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M. Chairman and di stingui shed nenbers of the Subcomm ttee,
it is a pleasure to appear before you today to testify on behal f
of the outstanding nen and wonen of our Navy and Mari ne Corps
Team -- active duty, reserve and civilian -- who conprise our
Total Force. At the outset, let nme thank the nenbers of this
Comm ttee and the entire Congress for the outstandi ng support
you have shown for our Nation's mlitary. Wth last year's
passage of the conpensation Triad as well|l as other special pays
and bonuses, you denonstrated your commtnent to our nost vital
resource, our people. That commtnent is deeply appreciated and

is having a positive inpact; nore, however, needs to be done.

There are still serious challenges to be addressed as we
strive to place the right person, in the right place, with the
right training, at the right tine. W nust ensure the Quality
of Service which instills the personal and professional pride
that translates into choosing the Navy or Marine Corps as a

career.



RECRUI TI NG - FOR THE TOTAL FORCE

Navy (Active Conponent)

Enli st ed

Following a recruiting shortfall of alnmost 7,000 in FY98,

t he Navy nmet accession and end-strength goals in FY99.

This success was |largely attributable to a conbination of the

i nfusi on of manpower and capital, enhanced recruiting tools,
devel opment of internal strategies and initiatives, and
exceptional teamcommtnent. W increased the recruiting force
by nore than 30 percent in a single year to 5000 production
recruiters; expanded the Enlistnent Bonus (EB) and Navy Col | ege
Fund (NCF) budgets; devel oped new and i nproved educati onal
prograns; and created a new nmulti-faceted advertising canpaign

We thank you for your strong and continuing support.

Nonet hel ess, the recruiting environnent continues to be
chal I enging. Unenploynent is at record | ow |l evels, college

attendance is increasing, and the propensity to join the



mlitary is still very low Although the Navy net end-strength
and accession requirenents for FY99, we were not able to inprove
our recruiting posture entering FYOO as the nunbers in the

Del ayed Entry Program (DEP), our recruiting reservoir, are at a
record | ow of 28 percent. To overcone these devel opnents, the
Navy will maintain the increased |evel of recruiters; expand the
recruiter support structure; and continue to incorporate the
recommendati ons we received froman i ndependent study on
mlitary advertising (including nore Internet adverti sing,

i nprovenents to our recruiting web site, and additional market

research on both current and future youth denographics).

Oficer

Overall FY99 was encouraging for officer recruiting. Navy
recruiting achi eved 109 percent of general officer recruiting
goal s and net nobst program objectives. Medical officer
recruiting mssed goal in only a few particularly challenging
specialties. The Nuclear Program O ficer Candi date (NUPQOC)
program al t hough i nproved over FY98, did not have a successful

year in FY99.

FYOO will be an exceedingly challenging year for officer

recruiting. Due to |ower than anticipated retention and a



hi gher than anticipated | evel of Oficer Candi date School
attrition, the in-year goals for the various officer prograns

i ncreased by an average 30 percent. Enmergent goals for officer
prograns are especially challenging. W are exploring the need
for additional accession bonuses and/or | oan repaynent prograns

to assist with critical in-year officer accession requirenents.

The FYOO picture is mxed. Currently we anticipate
achi eving our overall accession mssion for general officer
prograns (non-NUPOCC or Medical), but foresee difficulties in
sone specialty areas (Cvil Engineer Corps (CEC), Supply,
Chapl ain, Naval Flight Oficer (NFO). Accessions for nedical
of ficers and other health professionals are tracking close to
FY99 levels, with the exception of the nost chall enging
specialty areas (O'thopedic Surgeon, Famly Practice, Optonetry,
Pharmacy and Health Care Adm nistration). The NUPOC programis

positioned to fully achieve success in FYOO.

Navy (Reserve Conponent)

The Naval Reserve failed to neet both its officer and

enlisted accession goals in FY99. Naval Reserve recruiters

continue to face challenges simlar to their active conponent



counterparts. Several initiatives are being inplenented to
address these chal l enges, including:
hiring 45 additional Canvasser Recruiters, 35 enlisted and 10
officers, in FYOO and FYO1.
detailing an additional 35 enlisted Training and
Adm ni stration of the Reserves (TAR) personnel to Reserve
recruiting in FYOO.
a $15Mincrease in the FYOO budget for additional adverti sing,
recruiting adm ni strative support, and recruiting and

affiliation bonuses.

Naval Reserve Recruiting is also reviewing its business
practices in an effort to increase efficiency throughout the

command.

Marine Corps (Active and Reserve Conponents)

The Marine Corps has net or exceeded its accession goals
since June 1995. The Marines, however, are undertaking several
recruiting initiatives designed to ensure continued success.
Wrking with their advertising agency, the Marine Corps has
contracted with two | eadi ng generational scholars to better
under st and what notivates and appeals to “MIllennials,” the

generation after “Generation X,” and will use this insight to



craft the Marine Corps’ message to resonate with Anerica’ s 21°

century yout h.

As denogr aphi cs change and popul ations shift, the Marine
Corps recruiting force will change along wwth it. This year,
the Marine recruiting force initiated a nationw de restructuring
effort, based on market research, advertising effectiveness,
denographics, and the costs of relocating recruiters, to better
align the distribution of its recruiters with target
popul ations. Sinultaneously, efforts continue to round out the
officer corps with the mnority role nodels our enlisted Mrines

deserve

Wth increasing costs in the advertising industry, the
Marine Corps is exploring new advertising venues to reach the
youth of America. The Marine Corps’ |ong-range plan and
focused, consistent nmessage has served recruiting well; future
success will depend on continued hard work and robust funding

| evel s.

NROTC

The Naval Reserve Oficers' Training Corps (NROTC) program

is the | argest single source of Navy and Marine Corps officers.



A recent Center for Naval Analyses (CNA) study cited it as the
nmost vi abl e nmethod of increasing the nunber of new accessions
wi th technical backgrounds required to support Unrestricted

Li ne, Nucl ear Power, Nurse Corps and USMC requirenents.

The Navy is currently increasing its overall NROIC
accession requirenent in order to neet long-term post-
downsi zing officer personnel strength goals. During |last year’s
POM and budget review
100 Navy and 20 USMC schol arshi ps were added in FYOO to
produce of ficer accessions by FYO0A4.
250 Navy and 50 USMC schol arshi ps were added in FYOl to

produce officer accessions by FYOS5.

NJROTC / MCIROTC

The Navy Junior Reserve O ficers' Training Corps (NJROTC)
and Marine Corps Junior Reserve Oficers' Training Corps
(MCJROTC) are val uabl e progranms for high school students, the
Departnent of the Navy and the nation. Students |earn about the
Navy/ Mari ne Corps’ role in national defense and are prepared to
beconme nore productive citizens. This is achieved by
encour agi ng sel f-discipline, self-confidence and | eadership

whi | e hel pi ng students becone successful at neeting life's



chal l enges. The prograns offer support to sone of the nation's
nost di sadvant aged secondary school s.

The Departnent of the Navy recogni zes the positive inpact
this program has on inproving the | eadership and citizenship
skills of high school students. |In order to reach nore
students, both the NJROTC and the MCIROTC prograns are
under goi ng significant expansion. Beginning in FY00, the nunber
of NJROTC units will increase increnentally fromthe current 434
units to reach the statutory limt of 700 units by FY0O5. In
FY00, the nunber of MCIROTC units will rise fromthe current 178

units to the statutory limt of 210 units.

REDUCI NG THE GAP AT SEA

Peopl e are, and will always be, our nobst vital resource.

