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EXECUTIVE SUMMARY

This report presents the results of a study of the pretrained
individual manpower (PIM) programs of the Military Services, conducted
by General Research Corporation (GRC) under contract to the Office of
the Deputy Assistant Secretary of Defense (Reserve Affairs). The pur-
pose of the study is to review and report on the status of the various
pretrained individual manpower programs and management improvement
initiatives being undertaken by the Office of the Secretary of Defense
(0SD) and the Military Services. In addition, the study recommends
applicable policy changes and identifies areas requiring further manage-

ment attention.

For the purposes of this study, pretrained individuals are defined
as personnel not on active duty who are qualified in a required military
occupation, are available for mobilization, and are cognizant of their
military status. In the event of war, the available pretrained indi-
viduals will be recalled to fill urgent, time-sensitive positions that
will bring military forces to wartime strength, expand the Continental
United Status (CONUS) support base, and replace early losses until other

individuals can be inducted and trained.

Pretrained individuals are members of the Ready Reserve or Standbv
Reserve or the retired lists of the Military Services. Those in the Ready
Reserve include members of the Individual Ready Reserve (IRR), Inactive
National Guard (ING), and Individual Mobilization Augmentee (IMA) pro-

gram.

Wartime manpower planning shows that, in the event of a major con-

flict requiring full mobilization, such as a war in Europe, there would

iid




be insufficient pretrained individual manpower to meet ~he early needs of
the Military Services. The situation in the Armv is pa-ticularly critical.
Thus, 1NSD and the Military Services have undertaken numerous management
initiatives to improve the supply and availability of pretrained indi-

viduals.

Based on visits to members of the OSD and Service staffs and to the
Service Reserve personnel centers, the GRC study team reached conclusions

and made recommendations as summar ~»d below:

° The initiatives undertaken by OSD and the Military Services
have improved the availability of p-etrainec individual man-
power for mobilization throughout the Services. [fqually
important is the management attention now focused on mobili-
zation manpower requirements and processes as a result of

these initiatives.

] Service compliance with OSD guidance relatinz ro pretrained

individual manpower is spotty and should be improved.

° Future OSD policy guidance should be tailored to Service war-
time manpower requirements, organizations, and mobilization
procedures. The guidance should be stated in relatively
general terms to allow the Services to struccure their pro-
grams in accordance with their unique cperating character-

istics.

. The current lack of precise wartime requirements by skill and
grade inhibits the development of Service manpower mobiliza-

tion plans and procedures.

® Initiatives undertaken to improve the strength and avail-
abilitv of the IRR have succeeded in stopping the decline in
IRR strengths and should result in gradual strength improve-
ments over time, However, under present policies. it is
unlikely that IRR strengths in the Army, Navy, and Air Force
will equal wartime demand under conditions of full mebiliza-

ticn.
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Programs designed to add personnel to the IRR who have low
skill levels and limited experience should be undertaken

with caution and tailored to the specific wartime manpower

needs of each Service.

The Services lack guidance on the amount and type of train-

ing that should be provided to members of the IRR. Enlisted

——

members, who generally have a low propensity to participate

isadibei

in training, present special protlems for the Services.

Further analysis should be undertaken by OSD in this impor-

tant area.

The Inactive National Guard provides a valuable, but limited,
additional source of pretrained individuals for the Army.
However, the size of the ING should be constrained so that

it does not cause an unacceptable administrative burden to

be placed on Army National Guard units.

Individual Mobilization Augmentees provide a source of well-
trained mobilization assets who are immediately available for b
recall to active duty. However, Service plans to expand the
IMA program to include large numbers of enlisted members may
not be successful due to the low propensity of prior-service

enlisted personnel to participate in Reserve training.

Although many problems remain to be solved regarding the

recall of retirees upon mobilization, retirees provide an
important additional source of pretrained, experienced indi-
viduals. The Services' retiree recall programs are progres-

sing and probably will meet OSD target dates. ]

The Standby Reserve should be retained as a mobilization man- '
power pool for individuals who possess skills required upon
mobilization but who are unable or unwilling to participate

in the Ready Reserve.

Compliance with OSD guidance to preassign members of the IRR

and retirees is not consistent across the Services., Many




factors affect the Services' approach to preassignment. O0SD
should analyze the associated issues and provide further

guidance to the Services.
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SECTION 1
INTRODUCTION

P i —

PURPOSE ‘
It is the purpose of this study to review and report on the status '

of the pretrained individual manpower programs and management initiatives

being undertaken by the Office of the Secretary of Defense (0SD) and the

Military Services, to recommend applicable policy changes, and to determine

areas requiring further management attention.

5
[N

BACKGROUND

To maintain preparedness for fighting a major war, the United
States depends upon a combination of sources of militarv manpower, in-
cluding both active and Reserve force units, individuals of the Ready
Reserve and Standby Reserve, and retirees. 1In addition, preparations are
made in peacetime to induct and train individuals with no prior military

experience in the event of a major war.

Active component forces provide the first line of defense for all
contingencies. These consist of military personnel on full-time active
duty who are immediately available for deployment to a theater of opera-
tions. In the event of a conflict that requires forces in excess of
those available in the active component, the Ready Reserve of each
Service provides a combination of units (Selected Reserve) and indivi- 4
duals [primarily Individual Ready Reserve (IRR)] to augment the active
forces. A Standby Reserve is also available in each Service to provide
individuals with prior military experience who are available for military

duty under certain conditions.

1-1




In recent years, wartime manpower planning has shown that, in the
event of a major conflict such as a war in Eurcpe, there would be insuf-
ficient pretrained manpower to meet the early needs of the Military Ser-~
vices, Considering the need to fill out active and Reserve component units,
expand the Continental United States (CONUS) support base, and replace
early combat losses, all Services anticipate a shortfall of pretrained
manpower. The situation in the Army 1is particularly critical because
of the low peacetime strength of its Reserve components, the size of the
expansion needed to fight a major war, and the size of the estimated

early wartime losses.

Based on the estimated shortfall of pretrained manpower, the
Services, under the direction and guidance of 0SD, have undertaken numerous
initiatives to increase the supply of pretrained individuals. These in-
clude management and legislative actions required to reduce losses of
pretrained individuals, initiatives to ‘ncrease the pool of mobilizable
assets, and programs to tap the wealth of experience held by military
retirees who previously were not considered as mobilization assets. Taken
together, these initiatives have caused DoD and Service managers to focus
substantial attention on the requirements for pretrained individuals and

on methods to improve the supply of such individuals for mobilization.

METHODOLOGY
This studv effort was undertaken in three separate, but related

steps as follows:

. Preliminary research
° Data collection
. Evaluation

During the prelimina~y research step we collected and reviewed applicable
literature to establish a body of knowledge relating to the management
of pretrained individual manpower. During these early steps the Services

were informed of the study and requested to provide full cooperation and

support to the study team.
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Based on the results of the preliminary research, the study team
conducted a series of visits with members of OSD and Service headquarters
staffs and Service field agencies. During these visits, individuals
were requested to provide their candid opinions of the programs for
which they were responsible and to provide appropriate supporting data.
The visits are listed in Appendix A.

Following the completion of the data collection visits, the study
team evaluated the information obtained and prepared this report. Follow-
up visits and phone calls were made as necessary to update aand clarify

information previously obtained.

ORGANIZATION OF THIS REPORT

Following this brief introduction, Section 2 provides additional

background relating to the role of pretrained individual manpower in
mobilization and discusses the requirements, sources, and available
supply of pretrained individuals for each Military Service. Section 3
describes the Individual Ready Reserve (IRR) program of each Service,
discusses in considerable detail the initiatives being undertaken to

improve the mobilization potential of the IRR, and provides conclusions

and recommendations for future implementation.

Section 4 describes and evaluates the Army's Inactive National
Guard (ING) program that allows individuals to remain in the National
Guard as mobilization assets without being required to participate in
frequent periods of unit training. Section 5 discusses the Individual
Mobilization Augmentee (IMA) concept that is being established in the
Services based on an existing Air Force program. IMAs are individual
members of the Selected Reserve assigned against critical positions that

must be filled immediately after mobilization.

Section 6 discusses the Standby Reserve which is comprised of
individuals who possess mobilization potential but who are unable or

unwilling to participate in the Ready Reserve. Section 7 discusses the

1-3
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programs being undertaken for the peacetime management and mobilization
of military retirees. Present planning shows that retirees have con-
siderable potential to augment the supply of pretrained manpower upon

mobilization.

