abiiity to identify, 
(rmlt, and minimize or eliminate the short- and long-term adverse effects of military service 
on the physical and mental heallh of veterans. 

4. 	 PrQsp(~ctive Studies of U.S, Military Forces: The Millennium Cohort Study: In the 
report to the Committee on National Security~ House of Representatives and the Anncd 

Services Committee, U.S. Senate on Effectivene.ss ofMedical Research Initiatives Regurding 
Gulf Waf' Illnesses. the DoD identil1cd the need for a coordinated capability to apply 

epidemiological research to detemtine whether deployment-related exposures are associated 
with pi)sl~deployment health outcomes, The Millennium Cohort Study, a prospective study 
ofLl,S, military forccs, responds to this nccd and to recent recommendations from Congress 

and the fmailute of Medicine to systematically collect population~based demographic and 
health datil to evaluate the health ofservice personnel tllfougnout their military careers and 

afier leaving military servicc. 

The MIllennium Cohort study 15 a prohability-based, cross~sectlon<ll sample of I 00,000 
U,S, military personnel (;15 orOctohcr 2000) who will be followed prospectively by postal 
surveys every 3 years over a 2 I-year period, The 100.000 persons will be comprised of 
veterans who have been recently deployed 10 Southwest Asia, Bosnia, or Kosovo, and 
vetcr.ms who have not heen deployed to thcse cont1icts, In October 2004 and October 2007, 
new military personnel will be added to the cohort. The t-otal of 140,000 vetemns will be 
followed untillhe year 2022, 

The study is designed to systcmatitally collect population-based demographic and health 
data 10 evaluate the health of service personnel throughout their military careers and after 
leaving military service. The principal objective oCthe study is to evaluate the impact of 
military deployments on various measures of health over time including medic,;tlly 
unexplained symptoms and chronic diseases such as cancer, heart disease and diabetes. The 
Millennium Cohort Study will serve as a foundation lIpon which other routinely captured 
medical and deployment data may be added to answer future questions regarding the health 
risks of military deployment, military occupations. and general military service, 

5. 	 Combat Stress Control: Deployment or forces in hostile or unfamiliar environments is 
inherently risky. The changing missions and increasing usc of U.s. forces around the glohe 
in operations other than War call for greater attention to threats of non-battk-related health 
problems-including infections. pathogen~ and vector-borne diseases, exposure to toxicants, 
and psychological and physical stress-all of which must he avoided or treated differently 
from battlc causalities. The health consequences of physical and psychological stress, by 
themselves or through interaction with other tnrems, are also increasingly recognized. 
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Combat Stress Control is an ongoing and critically vital Issue to the Department. DoD 
esc unit:; have been very active in Somalia, Haiti, Kosovo, BOSflla, and on numerous other 
humanitarian missions. Tools to combat long tcnn psycbiatric morbidity Include: good unii 
morale. risk communication, stress inoculation, and critical event debricfings, Stress 
inoculation-the concept of preparing service members for sights, sounds and smells· of 
combat and humanitarian missions-is an increasingly accepted tool. rnfonnation pamphlets 
on handling dead bodies and other stresses are available on the Army mental health website 
(Annymentalhcallh.com) and from CHPPM. 

The DoD Directive 6490.5, "Combat Stress Control" was signed in Fcbmary of 1999 
(3,5.4.4). H mandates that: 

• 	 esc policies shaH be implemented throughout the Department of Defense: 
• 	 ServicC" esc consultants shall mee1 periodically: 
• 	 Leadership aspects ofcombat stress prevention shall be emphasized;
• 	 esc 11l1i{~ shall train with operational organizations; 
• 	 BICEPS principles (Brevity, Immediacy, Centrality, Expectancy, Proximity, Simplicity) 
• 	 Memhers experiencing CSRs shall be managed wilhin the unit; 
• 	 fvlisconduc-l he handled through UCMJ; and 
• 	 CSR casually rates be collected discretely from neuropsychiatric and DNBI daHl. 