Qur primary goal remains putting the right person, in the right
place, with the right training, at the right tine. This nmeans
establishing and prioritizing manpower requirenments and fully
resourcing progranms to maintain the personnel inventory to
recruit, train, assign, develop, and retain our personnel. The
strong econony, increased personnel tenpo (PERSTEMPO), desire
for enhanced Quality of Life, and other factors, have resulted

in a 20-year lowretention rate and an extrenely chal | engi ng



recruiting environnent. This, in turn, has produced inventory
and distribution problens resulting in gapped billets both

af |l oat and ashore.

In FY98, the at-sea enlisted nmanning gap averaged j ust
over 17,300. A nunmber of aggressive initiatives hel ped reduce
t hat nunber to approximtely 12,000 by the end of FY99. CQur
progress continued, as we entered the new century with the gap
at 9,757. W anticipate it averaging |ess than 10, 000 throughout
the remai nder of this fiscal year and we continue to pursue a
nunber of internal managenent actions to reduce it further.
Efforts continue unabated to address the root causes of the gap,
to include: inproving retention, building a healthy Del ayed
Entry Program (DEP), and making adjustnents to | essen the inpact
of differences in accessions versus |oss phasing. Additionally,
we are taking a hard | ook at whether it mght be beneficial to
nmodi fy the current Career Sea Pay program given the extrenely
arduous nature of shipboard sea duty, to enhance the
effectiveness of critical distribution tools in our inventory.
This may be vital to our continuing efforts to narrow the at-sea

manni ng gap and to inprove retention.
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RETENTI ON — OUR HI GHEST PRI ORI TY

Navy Enlisted Retention

Overall enlisted first-termretention during 1999 was
approxi mately 28 percent, about ten percent bel ow our |ong-term
steady-state retention target. Second- and third-termrates
were al so bel ow steady-state goals. Despite these | ower
retention rates, the Navy retained enough good Sailors, in
conjunction with a successful recruiting year, to end FY99 about
1,000 Sail ors over end-strength. Short-term extensions continue
to maintain a high “stayer” rate, especially anong first-term
Sailors. In fact, since FY96, the Navy has experienced a steady
increase in the percentage of Sailors opting for shorter (less
than 24 nonths) extensions. Qur objective is to convert these
shorter-termextensions into long-termcontracts. Adoption of
the pay Triad, higher reenlistnment bonuses, increased
advancenent opportunities, and nai ntai ning PERSTEMPO wit hin
established goals, particularly during the inter-depl oynent

training cycle, are contributing to our efforts.

An inportant part of our overall retention strategy is
mai ntai ni ng a robust Sel ective Reenlistnent Bonus (SRB) pl an.

FY99 was an extrenmely successful SRB execution year. W

11



exceeded our goal of 10,513 SRB reenlistnents by 200 and
expended $98 million dollars. SRB reenlistnents accounted for
over 29 percent of the 36,656 reenlistnments in FY99, nmeking it
the best perform ng SRB year since 1992. (dearly, a strong SRB
programtargeted at the nost critical skills is one of our best
retention tools and allows us to keep the “right” Sailor, at the
right time, inthe Fleet. Wth congressional support, the Navy
further expanded the SRB programto $120 nmillion for FY00. In
addition, the increase in the |egislative maxi rum SRB aut hority
from $45, 000 to $60, 000 provides great flexibility in targeting
our efforts at our nost technical critical ratings. Qur FYO0O
plan is off to a fast start with 1,545 nore SRB reenlistnents
than at this sanme tine |ast year. Particularly noteworthy are
the 753 additional six-year obligor reenlistnents over this tine
| ast year, exactly the type of reenlistnent behavior we are

seeking to achi eve.

Mari ne Corps Enlisted Retention

Current enlisted retention is relatively stable. The
Marine Corps is experiencing first-, second- and third-term
reenlistnment rates that are close to historical norns. |In FY
99, 23 percent of our eligible first-term Marines re-enlisted

into the career force. This represents 100 percent of our

12



first-termreenlistnent goal. Since 68 percent of our enlisted
force is conprised of first-term Marines, in FYO0, we will need
to retain 26 percent of our eligible first-termMarines. Wth

the snmall est enlisted career force in the Departnent of Defense,

retaining high-quality, career Marines is key.

Even though the current enlisted retention situation is
stable, we are experiencing turbulence in sone specialties.
Shortages persist in sone highly technical specialties such as
intelligence, data comunications experts, and air conmmand and
control technicians. W have recently introduced a nunber of
i nprovenents to our first-term accessi on process that prom ses
to elimnate system c challenges for filling short occupati onal
specialties. The Marine Corps al so addresses these critical
shortages with the Sel ective Reenlistnment Bonus (SRB) program
Currently, the Marine Corps has allotted $23Min SRB new

paynments to assist our reenlistnent efforts in FYO1.

Navy O ficer Retention

Oficer retention is key to maintaining Navy' s steady-state

force structure. It is critical that retention inprove in the

Unrestricted Line (URL) conmunities if we are to nmaintain

13



readi ness and adequately man our ships, submarines, and aircraft

in the comng years.

Al t hough we are close to reaching steady-state force
| evels, the thriving civilian job market continues to offer
enticing enploynent alternatives to officers and is directly
conpeting with officer retention efforts. Qperationa
requi renents and commtnents are not decreasing, and with every
m ssed retention goal, the workload on the remaining officers

i ncreases, making retention that nuch nore difficult.

Across the Unrestricted Line, retaining |ieutenants and
| i eutenant conmanders is proving the nost difficult. Extended
peri ods away from honme, and the resulting famly separation,
wei gh heavily on a force that is older and nore famly-oriented
than ever. The lure of a strong econony, coupled wth excellent
opportunities for educated professionals and a perception of
enhanced Quality of Life in the civilian sector, is |eading too

many junior officers to choose separation over retention.

W have approached officer retention froma nunber of

different directions. These incl ude:

14



i ncreased funding for flight hours, steam ng days and spare
parts to allow officers to nmaintain the highest |evel of
war fi ghting proficiency,

CNO-directed reduction in Inter-Deploynent Training Cycle

i nspections and adm ni stration,

continued vigilance in maintai ni ng PERSTEMPO goal s and,

properly funding the MPN account to allow officers, and the
enlisted personnel they lead, to focus on warfighting and not
be di stracted by uncertain Permanent Change of Station noves,

del ayed pronotions, and m ssed training opportunities,

We are beginning to see positive retention indicators,
largely attributable to effective special and incentive pays
that target specific retention problemareas. Newy authorized
Surface Warfare O ficer (SW)) and Special Warfare O ficer
(SPECWAR) Conti nuation Pays and maj or enhancenents to Aviation
Conti nuation Pay are having an overall positive effect on these
critical warfighting comunities. Wile it is still too early
to measure long-termeffects, the outlook is encouraging. The
strong support for these incentives from Congress, particularly
those on this Commttee, is greatly appreciated. However, there
is still nmore work to do, as we build on |ast year’s retention
initiatives to sustain and solidify positive nomentumin officer

retention.
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The G vil Engineering Corps is beginning to face
significant inventory and retention challenges. This conmmunity
conpetes directly with private industry for new engi neers.
Additionally, while SWD Conti nuati on Pay shows an encouragi ng
initial response, the Surface Warfare O ficer inventory shortage
-- particularly at the O 4 level — is pronpting exploration of
an expansion of this bonus to retain as many of the remaining
of ficers as possible. The Navy has been working diligently,

t hrough vari ous conmuni ty-specific working groups, flag officer
field visits, retention teans, and junior officer feedback, to
establish a dialogue with junior officers and to convey

| eadership’s plans and initiatives for addressing their concerns.
While fair conpensation is only one aspect of inproving officer
retention, it is key to our overall success in this critical

ar ea.