Finally, Section 8 discusses briefly the issues identified in the
study that require further analysis. Appendixes provide additional

background and technical material as necessary. Acronyms are listed

in Appendix B.
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SECTION 2
THE ROLE OF PRETRAINED INDIVIDUAL
MANPOWER IN MOBILIZATION

THE MOBILIZATION PROCESS
In time of war, emergency, or mobilization, the Military Services

must take some or all of the following actions to meet military needs:

Bring the active force structure up to full strength and

composition

Bring the Selected Reserve to active federal service to fill

the authorized force structure

Bring the activated Selected Reserve force structure up to

full strength and composition

Activate additional units to meet changing force structure

requirements

Bring the activated additiomal units in the force structure

up to full strength and composition

"Top off" early deploying active and Reserve units as they
are deployed

Fill essential positions in the CONUS base

Keep all units in the force structure at full operating
strength by replacing manpower lost to both combat and non-

combat causes and to other attrition

These several actions require large quantities of manpower that must be
avallable almost without delay. Active units that are maintained below

wartime strength will require both fillers and replacements, with a

2-1

g ———— e -




heavy replacement demand in the theaters or operations and a heavy filler
demand in the CONUS. Selected Reserve units will aiso require botn f. '-
ers and replacements, with a heavy filler demand during mobilization and

a heavy replacement demand after deployment.

The traditional source of additional manpower--the draft--cannot meet
the large, .rgent, time-sensitive demand of a rapid mebilization. Even
with peacetime registration, the first trrined inductees provided by the
draft cannot reach a unit for assignment and emplovment until at least 120
days after M-day. Even then, the inductee will be a minimally trained, in-
experienced resource. Thus, all the manpower requirements of the first days

and months of a mobilizarion must be met with pretrained manpower assets.

PRETRAINED INDIVIDUAL MANPOWER
For the purposes of wmebilization, pretrained manpower assets are ob-

tained from four sources:
] Military members on active dutv

. Military members in the Selected Raeserve (including units,

individuals, and full-time augmentation support)

. Pretrained individuals in the Ready Reserve and Stundbv
Reserve with a military obligation or commitment and :+ mobili-

zatiown capability

. Military retirees

The focus of this study is on pretrained individual members of the
Selected Reserve and Ready Reserve and militarv retirees., The study ex-
cludes members on active duty, members of units ot the selected rReserve,
and members whc provide full-time augmentation support to units of the

Selected Reserve.

Pretrained individual manpower consists of individuals with the

tollowing general haracteristics:
) Trained or qualified in a required militarv occuparion
° Physically, mentally, and legally available for mobiliration

® Cognizant of his/her status




Individuals meeting these characteristics are available for early
recall in the event of war or national emergency. Most are qualified
for active duty with little or no refresher training. Thus, they can
report for active duty and become effective members of a military organi-
zation immediately thereafter. These pretrained individuals permit the

required early expansion of our military forces until a draft can be

established to sustain the wartime manpower needs of the Military Services.

THE PRETRAINED MANPOWER PROBLEM

Over the past four or five years, the demand for pretrained manpower
in the early days and months of a mobilization has been more clearly
defined and described. As that definition has become more precise, the

size of the demand has grown larger and become more difficult to meet.

Over the same four or five years and, in particular, since the start
of the all-volunteer force, the size of the pretrained manpower pool has
diminished markedly. The bottom was reached in 1978 but, even with the
modest increases in 1979 and 1980, the pool remains inadequate to meet the

demand., The causes are many, but the most significant are:

° With the dramatic decrease in the size of the active force
since Vietnam, fewer individuals are being separated from

active service and entering the Ready Reserve.

) With the increased length of enlistments in the all-volunteer
force (from two to three or more years), those individuals
that are being separated from active service and entering the
Ready Reserve serve a much shorter period in the Ready

Reserve.

To stem the decline in pretrained manpower assets and to meet the
growing demand for pretrained individuals, OSD.has directed and imple-

mented a number of initiatives in the following areas:

° Initiatives to increase the size of Pretrained Individual

Reservists, i.e., IRR, ING, and IMAs

[ —
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. Management improvements for all categories of pretrained
manpower
. Development of programs for the use of retirees and members

of the Standby Reserve upon mobllization

A list of the specific initiatives considered in this study is provided

in Appendix C.

The requirements for pretrained individual manpower are determined
by the Services based on guidance received from OSD. Requirements are
updated by the Services semi-annually and submitted to OSD with the

Program Objective Memorandum (POM) and rhe President's budget.

Wartime manpower requirements are determined through the use of the
Wartime Manpower Program System (WARMAPS) which estimates the manpower

needed to increase from a peacetime to a wartime force structure, increase

the CONUS base, and replace casualties in the early davs cf mobilization.
In their mobilization planning, the Services make a variety of assump-
tions based on the scenario and build-up schedule. These assumptions
are reflected in WARMAPS to determine time-phased manpower reacuirements.
A comparison of the available supply of manpower permits calculation of
the shortfall (if any). Manpower supplv and demand vary widely across
the Services due to differences in mebilization plans and assumptions

underlying the Services' manpower programs.

Although the time-phased manpower requirements and supplv have
been determined for each Service, their presentation here would require
this report to be classified, restricting its distribution and use.
Therefore, the pretrained manpower problem is expressed simpiy in terms
of shortfall by Service instead of a detailed presentation of rime-phased

manpower demand and supply.

Analysis of WARMAPS data show that al: the Services except the :

Marine Corps project a shortfall in the supply of pretrained individuals




uader conditions of full mobilization. The following displays the
approximate peak shortfall of each Service which represents the maximum
anticipated manpower shortage of the Service at any time during the

mobilization process:

Wartime Manpower

Service Peak Shortfall
Army 240,000
Navy 90, 000
Marine Corps 0
Alr Force 70,000

It should be noted that the foregoing represents aggregate manpower
figures without regard to skill or grade. When the status of skills
and grades is known, the results could be far different than those shown

above.

It can be seen that the Army projects the greatest shortfall in
pretrained individuals of any cf the Services. Thus, many of the initia-
tives described in this report are oriented toward increasing the
availability of pretrained individuals in the Army. Many of these
initiatives will also help the other Services to overcome shortfalls
projected in their manpower programs. The applicability of each

initiative to the Services is discussed in the following sections.
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SECTION 3

INDIVIDUAL READY RESERVE

INTRODUCTION

The Individual Ready Reserve (IRR) is the primary source of pre-

trained individual manpower available to augment the active force and
Selected Reserve units in the event of mobilization. The IRR would be
used to bring active and Selected Reserve units from peacetime to war-
time strength, provide replacements for combat casualties during the
early months of the conflict, and to increase the size of the support

base in the Continental United States (CONUS). The IRR consists primarily
of indivuduals who have recently completed the active duty portion of
thelr enlistment contracts and have some remaining contractual period

to be served in the Ready Reserve.

The strength of the IRR in each of the Services declined sharply
from the early 1970s until 1978 for the reasons described previously.
As a result of that decline, OSD and the Military Services undertook
numerous initiatives to increase IRR strength. These initiatives will
help each Service meet the long-range objective of the Department of
Defense which is to maintain an IRR of adequate size to meet each

Service's wartime manpower requirements.

This section describes the management initiatives being taken in
the areas of IRR strength, personnel retention, and preassignment of
the Individual Ready Reserve of each of the Services. However, before

discussing these initiatives, it will be useful to provide background

information including the legal authority, composition, and strength
trends of the IRR.




BACKGROUND

Legal Authoritv

The IRR is established under Section 268, Title 10, US Zode which
states, "The Readv Reserve consists of units or Reserves, or both, liable
for active dutv as provided in Sections 672 and 673.7 Secction 269 turther
prescribes that "Each person raguired uunder law ro serve in a reserve
component shall, upon becoming a member, be placed in the Readv Reserve
of his armed force for the »rescribed term of service, unless he is
transfarred to the Standby Reserve under....'" Thus the IRR consists of
groups of individuals whoe are members of the Readv Reserve but are not
assigned to units. The units of the Readv Reserve comprise boeth Naticnal
Guard and Reserve units and individuals of the various Services, which
together constitute the Selected Reserve. This relationship is further

described in Figure 3.1.

READY RESERVE

]

: ) L. -
I )
SELECTED RESERVE © INDIVIDUAL READY |
(Units/Individuals) l FESERVT :
e
e Army National Guard e Army Reserve
e Army Reserve & Naval Reserve
® Nuaval Reserve ¢ Marine Corps Reserve
e Marine Corps Reserve ® Alr Force Reserve

e Air Naticunal Guard

e Air Force Reserve

Figure 7.1 Readv Reserve Organization




Authority to recall members of the IRR 1s also found in Title 10,
US Code. Section 672 prescribes that "an authority designated by the
Secretary concerned may, without the consent of the person affected,
order any unit, and any member not assigned to a unit, to active duty
(other than for training) in time of war or national emergency declared
by Congress, or when otherwise authorized by law, for the duration of
the war or emergency and for :ix months after."” In like manner, Section
673 addresses ordering the Ready Reserve to active duty in time of
national emergency declared by the President. 1In this case, the active

duty period will be for not more than 24 consecutive months.

