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1. Question: What is specifically done to retain the right people with the right experience to meet the mission needs and end-strength requirements?

2. Purpose: To provide information on the Coast Guard’s bonus and incentive programs. These programs enable us to “Shape the Force.”

3. Future Force 21: The Commandant’s Direction for 2000-2001 created the Future Force 21 (FF21) project. The goal of this project is to develop a long-range, comprehensive workforce reinvention plan, including changes to the Coast Guard’s human resource policies and practices (training, compensation, benefits, qualifications, career development, assignments, etc.). Changes thus far include the Joint Rating Review (JRR), resulting in the restructuring of seven enlisted ratings to improve the match between the work expected of these occupation fields and the present and future skill requirements of the Coast Guard.

4. Further Discussion:

a. 
Bonus Programs

1. Selective Reenlistment Bonus (SRB) – Allows the Commandant to offer a reenlistment incentive to members who possess highly desired skills or are in eligible ratings, at certain specific points during their career. For the purpose of defining eligibility periods within the first 14 years of active service, three zones of consideration are established. 

I. Zone A is defined as the period from 17 months through 6 years of active service. 

II. Zone B is defined as the period from 6 through 10 years of active service. 

III. Zone C is defined as the period from 10 through 14 years of active service. 

The objective of the SRB program is to provide an incentive to reenlist to those personnel in the Service who are serving in a skill or rating designated as critical by the Commandant. 

Note: Critical ratings are defined as those that are understaffed, projected to be understaffed the future, or require an inordinate amount of training to achieve rating strength. 

2. Critical Skills Retention Bonus (CSRB) – Used as an incentive to encourage the retention of officer and enlisted members in designated critical skills. 

3. Enlistment Bonus (EB) – Used as an incentive to attract qualified personnel to critical skills or ratings to help meet the Coast Guard’s recruiting goals. This program applies only to new enlistments. 

b. 
Discretionary Pay

1.  Special Duty Assignment Pay (SDAP) – Used to provide an additional payment both as a retention incentive to enlisted personnel who perform extremely difficult duties or duties demanding an unusual degree of responsibility, and as an inducement to persuade qualified personnel to volunteer for such duties. 

c.
Evaluation of pays and bonuses: 

Numerous items are considered when evaluating whether or not accession and/or retention discretionary pays and bonuses should be paid to select communities or specialties. These items include but are not limited to: 

1. Level of responsibility (i.e. leadership/management skills required, independent duty, visibility)

2. Level of difficulty (i.e. unique challenges associated with job)

3. Special skills and training required (i.e. special skills/training/education required, can CG provide training, screening board/panel required)

4. Accession information/trends (i.e. ratio of qualified applicant to position available, cost per accession, historical accession data, recruiting difficulty)

5. Retention Trends  (i.e. attrition rate, ration of accession to attrition, percentage of billets filled, forecasts billet strength)

6. Comparability with DoD (i.e. does DoD recognize a similar community, is pay parity with DoD an issue)

7. Availability of funding (i.e. has funding been approved/budgeted, are their other sources of funding to draw from)

8. Comparability within CG (how does community of interest compare to other communities or groups within the CG)

9. Tripwire Considerations (key criteria trigger points)

a. If the total number of authorized billets are less that 95% filled.

b. If the number of qualified applicants is less that the number of positions available.

c. If the one-year forecast shows that authorized billets will be less that 95% filled.

d. If attrition exceeds accession. 