Avi ation Warfare: As w dely reported, Naval Aviator

retention decreased significantly in the |last four years.
Various initiatives, including the enhanced FYOO avi ati on bonus
program are beginning to have a positive effect. Wile
continuation of md-level officers remains our greatest
retention chall enge, we have seen a significant increase in
resignations of senior aviators -— up seven percent in the |ast

year for aviators with 14 to 18 years of service.
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Surface Warfare: During the 1990s drawdown, the Surface

Warfare Oficer comunity had difficulty retaining enough junior
officers to fill ship departnent head billets, reaching a | ow of
17 percent retention in FY95 and inproving only to 24 percent

| ast year. W recommended and Congress enacted the Surface
Warfare O ficer Continuation Pay, which encourages officers to
remain in the community through the departnent head m | estone.
As a result of this and other initiatives, the retention trend

appears nore favorable.

Subrmari ne Community: Subrmarine officer accessions renain

bel ow requi renents. Wiile retention rates inproved slightly (30
percent in FY99 conpared to 27 percent in FY98) and remain
adequate in the near-term they nust reach 38 percent by FYOl to
nmeet steady-state manning requirenents for a notional force of
50 attack submarines. The current Nuclear Oficer Incentive Pay
(NO P) programremains the surest and nost cost-effective neans
of neeting manning requirenents. The FYOO National Defense

Aut hori zation Act raised the imts of the NO P program
providing the Secretary of the Navy a flexible neans to neet

future accession and retention chall enges.
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Special Warfare: Special Warfare O ficer, or "SEAL,"

retention rebounded slightly fromthe dowward trend of the past
few years, reaching 70 percent at the end of FY99. Al though
this rate falls short of the required steady-state |evel of 74
percent, it suggests that the tide is turning. The recently
enacted special and incentive pays, which include an increase in
Diving Duty Pay, repeal of the restriction on drawi ng nore than
one Hazardous Duty Incentive Pay, and establishnment of Naval
Special Warfare O ficer Continuation Pay, are key factors in

i nproving SEAL retention.

G vil Engineering Corps (CEC): The CEC has experienced a

trend of increased | osses over the last four fiscal years,

| argely due to the current econom ¢ boom Al nost 12 percent
(nearly 150 officers) of the Corps have submtted letters of
retirement, resignation or release fromactive duty in FY0O0. O
particul ar concern, 96 junior officers are separating in FYOO,
up from78 in FY99. To conbat this trend, the CEC has
established a nentoring process for all junior officers and
distributed a Junior O ficer Counseling Guide in an effort to

i nprove retention. Additionally, we are exploring the

possibility of legislation to authorize a CEC accessi on bonus.
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Marine Corps Oficer Retention

Marine Corps officer retention appears to be experiencing
nodest i nprovenents over | ast year. Results fromthe first
quarter of FYOO reflect that the overall officer attrition rate
is decreasing slightly. This may be attributed to the approved
conpensation Triad and strategic use of specialty pays.

However, as wth the enlisted force, we have skill inbal ances
within the officer corps. These shortages are the result of
hi gher attrition in fixed-wng aviation MOS s and sone ground

MOS' s.

Fixed wing pilot retention remains a concern. Prior to
FY96, the annual historic average for fixed wing pilot
resignations was 35. The average between FY96 and FY98 was 94
per year. There were 68 pilot resignations in FY99. The trend
points to a FYOO projection of 60. Aviator attrition is being
addressed through use of the Aviation Continuation Pay coupl ed
wi th longer contracts. Currently, the Marine Corps has allotted
$14.9 mllion for the Aviation Continuation Pay in FYOl up

nearly $4 mllion from FY99.
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Naval Reserve Retention

Despite not neeting recruiting goals in FY99, the Nava
Reserve Force did finish the fiscal year within the
Congressionally mandated end-strength limts. The Naval
Reserve’s FYOO retention data indicate that the Naval Reserve is
facing enlisted retention challenges simlar to the Active

conmponent .

Attrition rates for the Naval Reserve in FY99 were 29.8
percent enlisted and 19.6 percent officer. Naval Reserve
statistics through the first four nonths of FYOO indicate
proj ected annualized attrition rates to be 31.2 percent enlisted

and 13.8 percent officer.

In an effort to address these challenges, strength-rel ated
funding was realigned in FY99 to revitalize Naval Reserve
| ncentive and Bonus prograns. During execution, $3.2M (RPN) was
realigned for the processing of 2000 enlisted bonus packages
between April and Septenber 1999. Data indicates continual

i nprovenent throughout FYOO wth the processing of 2134
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enl i sted bonus packages in the first five nonths of the fiscal

year.
Additionally, RPN funding for the Reserve Mntgonery G

Bill is increasing. In FY99, $2.983M was executed for Reserve

Montgonmery G Bill incentives. This appropriation increased in

FYOO to $5.102M The President’s Budget for FYOl indicates a
further increase to $5.538M Naval Reserve Commandi ng Oficers
are al so placing greater enphasis on retention and career

counsel i ng.

PAY AND COVPENSATI ON

Wth the hel p of Congress we have nmade trenendous strides
in the |ast year to inprove the conpensation, benefits and
retirement systens. | would especially like to thank this
commttee for your concern and commtnent to the well being of
our Sailors, Marines and their famlies by supporting a 4.8
percent pay raise, pay table reform and repeal of the REDUX

retirenment system
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I n January 2000, our service nenbers received the single
| argest pay raise since 1981. In July, pay table reformw ||
provide significant additional pay raises of up to 5.5 percent
targeted at our critical md-1level officer and enlisted
| eadership, with 75 percent of all service nenbers receiving
sone additional pay increase. Finally, the recent repeal of the
REDUX retirenent plan has al ready provided service nenbers with
a nore pal atable choice of retirenment plan options and has
hel ped di spel the perception of benefits erosion. These
initiatives will nore fairly conpensate our service nenbers for
their performance and should i nprove retention of our trained

corps of experienced | eaders.

Basi ¢ Al |l owance for Housi ng (BAH)

Basi ¢ Al l owance for Housing (BAH) has been a nmj or success
story in the conpensation arena. In January 1998, we began the
phased i npl enmentati on of new rates based on a conprehensive
reformof the survey standards, evaluation process for |ocal
housi ng markets and rate determ nati on nethodol ogy. This year,
with the support of this commttee, we have accel erated
i npl ementation of these rates to nore rapidly close the gap

bet ween the al |l owance and actual expenses.
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This year, in addition, the Secretary of Defense directed
t hat out - of - pocket expenses -- currently at 18.8 percent of the
nati onal medi an housing cost for each service nenber (by
paygrade and dependent status) -- be reduced to 15 percent in
FYOl, and legislation is being proposed to buy down these costs
to zero by FYO5. Inplenentation of this neasure will directly
af fect al nost three-quarters of Navy and Marine Corps famlies
and approximately 27 percent of our single Sailors and Mari nes.
The buy down will be an inportant step in fulfilling our
commtnment to providing safe, desirable housing for our service

menbers and their famlies

In conjunction with BAH reform the Departnent of the Navy
is reviewmng the possibility of seeking authority to all ow
Service Secretaries to authorize the paynent of BAH to E-4
menbers wi t hout dependents who are assigned to sea duty. Such
authority would be limted by Service regulation to those single
shi pboard E-4s who cannot be housed in adequate Bachel or
Quarters in close proximty to their ships. Presently, al
servi ce nenbers on shi pboard sea duty, in paygrades bel ow
E-5, without dependents, are required to accept shipboard living
conditions while in port, or to pay for housing ashore out of

their own pockets. W are pursuing this initiative as a way to
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i nprove norale and thus increase the propensity of junior

sailors to reenlist.