Strength Trends

From its peak of 1,593,000 personnel in FY 1971, the IRR declined
dramatically to a low point of 342,000 in June 1978 primarily as a re-~
sult of active force manpower reductions after the Vietnam conflict.
The active force inventories were reduced from over 3.5 million officer
and enlisted personnel in FY 1968 to less than 2.1 million in FY 1977.
The largest part of this reduction was in the Army, which had increased

the most during the Vietnam conflict.

Equally important to the strength of the IRR was the transition to

the all-volunteer force which eliminated the drafting of individuals

for 2 years of service (primarily for the Army). This was followed a
short time later by a change in enlistment policy that increased the
minimum period of enlistment from 2 to 3 years, which reduced time spent
in the IRR for most Army enlistees. The net impact was a decrease in
the numbers of individuals entering the IRR from active duty. Annual
accessions to the IRR dropped from a total of about 0.9 million to about
0.4 million over the period FY 1968 to FY 1977. Table 3.1 provides IRR

strengths for each Service for the 10-year period FY 1971 to FY 1980.

[T




TABLE 3.1
INDIVIDUAL READY RESERVE STRENCTH
- (000s)
Fiscal Year Army Nav Marine Curps Air Force Total ;
| 71 991.0  180.3 124.7 195.2 1591.2 g
; 72 1059.9  215.5 138.2 157.0 1570.6
: 73 757.7  217.3 116.9 136.8 1227.8
} 74 532.6  178.9 89.7 121.0 922.2 ]
' 75 335.1  121.9 58. 4% 37.5 h22.9
76 226.4  106.4 53.9 82.9 469.6
77 149.4  106.1 45.3 63.4 364.2 ;
78 168.6 93.2 39.6 46.0 347.4 '
79 201.8 85.5 59.2 44,2 390.7
80 205.3 27.0 56. 8 46.4 405.5

Composition of the IRR

The IRR 1s, for the most part, a mirror of the active force be-

cause the majoritv of IRR personnel originally entered the IRR following

the completion of active military service. Although there are other

sources of pretrained individuals, the IRR represents the Services'
primary source of manpower to meet the requirements for pretrained

individuals at the time of mobilization. There are several reasons

for this:

[ The IRR contains a greater number of available individuals
who may be utilized upon mobilization.

° IRR members, for the most part, have been off active duty
lass than 3 wvears: therefore, they are voung and their mili- .

. 5 . . :

tarv and technical skills are relativelv current. :

e Provisions of law make [RR members available for recall upon

declaration of nationai emergencv bv the President.
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Tables 3.2 and 3.3 provide an overview of the officer and enlisted com-

position of the IRR of each Service as of 30 September 1980.

TABLE 5.2

IRR OFFICER FORCE COMPOSITION
(30 September 1980)

% Junior % Senior Average Average

Grade Grade Average Months of Years of
Service (01~03) (04-06) Age Active Duty Service*
Army 70.7 29.3 34.5 45.1 8.5
Navy 54.8 45.2 35.1 26.6 12.5
Marine Corps 61.6 38.4 34.0 53.6 +
Air Force 81.1 18.9 30.3 50.3 4.7
DoD 67.0 33.0 33.6 43.9 8.6

*
Creditable for purposes of retirement.

TMarine Corps data unavailable from Defense Manpower Data Center records.

TABLE 3.3

. IRR ENLISTED FORCE COMPOSITION
(30 September 1980)

e —

¥

% Jonior 7% Senior Average Average

Grade Grade Average Months of Years of
Service (E1~-E5) (E6-E9) Age Active Duty Service*
Army 97.1 2.9 24,1 35.7 2.7
Navy 94.9 5.1 25.5 42,7 9.0
Marine forps 96.6 3.4 23.5 38.3 +
Ailr Force 99.4 0.6 24.1 43.3 3.6
DoD 97.0 3.0 24.3 40.0 5.1

*
Creditable for purposes of retirement.

*Marine Corps data unavailable from Defense Manpower Data Center records.
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The foregoing tables show that the IRR ufficer force is rolatively more
senicr, is older, and has more sorvice than the enlisted force. This

is to be expected because many ofiicers remain in the IRR for extended
periods between tours in the Selescted Reserve. This difference is also
reflected in the grade structure with two-thirds of the officers in junior
grades (0~1 throush 0~3) waile 977 of rhe enlisted force 1s in pav grade

E~5 and below.

MANAGEMENT CF THE IRR
The IRR of each of the Services is managed by the respective

Service Reserve Personnel Centevs 4s listed bpelow.

] Army. The US Armv Reserve Couponents Perscnnel and Adminis-

trative Center (RCPAC), St. Louis, MO.

. Navv. The US Naval Reserve Personnel Cencer (NRPC), New

Orleans, LA.

] Air Force. The Air Regserve Personnel Center (ARFC),

Lowry AFB, Denver, CO.

. Mdrine Corps. The US Marine Corps Reserve Forces Adminis-

trative Center (MCRFAC). ¥ansas Citv, MO.

The funcrions performed by rhese Reserve Personnel Centers vary
widely. All of the centers pevform records management and adminis-
trative functions; however, they differ as te the number and category
of records maintained and the level of persounnel management and mobi-
lization planning conducted for the IRR. Authorized manpower levels
at the centers varv from 120 at MCRFAC t» 1€946 at RCPAC. Moreover,
RCPAC is commanded by a Brigadier Genaral, wheve each of the others is
commanded by a Colonel or a Captain. The similarities and differences in
their operations will become evident 1in subaequent sections of this

report.

The reportiug chain fur the Reserve pursonnel cenfer comranders

also waries widely across the Servi. o8 as shown helow.

v




: Reserve
i Personnel
Service Center Reports To
Army RCPAC The Adjutant General, Headquarters,
Department of the Army
Navy NRPC Naval Military Personnel Command
Marine Corps MCRFAC DCS Reserve Affairs, Headquarters,
Marine Corps
Air Force ARPC Chief, Air Force Reserve, Headquarters,

Department of the Air Force

MANAGEMENT INITIATIVES

The Department of Defense and the Military Services have initiated
a number of programs to increase the size of the IRR and to improve the
management and mobilization capability of this important resource. For
purposes of this study, we have grouped these initiatives into three
categories--strength initiatives, personnel management initiatives, and
preassignment initiatives. The specific programs and initiatives that

have been evaluated during this study are listed below.

Strength Initiatives

® Extending the 6-year Military Service Obligation (MSO) to

all members regardless of age and sex

) Eliminating credit for time spent in the Delayed Entry Program
(DEP) in fulfillment of the 6-year MSO

° Alternative enlistment options

° Screening of enlisted personnel for transfer to the ING/IRR

in lieu of discharge
° Establishing an IRR Direct Enlistment Program

® Eliminating transfer of individuals from IRR to Standby
Reserve for the <ixth (final) year of MSO

. Improving administrative transfer procedures from active

and Selected Reserve units to the IRR




Personnel Retention Initiatives

. IRR reenlistment bonus program

Preassignment Initiatives

. Service programs for preassigning in peacetime members of the

IRR to mobilization positions

STRENGTH INITIATIVES

This section evaluates each of the programs undertaken bv the
Services to increase the strength of the IRR. Although all management
initiatives indirectly affect TRR strength, the programs discussed in

this section have a direct impact on the tveportable strength of the IRR.

Extending the Militarv Service Obligation to All Members

Prior to 1977, Title 1C, U5 Code required persons entering military
4 P

service to serve a total of 6 vears and prescribed that auy part of such

service not served on active duty shall bhe served in a Reserve component.

However, the law did not apply to women »T to those men who were over
the age of 26 at the time they ocntered the armed forces. The impact
of these "loopholes" was s reduction in strength of the IRR because
these two groups were not required o serve bevond their contractual

period of active duty.

In order to stop this loss of IRR manpower, OSD submitted legisla-
tive proposals that resulted in the following changes te Title 10, US
Code:

. PL 95-79, Jalyv 30, 1977, This law extended the b-vear MSO

to females who entered the military after 1 Februarv 1978.

. PL 96-107, November 9, 1979, This law extended the A-vear

MSO to persons entering the atmed forees, vegardloss of age,

effective on the date of enactment.

