National Guard and Reserve Section

VI. RETENTION AND RECRUITMENT

a.  Finding 

i.  RC Service members in more than half of the focus groups reported that their difficulty balancing military service with family responsibilities and civilian careers influences their retention decisions.  

ii.  RC Service members in more than half of the focus groups reported that they would consider leaving the Guard and Reserve because of mobilization.  The most salient mobilization factors were: extended length, frequency, unpredictability, and the effect of mobilization on family and civilian careers.    

b.  Recommendation – 
i.  DOD should implement initiatives that will achieve their goals of achieving reasonable service requirements related to frequency duration and predictability of mobilization for RC personnel.

ii.  Services should implement initiatives such as the Army Restructuring and Rebalancing the active/reserve component mix, that increases predictability of mobilization schedule, reduce the length of deployment, particularly for RC personnel, and eliminate the need for stop loss.  

iii. Evaluate the effect of the on-going transformation process on the predictability and stabilization of deployment cycles.  
VII. ADVANTAGES AND DISADVANTAGES OF MILITARY LIFE 

a.  Finding 

i. Family members frequently cited mobilization as a negative aspect of Guard and Reserve service, especially when mobilization lacked predictability and involved long family separations.  

b.  Recommendation 
i. Distribute information on the behavioral affect of separation on adults and children to RC members and families before and after mobilizations.  Prepare unit leadership and family support personnel to recognize signs of separation difficulty and make informed referrals to existing resources including Family Support Centers, Military One Source and associated not-for-profit service organizations.   
a.  Finding 

i. Pay and benefits were frequently cited by RC focus group participants as a disadvantage of military service especially when compared unfavorably to the pay and benefits of the civilian sector or the active component service members.

b.  Recommendation  
Review findings from the forthcoming reports by the Commission on the National Guard and Reserves and the Commission on XXX – on the pay and benefits and prepare an informational package on the full range of pay, and benefits including health care and education, for distribution to RC family members at the unit level and through the Family Support Centers and Military One Source.  
Chapter V

FINDINGS & RECOMMENDATIONS for Chapter V Responses to the 2003 and 2004 Reports 

The responses from the DOD offices and the services on DACOWITS report recommendations from 2003 and 2004 have generally addressed the issues raised.  However we do find that there are areas that require continued emphasis and response.  The DACOWITS Committee will continue to follow these issues, requesting follow-up data and reports from DOD and the Services.

1.  Policy implementation.

a. Finding.  
i.  There is frequently a gap between policy and implementation.  The units, installations, Services, and DOD offices have described programs promising support, benefits, training and career assistance for which the reported satisfaction rates are high.  In some cases, the implementation of new programs has trailed our visits.  But too frequently, these programs are underutilized either because of lack of information or accessibility.  

ii.  Significant resources are being spent on new programs and services with little evidence, in some cases, of measures of effectiveness. Examples are provided in Chapter V.

b. Recommendations.  

i. For example, the low numbers being reported regarding the access to Military One Source should be viewed as unacceptable and communication about this and other programs needs to be extended to potential users by other methods than those currently being used.  Benchmarking needs to set a high standard because of the current OPTEMPO/PERSTEMPO and numbers of military currently deployed.

ii. Develop measures that truly indicate the effectiveness of programs relative to the cost, including actual use of program services and the effect of those services on users/customers. Measures of effectiveness should include who is actually accessing the services. (I.e. Are they being used by the target audience?)

2.  Communication with members and families.

a.  Finding. 

i.  The 2004 recommendation to mail information (especially for initial contact regarding deploying members) to the family member was either ignored or discounted by most responders.  Many responses to the issue of communication were more of the same old approaches.  

ii. Free child care, Commissary and PX certificates have been found to be successful options to encourage attendance at command briefings.  

b. Recommendations. 
i.Commands must confirm direct contact (e.g. phone calls that actually talk to a person (vs a msg machine)), mail outs, etc) with family members.  Accommodations must be made for those without access to the internet or to the installation for briefings, as well as for include family members of single members in all information outreach efforts.  

ii. Incentivizing participation in on base briefings and providing transportation are ways to increase participation.  

iii.  Evaluations of the effectiveness of these programs and attendance at them must be implemented.

3.  Survey issues.

a.  Findings.

i. Questions have been added to the Status of Forces Survey regarding data on work life balance and family deployment issues at the request of DACOWITS.  Services responses regarding the value of this data were mixed.

ii. DoD surveys of families are not conducted frequently enough, including families of Reserve Component members.  Understanding that the Services “recruit the member and retain the family”, it is necessary to know the issues and concerns of families on a more frequent basis than has happened recently.

b. Recommendations.    

i. DOD and the Services should evaluate resulting data and ensure that the information is provided to DACOWITS.

ii. The Status of Forces Survey model should be followed for a survey of families done annually.

4. Officer Retention.

a. Finding.  
i. Responses to the officer retention issue indicated in many cases that the services don’t see this as a problem.  Retention issues relate directly to mission accomplishment.  Even though a service may be downsizing or their overall retention statistics look good, especially for enlisted, the issue is the officer population, the year group and skill sets that are being retained vs. what is needed.

ii. Flexible career options are necessary to maintain a trained and experienced workforce available to accomplish many different and complex missions. Some of these missions are gender specific (e.g. gathering intelligence from the female population in a country where females are not allowed to talk to males outside their families).   Data show spikes for female officer departures at certain year groups. The DoD Flexible Career Program initiatives are viewed positively by the Committee.

b.Recommendations.  
i.  Leading indicators should be monitored for potential problems with officer retention so they can be addressed before the services find themselves in a deep hole that requires them to dig out.  The longitudinal data requested by DACOWITS should assist in discovering which categories of officers (e.g. by gender, married or single, with children or not) are most likely to change their minds about staying in the military and the reasons why.  This should inform DOD and Service policies to aid in retention.  

ii. DoD should submit and that Congress should support necessary legislation to update DOPMA to allow for more personnel management flexibility to ensure mission effectiveness.  

5.   Child Care

a.  Finding.
i.  Child care shortfalls are magnified in a dynamic deployment environment.  Services continue to report “We’re doing the best we can.”  Despite increased appropriations, DoD and Service expenditures on child care need improvement.  The contribution of quality of life expenditures, like child care, to mission accomplishment must be recognized.  Some innovative approaches were found which have made a big difference to families.  Progress has been made, but more is needed.

b.  Recommendation.
i.That DoD and the Services accelerate their goals for child care and fund them accordingly.

6. Pregnancy Issues

a.  Finding.  
i. Female Service members reported that they often fear being treated as a malingerer or marginalized if/when they report their pregnancies to their chain of command.

b.  Recommendation. 
i.DACOWITS continues to recommend that ALL levels of leadership, especially at the small unit level where women are employed, get regular mandatory briefings on family planning, pregnancy, physiological changes, advisable health care regimens and job performance expectations of pregnant personnel. (e.g. teach at NCO/SNCO Academy) 

7. Sexual Assault.

a.  Finding.  
i.DACOWITS continues to advocate the conduct of SA training in a gender segregated environment.  There is a place for gender integrated training as well.  But some issues can be addressed much more candidly and clearly with questions asked and completely answered only in a gender segregated group, especially at the small unit level.

ii.  The importance of command climate to minimizing sexual assault issues cannot be over emphasized.

b. Recommendation.  
i.  That the advantages of gender segregated sexual assault prevention training be recognized and such training implemented.  

ii. This topic required continued emphasis in command level training and by leaders at every level.

PAGE  
1