Speci al and I ncentive Pays

Qur special and incentive pays remain a critical part of
our overall conpensation package. These targeted pays have
proven to be a cost efficient, highly effective neans to address
specific retention problemareas. As previously discussed, the
aut hori zation of career incentive pays for both Surface Warfare
O ficers and Special Warfare Oficers as well as nmgjor
enhancenments to Aviation Continuation Pay have had an overal
positive effect on these critical warfighting communities, as
have the enhancenent of the enlistnent bonus and sel ective
reenlistnment bonus for the enlisted force. W thank you for
your past support and seek your continued assistance as we
explore further inprovenents which wll enhance Service
Secretary flexibility in adjusting and targeting special and
incentive pays to react quickly to the ever-changing recruiting

and retention picture.
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Thrift Savings Pl an

We continue to strongly support inplenentation of the
Thrift Savings Plan. Qur Sailors and Marines have expressed a
strong desire for this tax deferred saving plan. Finding an
of fset for the PAYQO provision is the final obstacle to
i npl ementing this program and we | ook forward to working with
the O fice of Managenent and Budget and the Congress in finding

a wor kabl e sol uti on

This year’s pay and conpensati on inprovenents nmust not be
viewed as a one-tine fix; rather, they nust represent a new
comm tnent to sustaining an adequate standard of |living for the
menbers and the famlies of a smaller, nore engaged force.
Conmpetitive mlitary conpensation is crucial to recruiting and
retaining the high-quality people we need to sustain that force.
Qur Sailors and Marines, as any Anerican, should be able to reap
the rewards of the nation’s grow ng econony for thensel ves and
their famlies. Wen we consider the trenendous sacrifices we
expect of themin defense of National interests, we nust be
steadfast in our commtnent to ensure that those rewards are
within their grasp, and that they are allowed to share in
Anmerica s prosperity through a package of conpetitive

conpensati on and benefits. They deserve nothing |ess.
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RESERVE COVPONENTS

The Departnent of the Navy’'s reserve conponents play an
integral role in day to day operations. The Naval Reserve and
the Marine Corps Reserve are nore relevant today than at any
time in recent history and consistently nmake contri butions as

i ntegrated nmenbers of the Total Force.

Both reserve conponents maintain a delicate bal ance between
two m ssion areas - nobilization readi ness and peacetinme
contributory support. Additionally, the Departnment of the
Navy’'s reserve conponents are currently supporting three

Presidential Reserve Call-ups in Kosovo, Bosnia, and Irag.

NAVAL RESERVE OVERVI EW

Naval Reserve units are an integral part of a nunmber of Navy
m ssion areas, including Fleet logistics, maritinme patrol,
carrier and helicopter w ngs, nobile construction forces,
intelligence units, surface conbatants, explosive ordnance
di sposal, undersea warfare units, operational and adm nistrative
staffs, special warfare, and nmedi cal support units. By
percentage of the total Navy, Naval Reserve contri butions

i ncl ude nobil e inshore undersea warfare units (100 percent),
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| ogi stics support squadrons (100 percent), cargo handling
battalions (93 percent), nobile construction battalions (60
percent), and Fl eet hospitals (40 percent). Additionally, the
Naval Reserve conprises 50 percent of the Navy' s m ne
counterneasure force. Fourteen mne warfare ships, including
the Navy’s only M ne Counterneasure Conmand Ship, USS | NCHON,

are Naval Reserve assets.

Naval Reserve Force (NRF) ships continue to provide worldw de
support in contingency operations and nulti-national

exerci ses. NRF ships consistently provide operational tenpo
relief for active conponent personnel by participating in
counter-narcotics operations, exercises such as UNI TAS, and

G eat Lakes crui ses.

Naval Air Reserve squadrons provide 100 percent of the Navy's
adversary support and intra-theater organic airlift, including
conti nuous detachnents in Sigonella, Sicily, and Atsugi,

Japan. Additionally, a Naval Reserve EA-6B airborne

el ectroni c counter neasures squadron deployed to Italy in

di rect support of Operation Allied Force. This sanme squadron
has al so provi ded operational tenpo relief for active
conponent personnel by flying mssions in support of Operation

Northern Watch in Iraqg.
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Naval Reserve aircraft perform 25 percent of the counter drug
m ssion; while Naval Reserve ships acconplish sone 50 percent.
Reserve Maritinme Patrol squadrons have provided three forward
depl oyed aircraft and three aircrews contributing to the
national "War on Drugs" effort. Over the past few years,

Naval Reserve aircraft have flown approximately 5,000 hours in
support of counter drug operations, a trend that is expected

to remain constant into the future.

Naval Reserve Seabees participated in Departnent of Defense
funded civil-mlitary prograns that not only increased reserve

personnel readi ness, but also assisted |ocal communities.

Naval Reserve Flag officers have perforned extended active
duty periods in support of worldw de requirenents, including
Deputy Conmander of the Joint Task Force in Sout hwest Asi a,
Commander COMFAI RMED, Commander of Naval Bases in Jacksonville
and | cel and, Deputy Conmander ClI NCPACFLT, and Commander Naval

Reserve Force.

MARI NE CORPS RESERVE OVERVI EW

The Marine Corps is, for all intents and purposes, a de

facto Total Force. Whether in the active or reserve conponent,
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al |

enlisted personnel and officers train to a common standard.

Reserve units can be used in addition to, or instead of, active

uni

ts, either for operational tenpo relief or for actual m ssion

requi renents. Marine reservists are a major part of the Marine

Corps’ warfighting and expeditionary forces.

Mari ne Corps Reserve contributions to the Marine Corps, by
percentage, include civil affairs (100 percent), intelligence
units (33 percent), headquarters and service battalions (25
percent), supply battalions (25 percent), and communi cati ons

battal i ons (25 percent).

During FY99, the Marine Corps Reserve participated in
exerci ses and operations in all five geographical CINC s
t heaters including Operation BATTLE GRI FFI N i n Norway
i nvol ving over 2,100 Marine reservists and the NEW HORI ZONS
series of projects, key elenents of SOUTHCOM s t heater

engagenent pl an.

The Marine Corps Reserve supports over 60 percent of the
Corps' counter drug m ssions. Support includes aerial
reconnai ssance and intelligence analysis. Reserve squadrons
fl ew every USMC m ssion during FY99 in support of marijuana

eradi cation, both CONUS and OCONUS.
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The Marine Corps Reserve was instrunmental in filling billets
for four Presidential Reserve Call-ups during the |ast fiscal
year. Support included over 9,000 work-days for Operation
ALLI ED FORCE i n Kosovo, and over 10,000 work-days of support
for Operation JONT FORGE in Bosnia. Oher contingencies
supported were Operati on NORTHERN WATCH i n Sout hwest Asia and
Operation UPHOLD DEMOCRACY in Haiti. Today, Marine reservists

continue to support operations in Bosnia and Kosovo.

Marine reservists are major contributors in support of the
Marine Corps Warfighting Lab (MOW.). Marine reservists
augnent the MCOW. staff and participate in experinental

exerci ses such as HUNTER WARRI OR and URBAN WARRI OR.

M LI TARY FUNERAL HONORS

As a result of legislation, effective January 1, 2000, the
Department of the Navy has revised pertinent Navy and Mari ne
Corps policies to incorporate the |law s new requirenents. W
are working closely with the Ofice of the Secretary of Defense,
t he Departnent of Veterans Affairs, and Veterans Service
Organi zations to devel op partnerships to inprove the delivery of

funeral honors.
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Both the Navy and the Marine Corps anticipate a continual
rise in the demand for personnel to performMIlitary Funera
Honors. An increased utilization of reservists wll be required
to meet this increased demand. W have concerns whether the $50
stipend, currently authorized for reservists who perform funeral
honors duty, will provide enough incentive for reservists to
participate. W wll nonitor this entitlenment closely during
t he upcom ng nonths to ensure the Departnent's conpliance with

the | aw

QUALITY COF LIFE

The sustai ned hi gh operations tenpo around the gl obe
continues to exact difficult demands on our personnel and their
famlies. Robust Navy and Marine Corps Quality of Life (QQOL)
prograns are key to retaining Sailors and Marines in today’s
chal I engi ng environnment and are an essential part of mlitary

r eadi ness.