° The resulting Secticn 601 o Title 10 S80 {0 as tollows:

Establishing IRR ufficer and enlisted personnel management programs

e




§ 651. Members: required service

(a) Each person who becomes a member of an armed
force, other than a person deferred under the

next to the last sentence of section 456(d) (1)

of Title 50, appendix, shall serve in the armed
forces for a total of six years, unless he is
sooner discharged because of personal hardship
under regulations prescribed by the Secretary of
Defense or, if he is a member of the Coast Guard
while it is not operating as a service in the Navvy,
by the Secretary of the Treasury. Any part of such
service that 1is not active duty or is active duty
for training shall be performed in a reserve com-
ponent.

(b) Each person covered by subsection (a) who is
not a Reserve, and who is qualified, shall, upon

his release from nctive duty, be transferred to a
reserve component of his armed force to complete

the service required by subsection (a).

Discussions with the Services indicated that each complied with
the new laws immediately after passage. This was accomplished initially
by overprinting the current DD Form 4, Enlistment/Reenlistement Document -
Armed Forces of the United States. Subsequent changes to DD Form 4

incorporated the new provisions permanently.

The first effects of these changes on the strength of the IRR will
be seen in the fourth year after enactment--FY 1981 for women, FY 1983
for men over the age of 26. The study team has not attempted to make
detailed projections of the impact on IRR strength of these changes.
Earlier estimates by ODASD (RA) estimated a net increase of about
35,000 by FY 1985.

Service points of contact were asked whether the change in MSO '
had any perceptible change in the propensity of these two groups to
join the Armed Forces. Although none had statistics relating to men over
the age of 26, the Navy, Marine Corps, and Aié Force believed that the
impact on females cquld not be measured because those Services currently

have more female volunteers than they are able to accept.




In summat ion, the Militarv Services have ioplemenced The cbhangs
in MSO as directed by 08D and will realize some increas. in [RR strergth
during FY 1981. Further work will be required to make precise estimates
1

of the impact of these changes on IFR strength.

Delaved Entrv Program (DEP)

Introduction

One of the initiatives undertakeon by OSD to increase the

strength of the IRR was t¢ elimirate credit toward the s—vear nilitary

service obligation for time spent in the DEF wnlle awalting enti. 6o
active military service. This section wxplaing the DEP ccucept 2nd

discusses Service implementation of the 25D zuildance.

DEP Concept
DEP is a program that was bopun by the Marire Corps in L9603 to
stimulate enlistments by providing variavie active dutv reporting dates
for enlistees. Under the program a person coeuld enlist and specifv a
future reporting date that would coincide with personal plans such as
high school graduation. Under the agreement tive individual enlists in
the Reserve of his or her Service pending entrv on active dut:, at which
time the Reserve enlistment is terminated and replaced by a regular enlist-
ment contract. The individual begins te accrue longevicv tor the purposes 1
of pav upon entry into the DEP, a point used by reoraiterys @0 sell en-

listees on the program. FPrior to October 19789, 1L rime -pent in the |

DEP also counted toward completion of che n—=vear miiis vy service ob-

ligation incurred by all personne! enterivg milicary sevvice. 4

The impact of granting credin toward complet fo o0 the b-ear ’
militarv service obligation. however, was to reduce the offective strength
of the IRR. With the advent of the ali-vorunteer force, most wnlistees
(707 to 90%) enter through the DEP and spend some [ to ) months in it he-
tore catering on active duty.,  This caused fhe 1oss of some 00 Y0 o !

2,000 person-vears ot service in the (RR. i
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In order to stop this loss of manpower in the IRRs, which were
critically short of meeting wartime requirements, OSD issued guidance
to the Services in September 1979 directing that the enlistment contract
(DD Form 4) be amended by adding the following statement in Section 10b

(Remarks):

I understand that my pay date begins upon enlist-

ment in the Delayed Entry Program, with actual

payments beginning after enlistment on active

duty. I also understand that upon enlistment

on active duty, my combined period of active

duty and subsequent reserve component service

will equal six years.
All of the Services complied with the guidance on 1 October 1979 as
directed. The impact of this change, however, will not be reflected
in IRR strength until almost six years after 1 October 1979 or in

FY 1985.

The study team attempted to collect data on DEP enlistments as
a basis for calculating the future impact on the IRR strength of the
Services. No data were obtained, although the Navy said it could
retrieve the data, given a formal request and a 3-month lead time.
In the discussions with the Services, however, it was discovered
that each operates the DEP according to its own rules. For example,
the Army and the Marine Corps place all persons in the DEP whose entry
date is more than 24 hours after they initially sign an enlistment
contract. The Navy uses a 3-day criteria and the Air Force allows
up to 2 weeks delay before the person enters the DEP. Thus, any
DEP statistics obtained from the Services would have to be analyzed
carefully before being used to project IRR strength impacts. The

study team did not pursue the subject beyond the initial discussions

with Service action officers.




Enlistment Alternatives

The strength of the IRR is directly related to the length of active
or Selected Reserve service obligation incurred at the time of enlistment.
All personnel entering the armed forces incur a 6-year militarv service
obligation which may be served on active military duty, in the Selected
Reserve, in the IRR, or in a combination of the three. Thus a person enlist-
ing for 3 vears of active duty will serve 3 vears active and 3 vears in
the IRR (unless he or she joins the Selected Reserve). Of course the
longer the individual spends on active duty or in the Selected keserve,

the shorter the time that remains to be spent in the IRR.

The period of enlistment is established by 0SD/Service rolicy.
Longer enlistments reduce persovnnel turbulence, recruiting costs, and
training costs. But they also reduce the strength of the IRR. Shorter
enlistments have the opposite effect. Thus there is 4 rrade-off between

the two.

Part of the decline In Service IRR strengtiis in the mid-1970s3
was due to the 1975 OSD policy that raised the minimum period of enlist-
ment from 2 to 3 years. This policy affected all the Services except the
Alr Force which required 4-vear minimum enlistments. he change reduced
rurbulence and training costs (both dollars and manpower) and, at the
sare time, reduced future IRR strengths. Hewever, increased emphasis on
mobilization planning in the mid-1970s showed that the TRR strengths were
declining to levels far below the minimum required to meet wartime require-
ments. Thus, the policy that assisted the active military and Selected
Reserve forces simultaneously reduced the capability of the armed forces

to e2xpand quickly in time of war.

The extent to which the enlistment policv affects IRR strength

can be shown bv the following example. During FY 1979 the active Army

eniisted non=-prior service personnel as follows:




Length of Enlistment (Years) Number1

986
85,519
42,734

30
15
TOTAL 129,284

S Lo WN

Assuming that 65% of the enlistees complete thelr active duty enlistments,
this group of enlistees would provide the following person-years of

service in the IRR:

Term of Number Entering  Expected Years _ IRR
Enlistment Enlistees IRR (65%) in IRR Person~Years
2 986 641 4 2,564
3 85,519 55,587 3 166,761
4 42,734 27,777 2 55,554
5 30 20 1 20
6 15 9 0 0

TOTAL 129,284 84,034 224,899

However, if half of the 3-year and 4-year enlistees had instead enlisted
for 2 years of active duty, the following IRR person-years of service

would have been realized from the same group:

Term of Number Entering «x Expected Years _ IRR
Enlistment Enlistees IRR (65%) in IRR Person-Years
2 65,112 42,323 4 169,292
3 42,760 27,794 3 83,382
4 21,367 13,889 2 27,778
5 30 20 1 20
6 15 9 0 0

TOTAL 129,284 84,034 28u,472

lSource: OASD(MRA&L), MPP (Accessions)
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Thus, the impact of the change In enlistment pelicy assumed above would
be an increase of about 56,000 person-vears -~ serviae in the IRR over
that obtained with the longer enlistmenc polioy This represents an
increase of about 25% in person-vears >f IR scrvi-e .braine. (rom non-

prior service personnel enlisted in che Army in @ zcericod of e o

In FY 1979 0OSD authorized the Services to urdetidn 3 fosf program
of 2-year enlistments designed to {xprowe the supply o4 sorentlial enlistees,

attract increased numbers of high school graduaatces, anl oo redse e

strength of the IRR. The program alse utrfeved 32000 ecducslion

in addition to the standard Veterans Fducohnion Anioz

The Army, Navy, and Marire Corps Loersd 2he concers anig sus ceded 1o
attracting some volunteers threagh tne program.  0A5SD (MEAGL) is evaluating
the results of the test and wi!l saom publish a resarc of tindiogs. Our

discussions with Service personuel, however, Indicate the rollowing

® Army would like ¢ continue J-rear esiistments w:igh imeoved

incentive packages.