6. 	 Recruit Assessment Program: Part of the reason it has been so difficult to detem)lne tbe 
causes of Gulf War illnesses is the limitations of the pre-war medical records for service 
members and vetenms who have developed symptorns. Lessons learned fronl the Gulf War 
resulted in a complete review ofdoctrine, policy. oversight and operational practices for force 
health protection and rnjhtary medical surveillance. Surveillance tn this case means 
gathering infonnation about both the heaith risks present in 1he environmen1 that our forces 
are deploying to and the health status of service members. Once a wartime deployment 
occurs, it's difficult or impossible to go back and get thnt infommtion. Preparing for 
deployment can be an extremely rushed and stressful lime. It's hard to gcl detailed and 
accurate hculth data onc.e troops beg.in preparing for a putentially life threatening mission. 

One way to avoid those pitfalls is to collect baseline health data at recruitment and 
integrate this data with health infommtion coHected periodically during service members' 
careers. The Recruit Assessment Program (RAP). which is currently being piloted al sever':ll 
recruit centers, is an electronically scannable paper questionnaire which recruits fill out 
during their first week of training. A copy of the questionnaire will he added to each service 
member's medical folder, while the orIginal is fed into a computerized datahase" That 
process, when applied to more than 250,000 incoming recruits every year, will require the 
use of cutting edge computer technology. 

I f successful, the questionnaire will provide accessible medical data to both DoD and V A 
doctors. In future years it will be the beginnings or what is called a longitudinal dumbaltc. 
which allows a view of active duty military and veterans' health over lime. Linking the RAP 
\vith other DoD and V A health records will create one of the world's largcs! longitudinal 
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databases. Longitudinal research allows doctors to see trends in health problems in a 
population. It will help the medical community better understand differences between 
service members' pre- and post- deployment health conditions. 

Eo ANTIIRAX 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 
real. About a dozen countries, including several that are hostile to Western democracies now 
possess or are actively pursuing offensive BW capabilities. Anthrax tops the 000 threat list. It 
is the biological weapon of choice. 

To address the anthrax concern, Secretary of Defense Cohcn approved a plan on December IS, 
1997 to immunizc the Total Force against anthrax, contingent upon four conditions: (I) 
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) 
implementation of a system for fully tracking anthrax vaccinations; and (4) review of the health 
and mcdical <lspects of the program by an indcpendent expert. Following the successful 
completion oCthcsc conditions, the Secretmy Cohcn approved the Total Force Anthrax Vaccine 
Immunization Program (A VIP) in March 1998. 

Prior to implementation of the Total Force A VIP, Implementation of the AVIP began 
with forces identified for Southwest Asia due to increasing concerns of biological threats in the 
region cited by the Chainnan of the Joint Chiefs in 1995, Following this initial implementation, 
the Secretary approved Total Force implementation of the A VI P in May 18, 1998 for 
approximately 2.4 million Service members, including more than I million members of the 
National Glmrd, Reserves, and U.S. Coast Guard. 

The Anthrax Vaccine Immunization .Program (AVIP) was implemented in three phases 
over a seven to eight-year period. The first phase, referred to as Phase I, included Service 
members and mission-essential DoD civilians assigned or deployed to areas designated by the 
Joint Staff as high-threat: Southwest Asi<l (SWA) <lnd Korea (i.e., Northwest Asia, NWA). Phase 
I began in March 1998, due to increasing tensions in SWA, <lnd extended to forces deployed to 
Korea 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 iri Phasc 
II. Phase III 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! .86 
million doses of anthrax vaccine. Eventually, the total force of approximately 2.4 million, 
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including more than I million members oflhe National Guard and Reserves. will receive FDA~ 
licensed anthra.x vaccine. 

On July 17,2000, the Deputy Secretary of Defense ordered a temporary slowdown in the 
AVIP, to conserve the vaccine supply while we await approval by the FDA of the manufacturer's 
rcnovaled.production facility. More recently, on ~ovembcr 30, 2000. the Deputy Secretary of 
Defense further slowed the A VIP to DoD personnel assigned or lleployed on the ground in 
Southwest Asia for morc than 30 consecutive days and those personnel afloat in the Persian Gul f 
v,'ho have the potential of being committed ashore will cominuc to receive Rnthrux vaccine. 

The immunization program will consist of a series of six inoculations (Doses arc 
adminisln1tcd a1 0, 2. and 4 weeks, lIno 6, 12, and 18 months) per service member over an IB M 

month period, followed by an annual boosler. 
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