As always, Quality of Life prograns conpete with many
equal ly pressing funding priorities. W nust remain vigilant to
ensure that the Quality of Life gains we have made in recent

years are not eroded and that we have sufficient funding to
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ensure that our Sailors and Marines can receive an acceptable

|l evel of Quality of Life services no natter where they are
stationed or deployed. Quality of Life Master Plans are used to
detail individual progranms and fundi ng standards, the progress

t hat has been nade in neeting those standards, and any current
or future initiatives that will further the Master Pl ans
overarching goal of providing nore equitable Quality of Life
services fromlocation to |location. These Master Plans are used
t hr oughout the planning, programm ng and budgeti ng process to

defend the resources for these prograns.

Vol unt ary Educati on

Surveys and studi es have shown that being able to obtain
further education is an inportant reason young people join the
mlitary, and that their ability to go to school while in the
service makes them better at their jobs, increases their
pronotability, and is a positive factor in retention. W have
made a nunber of inportant inprovenents in our ability to help
Sail ors and Marines achieve their educational goals during the

past year.

The Navy | aunched a new effort called the Navy Coll ege

Program (NCP) on October 1, 1999. The NCP's purpose is to
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stream i ne and expand Sailors’ current opportunities to pursue
col | ege degrees by building on the academ c credit they earn for
Navy training and on-the-job experience. One of the key
features of NCP is a transcript provided at key points in a
Sailor’s career. The transcript, called the Sail or/ Marine
Anmerican Council on Education Registry Transcript (SMART), is a
conput er - gener at ed docunent that will automatically record the
college credit a Sailor earns for mlitary and work experience.
The coll ege credit recommendations in SMART are nmade by the
American Council on Education and are considered a highly
reliable indicator of the credits that can be accepted by a
coll ege or university. A second key feature of NCP is the
devel opnent of partnerships with coll eges and universities to
of fer degree prograns that correspond to Navy ratings. These
partnership institutions will accept, to the maxi num extent
possi bl e, college credit for Navy training and experience from
the corresponding rating or ratings, and will sinplify
acceptance, enrollnent, residency requirenents and the
acceptance of college credit transferred from other academ c
institutions. The partnership agreenents are still in

devel opnent but are expected to cone on line later this year
These and many ot her enhancenents are expected to create an
envi ronnent designed to facilitate nore Sail ors earning college

degrees while on active duty, and will rem nd themthat they may
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be earning college credit before they even set foot in a college

cl assroom

The Marine Corps has al so systematized their voluntary
education efforts through the devel opnment of the Lifel ong
Learning Program In this program which is geared toward the
denographics of the Marine Corps (primarily a young, first term
force), the approach is to establish an integrated approach to
| earning. There are a wide variety of possible |earning goals
provi ded such as high school conpletion, academ c skills
i nprovenent, a college degree, enrollnment in an apprenticeship
programrelated to the Marine’s MOS, a vocational/techni cal
certificate, etc. Education counselors assist first-tine
Marines with mappi ng out how to achieve their personal
educational goals. At the sane tine, the Marine is al so
accunul ating college credits Iike his Navy counterpart on a
SMART transcript, which can be applied toward a coll ege degree
if he or she so chooses. The intent of the Lifelong Learning
Programis to enable Marines and their famlies to achieve their
personal |earning goals anytinme and anywhere through four nmajor
conponents: educational services (Tuition Assistance, distance
education, academ c skills inprovenent, high school conpletion,
etc.,), learning resources (Lifelong Learning Centers and

libraries), testing (College Level Exam nation Program and ot her
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kinds of tests offered through the Defense Activity for Non-
Tradi tional Education Support), and credentialling

(apprenticeship prograns, SMART transcript, etc.).

Moral e, Welfare and Recreation (MAR)

The Departnent of Navy has made significant strides in
delivering quality, well-rounded MAR prograns and facilities
that pronote m ssion readi ness and productivity. From our
budget successes in recent years, we have substantially
i ncreased funding to help MAR prograns neet DoD Category "A" and
"B" appropriated funding standards. At current progranmed
funding levels, we anticipate the Navy will reach the DoD goa
in FYO2, with the Marine Corps following in FYO4. Qur focus
continues to be targeted on prograns that pronote fitness, a

healthy lifestyle, and a strong sense of mlitary comunity.

At approximately 110 Navy and 18 Marine Corps installations
wor | d-wi de, MAR prograns provide nore than fifty different types
of progranms that contribute to an enhanced Quality of Life
within the mlitary. Quality of Life research data suggest a
significant correlation between satisfaction with Navy MAR and
its contribution to retention, and readi ness, and the nental,

physi cal, social, and enotional well being of mlitary personnel
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and their famly nmenbers. Specifically, results fromthe Navy-
wi de MAR custoner survey conducted in 1999 revealed that 72
percent of enlisted and 79 percent of officer personnel
attributed MAR prograns to the inprovenent of their Quality of
Life. Further, a 1999 GAO study entitled “Quality of Life and
Retention in the Mlitary,” reported that the Quality of Life
factors considered as top sources of satisfaction included
traditional MAR prograns and services, such as fitness and

sports.

The Marine Corps has successfully devel oped the Senper Fit
program which weaves |leisure, fitness, health and nutrition
into one shop. This holistic approach addresses all facets of a
healthy lifestyle, which enphasizes total wellness of the

service nenber and their famly nenbers.

Thr oughout the Navy and Marine Corps, we continue to
enphasi ze fitness, intranural sports, Single Sailor/Marine, and
hi gh- advent ure outdoor recreation prograns to pronbte unit
camaraderi e and provide viable alternatives to al cohol and
subst ance abuse. W are also inplenenting custoner service
training prograns to inprove the delivery of our progranms to
Sailors and Marines. |In fact, the Navy MAR Custoner Service

program was recently nom nated for an award through the
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“Innovations in American Government Progrant adm nistered by the
John F. Kennedy School of Governnent. This programrecognizes
creative governnmental initiatives that are especially effective
in addressing vital public needs. Navy MAR has undertaken an
effort to create an organi zation in which custoner focus and
custonmer comm tnent prevails. To acconplish this cultural
change, Navy MAR inplenented a “Star Service Prograni which is a
two-tiered effort wwth the primary goal of elevating custoner
service in Navy MAR facilities to a “best in class” status.
These initiatives, along with our continued commtnent to
properly resource the prograns, should place MAR on course to

reach a high quality standard by the end of the FYDP

Single Sailor/Single Marine Prograns

In addition to the nyriad MAR progranms and activities that
we provide for active duty nenbers and their famlies, the Navy
and Marine Corps have al so devel oped robust single nenber
prograns that are focused on providing healthy Quality of Life

al ternatives

Al t hough many of the Navy' s core MAR prograns serve the
Single Sailor, the Single Sailor Centers and “Liberty Progrant

act as focal points to tailor these progranms for all our young
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men and wonen. These centers provide a confortable, hone-like
envi ronment where Sailors can gather to socialize, watch TV and
nmovi es, play video ganes, register for organi zed events, use the
Internet, read books, or just relax in a non-stress place. The
majority of these Single Sailor prograns are free of charge and
all prograns degl anori ze tobacco and al cohol use. Considering
44 percent of the Navy' s popul ation consists of first-terners,
the Single Sailor programis an inportant step in taking care of
the rel ative newconers who will soon be faced with a decision

whet her or not to remain in the Navy.

The Single Marine Programwas established as a result of a
1993 Quality of Life study, which reveal ed i nequities between
single and married Marines. Since the single popul ation
currently represents 59 percent of the entire Marine Corps,
Quality of Life for this custoner base is a high priority with
the Corps. The key elenents of the Single Marine Program are
overall Quality of Life, health and wel |l ness, recreational
activities, comunity involvenment, life skills, and career

pl anni ng.