[ Navv, Marine Corps. and Alr Force do notr see the need §or
2-year enlistments. They are meeting recrulting geals with
the longer enlistments which savce manpower ane dellars and

reduce personne! turhulencs.

On balance {f the Army conftinues .[-veir @ualistuments @nevs will be a
positive effect on 1ts IRR strength. However, the impact < IRR strength
probably will be onlv a secondary facror ip rhe decision shether or not
to continue the program. !
The Services also permit wvariations in tne leugti, of wnlistoents ,
in the Selected Reserve. In addition to the aormal s-vesr calisoments !
in which the individual is neot obligared to spend *ime In the TRR (& x 0),
the Services accept some altervative enlistiient periods as chown in
Table 3.4.
- 14 ’
i
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TABLE 3.4

NON-PRIOR SERVICE SELECTED RESERVE ENLISTMENTS
BY OPTION FY 1980

6 %0 51 4% 2 3 x 3 3x 0 Total

Army Reserve 19,976 12 1,269 4,128 255* 25,640
Army National Guard 43,697 - 2,006 4,611 -~ 50,314
Naval Reserve 1,673+ - - - - 1,673
Marine Corps Reserve 7,125 - 936 6 - 8,067
Air National Guard 5,428 - 421 637 - 6,486
Air Force Reserve 2,650 - - - - 2,650

*
Program ended- in October 1979
+READY MARINER program

As can be seen there was a substantial number of enlistments under
the 4 x. 2 and 3 x 3 programs which will have a positive future effect

on the strengths of the IRR in the Services that use these options.

The study team believes that, while shorter active duty and
Selected Reserve enlistment options will increase the strength of the
IRR, the cosés in terms of personnel turbulence and training resources
quickly offset the benefits of increased numbers of people in the IRR.
Thus, the decisions regarding shorter enlistments should continue to
be based primarily on the impact on active and Selected Reserve programs
and the associated recruiting and training costs rather than the con-

tribution to IRR strengths.

Screening of Enlisted Personnel for Transfer to the ING/IRR in lieu of
Discharge

Introduction
With the advent of the all-volunteer force (AVF), the Services

adopted a2 more lenient attitude toward discharging personnel for reasons
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of poor performance or unsuitability for militarv service . During the

period of the draft, poor performance, poor attirude, and misconduct
generally resulted in discharge under less than hone rable condicicpe .

an adverse personnel acticn requiring a significant administrative work-
load. Under the AVF, however, new programs were estabiisiied t.. ailow

the Services to discharge poor performers more gquichkly and without pre-
fudice. During the period ot an individual's initial training, discharges
were made under the "Trainee Discharge Program." 1f the individual per-
rormed poorlv in his or her unit, the discharge was made under the
"Expeditious Discharge Program.” When added to the normal discrarges

for pregnancy, hardshipy, erec., the Services were discharging some 100,000

plerion of a normal tour of actrive dutv.

DErsons per vear prior to com
vVosimilar situation existed in the Selected Reserve where manv were

discharged for lack of satisfactorv participation.

Each person discharged (except females and males over the age of
26) was obligated te spend a total of 6 vears on active duty or in the
Reserve. Yet there was lirtle or no effort to transfer thesa individuals
o the IRR for the remainder of their obligated service s¢ that thev would

be available In the covent of mobilizaticn.

05D guidance tc the Services in 1978 to 1980 addressed this subject
ind directed that the Services "screen those persons leaving active duty
cr the Selected Reserve prior to the end of their commitment to ensure
that those with mobilization potential are transferred to the IRR rather
than being discharged.” This section discusses the Service programs
bYeing undertaken in response to the guidance. As will be seen, the degree

nf ragponse varies coasiderah e wross the Services,

The Armry Screeuning Pregram

The Arm, oot v e 5o e hor et i IRR srvenprhy
i o e ¥ - . B ’ roer i I
oSt TeaR” { ) 4 Yo 1 ot T
- . . Vo




completed basic training and have potential for useful service upon
mobilization. The potential for useful service is determined by the
discharge authority; however, personnel being discharged for the follow-

ing reasons are not considered for transfer to the IRR: !

* Alcohol or other drug abuse

° Concealment of arrest record

e Concientious objector

° Failure to meet medical standards :
. Discharged for the good of the service

o Erroneous enlistment

'] Minority - under 18 years of age

. Misconduct

° Security

. Unsuitability (all reasons other than apathy, homosexuality,

inaptitude, personalitv disorders).

Table 3.5 shows that in FY 1980 only 10% of the personnel released
under the Trainee Dischargé Program and 22.3% of those released under
the Expeditious Discharge Program were transferred to the IRR. The figures
imply that local commanders are making rather strict judgments as to the
mobilization potential of these individuals. Although the numbers appear
to be low, thev may well reflect an attitude on the part of commanders
that if a soldier who volunteered for service cannot perform at a minimum
acceptable level in peacetime, hi or she would be more hindrance than
help during a mobilization. The study team did not attempt to evaluate

the program beyond this cursory analysis.

The Marine Corps Screening Program Cd

The Marine Corps has not established a program to transfer indivi-
duals to the IRR who do not complete their first tour of active duty.
The Marine Corps, which does not have a shortfall in its IRR, does
not want to recall marginal performers during a mobilization. The
Marine Corps believes that if an individual cannot complete satisfactorily

a normal peacetime tour of active duty, then he or she 1is unlikely to
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perform well upon mobilization. Marines released for other reasons such
as hardship or pregnancy are also considered not te be mobilization assets

and are not retained in the IRR.

TABLE 3.5 »

DISPOSITION OF ARMY ENLISTED PERSONNEL
RELEASED FROM ACTIVE DUIY FY 1980%

TOTAL RELEASED TRANSFER
REASON FOR RELEASE . . FROM AD T IRR %

Trainee Discharge Program 11,720 1,172 10.0 )
Expeditious Discharge Program 10,108 2,254 22.3 f
Phvsical Disqualification 5,795 423 7.3

i Secretarial Authority 214 35 25.7
Parenthood 1,21 490 40.4 ]
Unsuitability >, 353 406 12.1
Hardship V4T 786 51.0 i
Dependency 786 372 49.2 [
Pregnancy 3,163 2,ull 61.1 g
Sole Survivor A S 83.3 i

*Source: DCSPER 493 Report.

The Reserve Fourth Marine Division and the Fourth Marine Aircrafs

Wing implemented the OSD guidance related to screening members of tne
Selected Reserve in March 1980. Until this date, persounecl were discharged !
rather than retained in the TRR. Under the new program, however. the only

category being retained in the IRR are those not satisfactorily attending

training. The Marine Reserve continues to discharge pei- 'as ror the .
following reasons: "
. Hardship
) Unsuitabilitv ;
1
. Civilian conviction 1
. Misconduct (formerly included unsatisfactrr: participants)
. Pregnancy (unless individual requests to remain in rhe 1SMCR)
] Fraudulent enlistment
° Drap abuse ;4




Although the Marine Corps is screening members into the IRR who
fail to participate satisfactorily in training (nine or more unexcused
absences), they prefer to order these members to involuntary active duty.
Their reason is to motivate other USMCR members to participate satisfac-
torily. The Marine Corps is the only service still using‘involuntary
active duty. During FY 1980, 376 marines were ordered to active duty
involuntarily. Approximately 700 individuals were identified for transfer
to the IRR during the same period.

The Navy Screening Program

Members of the active Navy and Naval Reserve who are unable to
complete their first enlistment are screened into two categories--favorable
and unfavorable. The favorable category includes persons being released
for pregnancy, hardship, parenthood, etc., while those being released for
misconduct and unsuitability are categorized as unfavorable. Those members
in the favorable category are transferred to the IRR if they possess
mobilization potential. Members in the unfavorable category are considered
not to have mobilization potential and are dischargea. Table 3.6 shows

that few are transferred to the IRR.

TABLE 3.6

DISPOSITION OF NAVY ENLISTED PERSONNEL RELEASED FROM ACTIVE DUTY
(FIRST-HALF FY 1980)

TOTAL RELEASED TRANSFER

REASON FOR RELEASE FROM AD TO IRR %
Trainee Discharge Program N/A N/A -
Expeditious Discharge Program 1,899 0 0
Physical Disqualification 1,283 0 0
Secretarial Authority 355 0 0
Parenthood 1 1 100
Unsuitability 1,816 0 0
Hardship 74 0 0
Dependency 167 5 3
Pregnancy 298 55 18
Sole Survivor 2 0 0
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The Air Force Screening Program

The Air Force has not established a prograa to screen members
leaving active duty or the Selected Reserve prior to expiration of their
first enlistment. Under Air Ferce policyv those members being separated
for pregnancy may request discharge in lieu of transfer to the IRR.
Members leaving to attend school, accept public office, etc., are auto-
matically transferred to the IRR if they have a remaining centractual
obligation. All other members being separated prior to the completion

of their first eanlistment are discharged and not transferred to the IRR.