Exanpl es of Single Marine Programinitiatives throughout
the Corps include voter registration drives, designated driver

prograns, food drives for the holidays, Sober Marine Pledge
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drives, gift bags for deployed Marines, involvenent in Big
Brother/Big Sister prograns, and Red Cross vol unteerism
A new systemm de Single Marine initiative for FYOO is support of

the Marine Corps’ Illegal Drug Use Prevention Program

Since its inception in 1994, the Single Marine Program has
grown tremendously, as Marines are getting out of the barracks
and into constructive activities that benefit the Mrine Corps

and civilian comunities.

Fam |y Service Centers

Qur 62 Navy and 18 Marine Corps world-wide Famly Service
Centers are a source of mmjor support for single and married
service nenbers and their famlies. Staffed wth over 2,000
dedi cat ed professional counselors, comunity informtion and
referral specialists, and life skills educators, these centers
provi de support services that help service and famly nenbers
prevent and deal effectively with various types of crises.
Commands and fam ly service centers share the common goal of
keepi ng individuals and famlies healthy and strong, preventing
i ndi vidual and famly dysfunction, facilitating personal and
famly self sufficiency, and creating overall comrand and

communi ty wel | ness.
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Fam ly Service Centers al so hel p prepare service nenbers
and their famlies to deal with upcoming mlitary nobilizations,
depl oynents, separation, relocation, and major life transitions.
By providing information, training and assi stance on such topics
as allotnents, famly support groups, QOrbudsnen and vol unt eer
services, cultural adjustnent, deploynent support, and comrunity
resources and activities, service and famly nenbers can becone
nore sel f-sustaining and satisfied with their overall Quality of

Li fe.

Fam |y Advocacy Program

The Departnent of the Navy views famly violence as a
| eadership i ssue. W expect each service nenber to take
personal responsibility for the safety, health and well -bei ng of
his or her famly nmenbers. Qur Navy and Marine Corps policies
and | eadership training reinforce this nessage at every |eve
within the chain of command. The Navy and Marine Corps al so
require on-going | eadership involvenent, prevention activities,
victimsafety and support, offender accountability,
rehabilitation education and counseling, and community

accountability.
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One initiative that has reaped positive results for both
the Navy and Marine Corps in preventing and identifying spouse
and child abuse is the New Parent Support Program (NPSP), a
hi ghly effective home-visiting prevention education program for
parents of children under 6 years of age. NPSP is |ocated at
nmore than 60 DoN installations. W are also teaching our
| eaders and community menbers about the scope of the famly
vi ol ence problem the underlying causes of abuse and avail abl e
mlitary and civilian community resources. Finally, we continue
the inplenmentation of coordinated initiatives which integrate
the efforts of famly support and nedi cal professionals, |aw
enforcenment and investigative personnel, victim advocates,
chapl ains, command | eaders and community nmenbers in preventing

and intervening in incidents of famly viol ence.

Chil d Devel opnment Servi ces

The purpose of Navy and Marine Corps Child Devel opnent
Prograns (CDP) is to assist DoD mlitary and civilian personnel
i n bal ancing the conpeting demands of famly life with the
acconpl i shnment of the DoD m ssion, and to inprove the economc
viability of the famly unit. The Mlitary Child Care Act of
1989 has produced a high quality, affordable child care system

for our Navy/Marine Corps famlies around the gl obe. W
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strongly believe that Child Devel opnent Prograns have a direct

link to readi ness.

VWil e we have mai ntai ned one of the highest quality,
af fordabl e Child Devel opnment Prograns in the Nation, we are
still facing challenges in neeting the high demand for our
program The DoD goal is to neet 65 percent of the potenti al
need. The Marine Corps is currently neeting 58 percent of the
need, with the Navy followi ng at 55 percent. Both are expected

to reach goal by FYOS.

To address the issue of capacity, we have instituted a
mul ti-faceted approach to expanding care. One of the primary
options that we explored this past year was to conpete our
gover nnment operated program against the private sector in an
effort to increase spaces for fewer dollars. Qur pilot test,
whi ch included ten Navy and two Marine Corps bases in the San
Di ego region, concluded that it was nore cost-effective to
operate the internally managed governnent programthan to use
the private sector. W believe we successfully achieved the
primary goal of this study, which was to expand capacity wi thin

avai |l abl e resources without sacrificing quality.
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Anot her option we are using is Famly Child Care, also
referred to as in-home care. Famly Child Care has proven to be
an economcal way to provide quality care that is affordable to
parents and cost effective to the Navy and Marine Corps. Navy
provi ded over 13,000 in-home spaces in FY99, with Mrine Corps
reporting over 4,500 in the sanme year. Famly Child Care is
particularly effective for infants and pre-toddl ers and for
Service nenbers requiring extended care. Expanded use of direct
cash subsidies to providers, which make parent fees conparable
to those charged in on-base centers, is nmaking this type of care
nore affordable and, therefore, nore attractive to parents. A
1998 Caliber Child Care Survey indicated that cost and | ocation
are the top two factors influencing a service nenber’s child
care choice. The Center for Naval Analyses conpleted a review
of the “Effectiveness of Direct Cash Subsidies” and found
subsi di es increase the nunber of providers and increase the
nunber of parents willing to use Famly Child Care. Overall,
study results indicate that growh can be expected in this
programif Famly Child Care is affordable, of equal quality as
center-based care, and is convenient to either the hone or

wor kpl ace.
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LI FELI NES

The Departnent’s LIFELines initiative continues to be a key
vehicle to provide Quality of Life support services to al
Sailors and Marines and their famlies regardless of duty
| ocation. LIFELines is a joint mlitary services partnership
for Quality of Life support services delivery using two forns of
el ectroni c comuni cations — the Internet and tel evision
broadcasting. LIFELi nes provides access to a full range of on-
line Quality of Life information and busi ness transactions to
service nenbers and their famlies, 24 hours a day, seven days a
week —an inportant supplenent to our existing bricks-and-nortar
and personnel Quality of Life programinfrastructure. Inits
first full year of operation, many new resources and features
have been added to the “Quality of Life Mall,” which is the
LI FELi nes Internet website. Late last year, the Quality of Life

Mal | opened 12 new stores and added hundreds of new hotli nks.

The Quality of Life Broadcast Network has produced several
maj or broadcasts including training prograns on intercultural
rel ations for Relocation Program Managers, training for
Onbudsnen, and a program produced by the Chaplain Corps for
depl oyed troops. Additionally, in collaboration with the

Departnent of the Navy' s Chief Information Oficer SMART Card
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O fice, LIFELines is devel oping several business innovations

usi ng SMART Card technology. LIFELines will serve as the “front
end” portal and custoner interface for a pilot program providing
onl i ne busi ness process inprovenents such as online registration

for housing and child care.

Late | ast year, the General Services Adm nistration
conducted a national survey of over 200 web sites, including
several dozen governnent sites, and sel ected LIFELi nes as one of
two governnent sites recognized as the best on the Wrld Wde
Web. GSA cited LIFELi nes as “one of the best exanpl es of
transactional delivery around.” The Center of Excellence for
| nformati on Technol ogy (CEIT) also recently sel ected LI FELi nes
as a CEIT 2000 w nner for using technology to facilitate the
delivery of governnmental services, inproving the productivity of
gover nnment operations, and encouragi ng adoption of proven

i nformati on technol ogy practices.

LI FELines is currently undergoi ng an upgrade to provide
state-of-the-art technol ogy and enhanced services. Anong the
i nprovenents, this upgrade will cut costs for Quality of Life
operations by substituting electronic publications for paper
ones, and provide el ectronic courseware reducing the need for

expensi ve travel to school house sites. LI FELi nes has becone a
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nodel for Quality of Life services delivery within the

Departnent of Defense.

Exchange Operations

The Navy and Mari ne Corps exchange operations continue to
provi de an inportant conpensation in-kind benefit through the
provi sion of nonappropriated fund support for MAR prograns and
goods and services at |less than commercial nmarket rates. Wth
conti nued pressure from conpeting commercial retail providers,
each of our exchange systens is challenged with providing a
service in an environnent of downsizing and budget cuts. To
save operational costs, at two BRAC | ocations within the Navy
(Naval Air Station Fort Worth and the fornmer Naval Training
Command, Ol ando, Florida) we are providing the exchange service
t hrough a conbi ned conm ssary and exchange “hybrid” store.
Additionally, where it nmakes sense, we have constructed our
exchanges in a collocated fashion with the conm ssary, allow ng
us to enjoy the residual efficiencies of joint construction.
Naval Submari ne Base Pear| Harbor and Naval Air Station
Sigonella, Italy are exanples where we have built coll ocated

oper ati ons.
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The Mlitary Services continue to conduct a conprehensive
review of our collective exchange systens, with a focus on ways
to optim ze operations and gain greater efficiencies. This
review, which we refer to as “The Due Diligence Study”, wll
provi de recomrendati ons as to how we can provide the best
possi bl e service to our patrons, operate nost efficiently and
continue to provide nonappropriated fund support to our MAR

prograns. W | ook forward to sharing the results wth Congress.

Heal th Care

We know how i nportant access to quality nedical care is to
our Sailors, Marines, famly nenbers, and retirees, their
famlies and survivors. It is a cornerstone of readi ness and
affects the quality of service, Quality of Life, retention and
recruiting of our personnel. W are commtted to delivering
medi cal care and force health protection to our nmen and wonen —
keepi ng them physically and nentally prepared to performtheir
demandi ng m ssions. W al so understand our Sailors and Marines
must know t hat, when they are depl oyed and away from hone, their

famly menbers will receive the nedical care they require.
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This year we have seen a significant conmtnent on the part
of senior |eadership to help inprove the delivery of health care
services. The Secretary of Defense, Service Secretaries and
Service Chiefs have identified health care as one of the their
top priorities. The establishnent of the Defense Medi cal
Oversight Council (DMOC) represents a major step by the senior
| eadership of the Departnment of Defense and the Mlitary
Departments to provide strategic direction to the Mlitary
Health System Co-chaired by the Under Secretary of Defense
(Personnel & Readiness) and the Vice Chief of Naval Operations,
the DMOC has been actively working on inportant issues such as
financing the Defense Health Program assessing the health
benefit, and inproving TRICARE. In addition, the Chairnman of
the Joint Chiefs of Staff has been working hard to inprove the
delivery of health care services to all active duty and retired
personnel and their famly nenbers. Their attention on nuch
needed programinitiatives such as TRI CARE PRI ME Renote for
Active Duty Fam |y Menbers has been inportant in constructing
| ong-term sustainable solutions. The |eadership commtnent is
vital to ensuring all beneficiaries recognize how inportant this
issue is to the Mlitary Departnments and, nost inportantly, the

steps we are taking to inprove the system
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TRICARE i s an inportant conponent of the Mlitary Health
System This managed care programallows us to partner with the
private sector to deliver the full spectrumof health care
services to our beneficiaries, while ensuring that our nedical
readi ness capabilities are nmaintained. W do, however, know
t hat sonme aspects of TRI CARE nust be inproved to ensure that
this systemis nore responsive to our beneficiaries. Qur
beneficiaries have been clear that they want a systemthat is
| ess confusing and easier to navigate, irrespective of
geographical |ocation. Efforts are underway to inprove
i nportant, custoner-based services such as access to
appoi ntnents, tinely clains processing, establishing robust
provi der networks and easy-to-access beneficiary assistance.
These areas, together with ensuring our future nanaged care
support contracts refl ect best business practices and | essons
| earned, are essential to delivering quality services. W are
al so encouraged by the potential opportunities frominplenenting
the mlitary treatnent facility optim zation plan and | everagi ng

key technol ogi es, such as tel enedicine.

Anot her inportant focus area is inproving the access to
care for our over 65 Medicare-eligible beneficiaries. In
addition to the various denonstration projects currently

underway, such as TRI CARE Seni or PRI ME, FEHBP-65, TRI CARE
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suppl ement, and the national mail order pharmacy program the

| eadership is carefully assessing other options to address the
uni que health care needs of this grow ng beneficiary group. W
recogni ze the comm tnent nade to these dedicated individuals and
their famly nmenbers and will continue to work with OSD, Joint
Chiefs of Staff and the DMOC on the strategies and resource
requi renents for benefit inprovenents. This issue is
particularly challenging and we recogni ze that we have nore work

to do in this inportant area.

ENSURI NG OPPORTUNI TY

Equal Opportunity

Qur goal in this area remains the sanme: Provide al
Department of the Navy personnel with the opportunity to |earn,
grow and achi eve regardl ess of their race, color, religion,
gender or national origin. Navy and Marine Corps |eaders are
commtted to eradicating discrimnation, as well as other forns
of unethical and unprofessional behaviors that negatively inpact

nmoral e or unit cohesi veness.
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To assess the effectiveness of our Equal Opportunity (EO
prograns we conduct Service-w de system checks through surveys
and focus groups. Differences between majority and mnority
accessi ons, pronotions, educational opportunities, separations,
retention, assignnents, conplaints, and disciplinary actions are
actively tracked and analyzed to identify any disparities and

det erm ne how best to overconme them

The principles of equal opportunity are stressed in a
nunber of training courses. The Navy's Leadership Conti nuum and
Mari ne Corps' Leadership Devel opnent Prograns are two exanpl es
of service-w de, career-long training that cover a w de range of
| eadershi p i ssues including equal opportunity and sexual
harassnent prevention, while enphasizing high standards of

character and professional behavior.

WOVEN I N THE NAVY AND MARI NE CORPS

Wnen conprise 13.7 percent of the Navy and continue to
serve in every comunity and career field with the exception of
submari ne duty and speci al operations. The Navy provides
excel l ent opportunities for wonen at sea and in aviation, with
wonen currently assigned to 106 conbatant ships, 49 non-

conbat ant ships, and 6 carrier air wngs. Twenty-one of the 106
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conbat ant shi ps have wonen officers assigned but no enlisted
wonen. There are a total of 545 wonman aviators, of those 84 are
tactical air aviators. |In FYOO, 11 ships and one carrier air

Wi ng are schedul ed to becone gender-integrated. Plans for FYOl
i nclude 8 additional ships and one carrier air wing. The Navy
continues to recruit and retain wonen for their talent and
contributions, and has given them ever-expandi ng rol es of

i ncreased responsibility commensurate with their professional

devel opnent .

Wnen Marines are eligible for enploynent in all roles
except those explicitly prohibited by law. Wnen Marines serve
in MOSs and billets commensurate with their individual abilities
and in keeping with their potential. The Marine Corps provides
meani ngf ul career paths for wonen that allow equitable Fleet
Mari ne Force (FMF)/non-FMF rotation, when conpared to nale
counterparts of the sane grade and MOS. W nen may be assigned
to the command el enent of any Marine Air-Gound Task Force,
division, aircraft wing and Force Service Support G oup. Wnen
deploy with their units subject to the availability of
appropriate transportation. Currently there are 888 Mari ne
Corps fermale officers serving in a variety of billets, to
include 39 in Marine Corps Aviation. Additionally, there are

1, 404 wonen Staff Non- Comm ssioned O ficers.
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Cl VILI ANS I N THE DEPARTMENT OF THE NAVY

After nore than 10 years of steady downsizing, civilians
make up about one-third of the Departnent's popul ation and are
val ued nmenbers of the Total Force team In 1989, the Departnent
of the Navy enpl oyed about 331,000 U S. citizen civilian
wor kers. Today we have approxi mately 188,000 U. S. citizen
civilians, and expect further reductions will take us to a
civilian work force of 170,799 by the year 2005. Throughout
this process, we have and will continue to nmake maxi num use of
authorities for separation incentives and early retirenent and
W Il pursue every opportunity to assist enployees who nust be

involuntarily separat ed.