Evaluation

0f all the Services, onlv the Armv has estahlished a Service-wide
program to screen all members leaving active duty and the Selected Reserve
prior to the completion of their first enlistment for possible transfer
to the IRR. The Marine Corps has initiated a screening program in its
Selected Reserve but not in the active component. The Navy screens mem-
bers leaving under faverable conditions but dees not consider retention
of members who are leaving under unfavorable conditions. The Air Force

does not screen its members for retuantion in the IXR.

The study team believes that the JRR should not have members whose
potential for productive service upon mobilization is marginal. However,
the Services need addirional manpcwer in their IRRs and those that are
not screening all depirting members for mebilization potential are losing
a source of readilv available, junior enlisted personnel who cculd make

a significant contribution during the early days of a mobilization.

I[RR Direct Enlistment Progranm

Introduction
The decline of IRR strength in the 1970s, particularlv in the Armv,
generated a search for new ideas for programs that would increase [RR

strength. One of the ideax developed by 0OSD and the Armv was to allow

pursonnel to enlist directiy into the IRR and, after receiving initial




skill training, to remain in the IRR for the remainder of their 6 year
military service obligation (MSO). This idea was supported by Congress,
resulting in direction that DoD conduct a test of the concept. This
section describes the IRR direct enlistment program as tested by the

Army and assesses the mobilization potential of direct enlistees.

Description .of Army IRR Direct Enlistment Test

House Report 65~194, April 1977, directed that DoD conduct a test
of direct enlistment into the IRR and observed: 'This concept may well
have merit in assisting the IRR deficiencies as well as be potentially
beneficial to Active and Reserve recruiting." OSD addressed the subject
in its 1978, 1979, and 1980 guidance to the Services and in Program
Decision Memoranda (PDM) in those years. Specifically, the Army was
directed to initiate a test of the comcept in FY 1979.

To conduct the test, four District Recruiting Commands (DRCs)
were selected and directed to test their ability to recruit personnel
into the IRR during the period 1 April to 30 September 1979. Enlist-
ments were permitted only in combat skills--infantry, armor, field
artillery, and combat engineers. Upon successful completion of initial
active duty training, individuals were given the option to remain in
the IRR or to transfer to the active Army or the Selected Reserve.
Each individual was counseled at the training center as to the available
service options and the selection was made while the individual was

still in training.

In the conduct of the test, the US Army Recruiting Command (USAREC)
was given an enlistment goal rather than a quota in order to determine

the attractiveness of the program rather than to test the recruiter's

ability to meet a quota. The results of the test are shown in Table 3.7.




TABLE 3.7

RESULTS OF ARMY [RR DIRECT
ENLISTMENT TEST

RECRUITING IRR TEST IRR PERCENT
DISTRICT GOAL ENLISTMENTS OF GOAL
Raleigh, NC 380 111 20
Houston, TX 324 169 2
Portland, OR 312 139 45
Omaha, NB gl 10 2

" ToTAL 1,500 429

Although the Army has not published a formal test report, some
data are available that provide insights into the results of the test.l

Table 3.8 provides details.

Table 3.8 shows that the average IRR direct enlistee was voung
(age 18.4), had less than a high school education, and was a mental
category III. Infantry and field artilleryv were the overwhelming choices
of rhe enlistees. Following completion of their 12 weeks of initial
training, some 43% of the enlistees chose to complete their service in
either the active Army or the Selected Reserve. However, the extent to
which the program expanded the supply of potential Armv enlistees has
not been determined. The Army plans to expand the program beginning in
FY 1982 to achieve about 3,000 enlistments per year. However, the status

of funds is uncertain and the precgram mav not be continued.

Mobilization Potential

There seems to be a reluctance on the part of the Armv to commit

itself to an all-»ut IRR Direct Enlistment program, this despite 2 major

For additional analyses see "Army Individual Readv Reserve Ditect bn-
listment Test, Final Report," unpublished, prepared bv OASD (Reserve
Affairs), Januarv 1980,

s rm—— e . 152 s,




TABLE 3.8
f PROFILE OF IRR DIRECT ENLISTEES

AGE AT ENLISTMENT 17 18 19 20  21-27  TOTAL
_ NUMBER 183 106 60 28 52 429
. YEARS OF ;
d EDUCATION COMPLETED 9 10 1 12 cE* ToTAL
5 2 1 u 12 TOTAL
i NUMBER 215 125 43 30 16 429
%
2 MENTAL CATEGORY I 11 III IV TOTAL
! NUMBER 2 31 289 107 429
FIELD
SKILL INFANTRY ~ ARMOR  ARTILLERY ENGINEER  TOTAL
NUMBER 180 42 160 47 429
SERVICE OPTION CONTINUE  TRANSFER TO  TRANSFER TO
SELECTED IN_IRR ACTIVE ARMY SEL RESERVE  TOTAL
| NUMBER 252 114 60 426°

*
General Education Development diploma
+Includes 3 high school seniors

§Selections are unknown for 3 members.
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shortfall in meeting wartime manpower requirements. Discussions with

members of the Armv Staftf indicate that the percepifon is that IRR direct

enlistees are of questionable value d4s mobilizarlen assets, primariiy

because they have received only minimal training and have little experience.

This perception mav have considerable merit. Although the IRR
direct enli: :ee is suppoused to attend refresher training in the Ind and
“th vears of IRR service, the training received is minimal bv inv standard.
The member leaving the active force has received that portion of train-
ing imparted through unit training activities, but the direct enlistee
has not.  In additlon, the direct enlistee lacks knowledpe of noit
Operations. team work, and other knowledge that only unit ex¥perience
can give. Thus many in the Army question whether the divect enlistee

is trulv a viable mobilization asset.

The other side of the argument is that the direct ¢nilistee is vounger
dind may be in better physical condition than the averane TRR member who
has completed 3 or 4 vears of active dutv. More importantiv the IRR
direct enlistee is very junior in grade, most likelyv at the E-2 level,
whereas the member who has completed active duty usuallv has progressed
te the E-4 or E-7 level. Ir would appear tnat the avoijability of junior
direct enlistees as casualty replacements and filler perseonnel would

fulfill an important M-Dav need for the Army.

In a broader sense, the real question {s whether it i3 betrer to
recall a marginally trained person shortly after M-Dav or to wait until
a draftee can be inducted and trained. The supply of fullv-trajined
manpower in the IRR is limitod by the size of the active Armv.  Based on
the peacetime strength of the Army and current enlistment policies, the
Army cannot achieve IRR strengths equal to its mobilizarion requirements.
This fFacr, coupled with the Armv's need for filler personnel, indicates

.

that the IRR direct enlistee can mike an important, 1!

less than perfoce,

contribution to the Armv'a mobilization capabiliry.

i in
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Discussions with representatives of the other Services have indicated
that they believe the IRR Direct Enlistment program is not a viable concept
and none of them plans to establish a similar program. Their views may

be summarized as follows:

° IRR direct enlistees are poorly trained junior persounnel

who would not be useful early in the mobilization process.
More highly skilled experienced personnel are the critical
wartime manpower required to be available quickly after

mobilization.

. Inductees will be available to meet the mobilization require-

ments for lower skilled personnel.

'y IRR direct enlistees are intended to solve the Army's

"numbers" problem.

The study team believes that the Services other than the Army may
not have examined in sufficient detail their time~phased wartime manpower
requirements by grade and skill. Although the higher skills represent the
greatest problem because of training lead time, there may be a need to

be able to obtain lesser skilled personnel rapidly to fill such jobs as
guard or truck driver.

Ths study team reviewed one formulation of the Navy's time-phased
wartime manpower requirement that projected a significant shortfall in
junior, entry level skills such as seaman, fireman, and airman. The
total requirement for these and other entry level skills in the first
90 days is about 165,000 and the supply available is about 115,000
(101,000 active, 5000 Selected Reserve, 9000 IRR). Thus if mobilization
occurred, the Navy would face an immediate deficit of about 50,000
unskilled, junior enlisted personnel. Analysis of Marine Corps and
Air Force time-phased requirements might show similar shortfalls. The
study team believes that such an analysis should be conducted to deter-

mine if the Navy, Marine Corps, and Air Force should consider the estab-

lishment of an IRR direct enlistment program.