One result of this downsizing is shared across the entire
Federal Governnent: the Departnment of the Navy enpl oys a work
force which is rapidly approaching retirenent age. Exam ning
just the core business of the DoN, we find troubling statistics.
In the next five years, 47 percent of our engineers, 55 percent
of our scientists, 70 percent of our conputer specialists, and
64 percent of our contract specialists will be eligible for
retirement. Wien we | ook at potential replacenents in the
pi peline, we find that in 1988, we had 2.25 enpl oyees to repl ace

each departing or retiring enployee. In 1998, that nunber was
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reduced to | ess than one enpl oyee (.82). These statistics tel
us that we need to take a close |ook at howwe wll recruit and

maintain the critical civilian workforce of the future.

Traditionally, field activity and headquarters comands
have conpeted agai nst other public and private sector
organi zati ons, and sonetines inadvertently agai nst each other,
for abundant | abor resources. |In this conpetitive environnment,
however, tradition has to give way to innovation. As the | abor
shortage intensifies, conpetition for qualified, dedicated
enpl oyees i s becom ng even nore chall enging. The Departnent of
the Navy is commtted to inproving our efforts and our results
in attracting a workforce that reflects the diversity of our
nation and neets our mssion needs. W fully support efforts
within the Departnment of Defense to identify |egislative and
regul at ory changes we need to provide nore recruiting

flexibility.

In the neantine, we are revitalizing our recruiting efforts
to ensure that accurate and effective job information is readily
avai lable to a cadre of well-trained and experienced recruiters.
This year, we will be conducting recruiter conferences and
training ainmed at enhancing our recruitnment efforts at coll eges,

universities, and career fairs. W are devel oping guidelines
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and materials for use by recruiters, and identifying
opportunities for sharing resources and best practices. CQur
goal is to ensure the Departnent of the Navy is seen as an

enpl oyer of choice by our current workforce and by high quality

candi dates for our future jobs.

| MPROVI NG OUR PROCESSES

Navy Human Resources Board of Directors

The end of the drawdown has resulted in a returned focus on
the nost efficient and cost effective nethods to manage our
personnel. 1In a continuing effort to inprove support for our
Sailors, the Navy has chartered a Navy Human Resources Board of
Directors (NHRBOD) as a vehicle to integrate human resource
organi zati ons and processes. Chaired by the Chief of Naval
Personnel , NHRBOD nenbership includes senior mlitary and
civilian | eadership representing the Fleet, the Navy
secretariat, Deputy Chiefs of Naval Operations responsible for
personnel, training, and installations, the Reserve Forces, and
t he Navy nedical establishnent. The NHRBOD serves as a forum

for this diverse group to address a wide variety of issues
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i npacti ng personnel managenent, distribution, conpensation,

training, and Quality of Life.

Tr ai ni ng Reengi neering

Striving to inprove "Quality of Service", the Departnent of
the Navy is instituting fundanmental changes to the way we train
by focusing on the foll ow ng objectives:

reduci ng the infrastructure cost of training and education
i ncreasi ng personnel readi ness
maki ng training an ongoing priority for every Sailor and

Mari ne.

Qur current training infrastructure is being nodernized and
made nore efficient to take advantage of a host of new
technol ogi es. The net results will be an enhanced ability to
teach a broad foundation of know edge, an increased speed of
| earni ng, greater technical proficiency, inproved realism of
training scenarios, access to special situational know edge, and

focused renediation in order to mninmze attrition

The Chi ef of Naval Education and Training' s training
reengi neering effort incorporates |eadi ng-edge technology into

the classroomin order to provide nore Sailors to the Fleet

56



faster and with nore know edge. Key conponents of the
reengi neering effort include the Advanced El ectronic C assroons

(AEC), self-paced trainers, and Learning Resource Centers (LRC)

AECs are cl assroons equi pped to provide instructors with
the capability to deliver training materials in an electronic
format. They incorporate PC based technol ogy that automates the
delivery of classroominstruction. Students have access to the
sane Interactive Electronic Technical Mnuals that they will use
inthe Fleet. Instructors also have the ability to receive
i nstant feedback on the student’s understandi ng of course
material. Another formof AECs, the self-paced trainers,
consists of digital experinent card sets to support basic

electricity and electronics training at the technician |evel.

Learni ng Resource Centers (LRCs) provide a venue at the
school house for students to access both curriculumtraining
mat eri al s and professional enhancenent materials in an
el ectroni c-based format. The interactive courseware design
delivers curriculumand applications for different |earning
styl es, enhances and accel erates | earning, augnents traditional
| ecture and denonstration based | earning, provides instant

f eedback, and inproves renedi ati on and skill enhancenent.
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Al'l training reengineering efforts have resulted in
significant returns on investnent:
| mpl enent ati on of AECs, LRCs, and self-paced trainers have
resulted in inproved student notivation and reduced attrition
and setback rates. At Service School Command G eat Lakes,
attrition has declined from®6.6 percent to 1.4 percent, and
set backs have declined from21.1 percent to 1.8 percent in
reengi neered courses. |In addition, the length of the Advanced
El ectroni cs Technical Core Course at SSC G eat Lakes was

reduced by 38 days.

Sel f-paced trainers have reduced the tinme to train electronics
techni ci ans by 26 days, which translates to an increased
capacity of Electronics Technician (ET) and Fire Control man
(FC) throughput to the Fleet of 1200 additional Sailors

annual | y.

A $28M training reengi neering investment during the period
FY97 through FY99 returned a total of 2,357 work-years fromthe
classroomto the Fleet. Total return on investnent anounts to

$86M

Additionally, the Navy is using broad band comuni cati ons

to facilitate shipboard “di stance | earning” and infornmation age
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sinmulations to inprove training. Investnments in these training
t echnol ogi es, focused curricula, nodeling and sinmulation, and a
shift toward increased training in an operational setting wll

better support the preparation of today's Sailor and Mari ne.

Per sonnel Task Force

As you are well aware, ny office nust be concerned with the
i ssues of tonorrow as well as issues of today. |n addressing
i ssues of the future | am sponsoring a Departnent of the Navy
Personnel Task Force. This task force is chaired by fornmer Navy
Secretary Sean O Keefe and includes invited subject matter
experts fromw thin the DoN and such sources as ot her federal
organi zations, the private sector, professional associations,
and academ a. As part of this effort, we have established a
partnership with the National Association of Public

Adm ni stration, or NAPA to address civilian personnel issues.

For the purposes of this effort, the task force is using
the year 2020 as its planning horizon. Its first phase efforts,
whi ch have just been conpl eted, involved devel opi ng a practi cal
under standi ng of the future personnel needs of the naval forces
and the factors that could affect the DoN s ability to neet

t hose needs. During the second phase, which is currently

59



underway, the task force is using the know edge it has devel oped
to create personnel systemdesigns to neet future nava

personnel needs. In the third phase, the task force wll
devel op inpl enentation plans for the naval personnel systens
designs. The task force is expected to conplete its work by the

end of summer 2000.

CONCLUSI ON

I n conclusion, on behalf of our Sailors and Mari nes,
civilians, retirees, and their famlies, | want to thank you
again for your outstanding support. The initiatives and
prograns approved in |ast year's National Defense Authorization
Act have been a positive step forward in addressing the
chal l enges we face and providing the Quality of Service these
dedi cated nen and wonen deserve. | amconfident that, with your
conti nued support of our efforts to maintain the course of
i nprovenent, our Fleet and Marine Forces will be the versatile

force required for the 21°' century.

60