Eliminating Automatic Transfer to the Standby Reserve

Under the provisions of 10 US Code 269, members of the IRR could
be transferred from the IRR to the Standby Reserve for their final (sixth)
year of military service. Although the transfer was not mandatory under
law, the Army and Marine Corps had interpreted the law to mean that the
person should be automatically transferred for the final year of service

with the individual being notified after the transfer had taken place.

In order to stop this drain on IRR strength, 0SD sponsored remedial
legislation that was passed in Public Law 95-485, 20 October 1978. The
new legislation provides that members with Ready Rzserve obligations may
be transferred to the Standby Reserve under regulations prescribed by the
Secretary of Defense. Although the new provisions were not made retro-
active to cover persons in the Ready Reserve on the date of enactment,
the Army and Marine Corps stopp'ed the automatic transfer and individuals
must now request transfer. The result has been that verv few persons
have requested transfer even though they are eligible if they served on

active duty before 20 October 1978.

The impact on Army and Marine Corps strengths was seen the follow-

ing year, as shown below:

END-FY STRENGTHS

Individual Readv Reserve Standby Reserve (Active)
FY 78 FY 79 FY 78 FY 79
Army 168,607 201,803 £9,176 16,422
Marine Corps 39,614 59,207 20,703 2,650

Although other factors also affected the change in IRR strengths from
FY 1978 to FY 1979, a significant component of the change was undoubtedly

due to the new law regarding transfer to the Standby Reserve.
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Improving IRR Administrative Transfer Procedures

As discussed previously, the primary category of manpower in the
IRR consists of personnel who were released from active duty or the
Selected Reserve at the end of their contractual term of active service.
Previous studies have found that in some Services there may be considerable
delay between the date the individual is released from active duty and the
date that he or she becomes a mobilization asset in the IRR. This section
reports on the status of each Service's ability to transfer individuals

from active duty and the Selected Reserve to the IRR.

Army
In the past, RCPAC waited for the hard copy personnel record to

arrive before accessing an individual to the IRR from active duty, a
period of some two to four months. During that period RCPAC had no capa-

bility to mobilze the individual and IRR strength was understated.

The Army has changed its procedures, however, and now accesses the
individual upon receipt of an automated partial record from the active
Army personnel system. This occurs within a day or two after the indi-
vidual has been released from active duty. This partial record is com-
pleted later when the hard-copy personnel record arrives. While this
has resolved the understrength problem, another major problem prohibits
the use of the partial record for mobilization, which is the lack of a
home address for notification of recall. Home address is not a part of
the active Army automated personnel file and RCPAC does not receive the
address until the hard-copy record arrives. In most cases address in-
formation is made available to RCPAC by the US Army Recruiting Command
before it is available in the hard-copy personnel record. The individual
is considered to be a mobilization asset as soon as the address is

entered into the automated record at RCPAC.

Accession to the IRR of members leaving the Selected Reserve is
less reliable than for the active Army. In the USAR, accession depends
on timely reporting by the units to the Reserve Personnel Information

Reporting Svstem (RPIRS) operated at the Continental US Armv (CONUSA)
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headquarters. Although RPIRS 1s automated, in manv cases the paper
récord arrives at RCPAC before the partial RPIRS record. RCPAC estimates
that it generally has about 2000 cases like this at any time, although
many of these have no remaining contractual obligation and will be dis-
charged rather than retained in the IRR. The Army is trving to stream—
line this procedure so that the automated record transfer :akes place

more quickly and reliably than is presently the case.

RCPAC reported that it has no automated ifncerface sith the Army
Mational Guard Bureau perzonnel system and that it receives relatively
[ P, B

few records for accessicn no tha LRR from tne National Cuard.

'

Army figures show that about 4000 people were transferred from
the .dational Guard re the IRR in FY 1470 wrile ghour 20,000 iandividuals
were discharged bv the National Guard for viarious other reascns e.g.,
cccupation conflict, moved beyond commuting distance, civil couvictioul.
It appears that in the future manv of the approximare 29,000 should be

transferred either to the ING or the IRR in lieu of Jdis harge.

Navy

The Naval Militarv Personnel Command (MMPCY) located in the
Washington, D.C. area, maintains both active and inactive antomared
versonnel records for the Navv. Transfer from active dutv to the TRR
is accomplished bv a monthlv transfer of auromated data from the active

to the inactive file.

Although this process takes place expeditiouslv, the Nav: has
problems similar to those described for the Army. The automated vec~rd
that is transferred lacks home address informatioo wit® the resulr that
the Naval Reserve Personnel Center (NRPC) must wait four the hard copy
record to arrive to obtaln address information. The partial record full

record process is practically idenmti:al %o that described for the Army.




The enlisted record is usually received and the person is accessed
to the IRR as a mobilization asset between 30 and 90 days after release
from active duty. For officers, the maximum period may be 120 days de-
pending on local personnel processing time required for officer efficiency
reports, etc. Updates to the IRR file are made on a monthly basis with
about 6400 people in the pipeline at any time. However, under a period
of tension or premobilization, the file would be updated more frequently
than monthly and the number would be reduced by about 25%. It does not
appear that the Navy is undertaking any initiatives to reduce the time

lag in accessing members to the IRR.

Marine Corps

The Marine Corps appears to have no appreciable delay in accessing
individuals released from the active component or Selected Reserve into
the IRR. Personnel records are mailed by the unit directly to the
Marine Corps Reserve Forces Administrative Center (MCRFAC) in Kansas
City where they are processed and accessed to the IRR file. The records
include a copy of the DD Form 214 which contains a home address. MCRFAC
personnel stated that it seldom takes longer than 30 days to access
personnel to the IRR following their release from active duty or the
Selected Reserve. The Marine Corps does not have an automated partial
record to access persounel more quickly. If they did, however, they

would also face the problem of a lack of home address.

Air Force

The Air Force Advanced Personnel Data System (APDS) automatically
transfers personnel data (including home address) for obligated individuals
to the IRR on the effective date of release from active duty or the

Selected Reserve. Thus, the individual becomes a mobilization asset in

the IRR immediately upon release from active duty or the Selected Reserve.




PERSONNEL RETENTION IN1 CATIVES

- i, i .
noadale i 3" ~
T in T . . -R.
- : ta o Tage
i PR t %

A -

M L T i
legrev $re - . 3
dd e Ve 1 [3 " < wf
At ot U premoLt
is anticilpated thar e L L S+ e st e oo helonging,
will be petter wo o . e T . oL Reserve

as a meobilicatirm gss.-2

The second oprowram i~ a veenliscment Lonus teso.n). cutoriced »y
the Congress tc “- raid to uneobligated en'isted perscine. for IRR service.
The bonus {is expe.:cd 7o attracrt unobligated sersonnel whe are being re-

leased from active duty or the Selected Reserve and rerscis in the IRR

whose contraccual obligacicns are expiring. This seccion srovides de-

tails on both programs.

Establishing Perscnnel Management Programs

In rhe past the IRR has congisved oy 1 vervy gge non~] or indivi-
duals whose Reserve persoprnel records were managed v rheir Service
Reserve personnel centers Because of the size i the group theve was
little attempt by any of the Jervices te psrovice perscnalized management
to members of the IRR. Hewever, the dwind..on s1ze of rhe [RR has more
recently made the concept a more attailnakie goal. Furrher., persconnel
management of these individuale has become a nereseity 10 losses of TIRR

members are to be reduced.

The Armv first startad the concept i 977 Lo ostablishing an

officer management progran. Buillding o0 nis tdea, 052 subsegquently
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directed all Services to establish IRR management programs along the

lines of the Army's Reserve officer personnel management system. Although

the guidance was first given in 1978, specific goals were not established

until 1979. The Services were directed to establish managemer.t programs

that encourage Individual Ready Reserve Rgrticipation by providing train~ '
ing opportunities, school attendance, and transfer to Selected Reserve
positions. The Services were directed to bring officers and enlisted
IRR members under management programs in accordance with the following

schedule.

PERCENT IN MANAGEMENT PROGRAMS

FY 81  FY 83 FY 85
All officers 50% 75% 100% i
Enlisted, E-6 to E-9 50% 75% 1007% ;
Enlisted, below E-6 50% 100% 100% :

In addition, the guidance prescribed that each of the Services, based on
improved personnel management, should achieve cumulative IRR time-phased

mobilization manpcower ylelds no lower than the following:

PERCENT OF IDENTIFIED ASSETS

FY 81 FY 83 FY 85
Cumulative IRR Yield Goal 80% 85% 90%

This guidance was repeated in 1980.

| ) Army Personnel Management Programs

As prcviously mentioned, the Army IRR is managed by the US Army
Reserve Components Personnel and Administration Center (RCPAC) in St.
Louis, MO, a field activity under The Adjutant General (TAG). RCPAC
formerly handled only record keeping and adminiétrative functions and

at that time was called the US Army Administration Center. When person-

nel management functions were added, the name of the center wes changed

to its present title.
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The missions of RCPAC pertaining to the TRR inciude the following:

R ) Administer and control individual wembers of the US Army
- Reserve
) Coordinate and prepars Reserve component perscnnel manage-

ment and reiated administvuative procedures

) Develop and administer IRR recruiting und retention plans
and programs

? 'Y Maintain a readiness posturc for mobilizatioa of the IRR
and Standby Reserve

. Plan. coordinate, divect, and supervise the officer and
enlisted zerscerne! management svstem for members or the

USAR

° Maintain and provide information from official militarv

perscnnel riies

° Provide finance and accounting support to designated Army

activicies

In the persounel management area, RUPAC has established an officer

1

and enlisted personnel manaogement program that has the following objec-

tives:
!
» Deve'lnp and train USAR perssnnel in the right numbers, and i
with the right skilis, to meet the "Total Armv" mobilization
requirements
[] Assign TUSAR perazonnel in accordance with a personalized .
'
professional developmert plan through a varietv of training
experienues
. Provide additional opportunities for all USAR personnel to
partizipate in a Selected Reserve unit
] Improve motivation and professional satisfaction as a means

for retaining guality personnel in the USAR
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e Achieve reasonable compatiblity with active component per-

sonnel management systems

To implement the program, RCPAC has established a personnel management
directorate staffed by full-time personnel management of ficers and NCOs.
The managers are supported by interactive terminals connected to the
RCPAC personnel data base and a toll-free telephone system. The annual

telephone bill is approximately $1 million.

The Officer Personnel Management System-US Army Reserve, which was
first estabiished in October 1977, covers all USAR officers (93,000).
OPMS-USAR is a centralized management system designed to provide a trained
USAR officer corps prepared for mobilization. Under OPMS-USAR, each
officer is considered as a mobilization asset and is managed as an indivi-
dual. Training opportunities are provided that are applicable to the

officer’'s mobilization specialty.

To provide for more and varied assignments, OPMS-USAR established
a 3-year maximum time limit in a troop program position. In the past,
officers could occupy a position indefinitely, which caused discourage-
ment for officers looking for positions and, at the same time, stymied

the officer in the position.

The overall management concept calls for the USAR officer to have
a balance between Selected Reserve unit assignments, professional develop-
ment through USAR schools and Service Schools, MOBDES assignments (and
soon Individual Mobilization Augmentee assignments), counterpart train-
ing and other developmental assignments. Under OPMS-USAR a policy has
been established that limits assignments in Selected Reserve units to

3 years in order to create more opportunities for unit experience.

Each Reserve officer is assigned to an individual personnel manager
and is provided a toll-free telephone number to contact the manager. The
toll-free telephone is the key to the operation of the system. It pro-
vides the capability to render on-the-spot administrative assistance,

career guidance, and assignment information.
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The primary mission of chy Personnel Minagement QT or (PMC) i= to
plan and recommend assignments based or the requiremencs of the Service,
career needs of the indiviudal, and the desirss 5F the USAR of Ticer. -

Although the primary emphasis is on assisting

-~red Reserve.

handles requests for assistance frem oftficers

Thus, the PMC is able to assist in transfers int: and ~ur of the Selected

Reserve. Depending on cthe specialry involved, cach PMO Iz asgigned re- i
sponsibility for the = 0f 5o B me LTNG atvicers.
The PMO has considerable latitude .+ ofierinue fraining opporrunicies

4n Trow countsrpart train-

to the USAR officer. The rangs of optice
sada

and enrollment in skill-reletoed correipendence ~curses.  The training

at Servuioe sehools v USAR schools,

ing with active units to att

budget for FY 1981 is amout $39 millive wnich will nrovide abour 30,000

individual training touTs oY courses.

RCPAC believes that the OPMS~USAR swvsvem 13 soura aod that {6 has
been instrumental in retaining significant nemhers o7 ~f{icers whe other-
-wise would have been lost to the program. During 1 si¥-wesK pericd in
1979, PMOs were credited with retaining 1460° of 37080 {1l ar- who were
pending discharge. This equates to s -aves oplacemest cost of 827,425,000
(based on $26,000 per cofifcer and 5.0 0,05 fer awiitory. I s estimaced

that the PMOs are now saving 20% of the porerntis? officor 1r3ses annually.

Based on the success of the officer mavapoment yropgram, the Army
has begun to structure a simllar approack !or eniigl o porsoniel. The
enlisted program, entitled Enlisted Mobili:ati:n fraini:e and Maropement
Svstem - US Army Reserve (EMTMS-USAR)., is norng cstabifcoed v RCPAC

within the same direcrorate as the ailicer uragor:

EMIMS-USAR is intended to providse persinne! services similar *o
these provided for officers. Personal counsesing amd traimine Are ameng
the services that will be provided S Poraecane: Managenent Noncommissicoed
Offjcers (PMNCOS). The primars mission »f s PMNGO S0 oo onarre that

{ndividuals in the (RR =aintyio ampropriat. shilh gen 008 oy




Each PMNCO manages approximately 1000 TRR members, grouped by career
field. Unlike their counterparts in the officer personnel management
program, PMNCOs do not manage enlisted members in Selected Reserve units.
The PMNCOs encourage the members to take advantage of counterpart train- ,
ing, the Mobilization Designee (MOBDES) Program, or the Individual Mobili- ;
zation Augmentee (IMA) Program (both discussed in Section 5, below), USAR
schools and correspondence courses. The PMNCOs also arrange for partici-

pation in exercises, special projects and support of USAR training sites.

At present RCPAC is managing approximately 20,000 of the 167,000
enlisted personnel. Others are being phased in by grade and MOS. More-
over, any member of the IRR, whether formally under the management pro-
gram or not, can call in for and be provided the same assistance. As

of late 1980, the following IRR members were being managed:

° All E-5s and above

. All enlisted medical personnel

] All enlisted aviation mechanics

° All enlisted members residing outside CONUS

RCPAC plans to bring other IRR enlisted members under central manage-

ment in accordance with the following schedule:

NUMBER TO TARGET
GROUP BE MANAGED FISCAL YEAR
All E-4 through E-9 infantry -
personnel; all Standby Reservists 40,000 1981
All E-1 through E-3 personnel;
remaining E-4s in combat skills 80,000 1982
All E-4s in combat support skills 120,000 1983 !
All E-4s in combat service support
skills 160,000 1984
All others in the IRR not under
management 2¢0, 000 1985
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Table 3.9 shows the projected staffing requirements to implement

i the enlisted management plan.

TABLE 3.9
EMTMS-USAR PROJECTED STAFFING

Managed Officer Enlisted Civilian Total .
FY 80 20, 000 3 31 17 51 '
FY 81 40, 000 5 65 33 103 -
FY 82 80, 000 8 124 62 194 1
FY 83 120,000 10 187 93 290 |
FY 84 160,000 12 249 124 185 ‘
FY 85 200, 000 15 312 156 483 !

Funding requirements for the same period are as shown in Table 3.10.

TABLE 3.10

EMTMS-USAR FUNDING REQUTIREMENTS
($ Millions)

TRAINING COST STAFFING COST TOTAL
FY 80 1.2 0.8 2.0
FY 81 3.7 1.6 5.3
FY 82 7. 3.2 10 '

3

FY 83 11.0 4.6 15
.6
3

3= 3h
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Under the current method of operation, the PMNCOs attempt to estab-
lish direct contact with each member of the managed group by writing an
introductory letter that explains the program. Quarterly information
letters keep the members updated as the program progresses. Each com-
munication discusses the services available and encourages the member to )

call the PMNCO on the toll-free lines.

The Army is finding that enlisted personnel in the IRR have limited
F interest in personnel management services and there are few volunteers to

participate in training programs. Several reasons may be postulated:

. Most enlisted IRR members recently (within about 2 years)
completed active duty and they do not want to participate

in any further training with the Army.

° Most have taken jobs in recent months and would find it

difficult to take military leave (even if they wanted to).

. Enlisted pay is not sufficient to attract people to go on

active duty for training. '

Beyond this problem of a lack of interest in further participation, the
Army has not established a detailed training policy for the IRR. Little work
has been done in the area of military skill decay factors and there is
really no other basis for establishing IRR training policy. Given that
977% of the enlisted members of the Army IRR are in pay grades E-1 to E-5
and that 967 have been in the IRR for less than 3 years, it 1s not clear
how much or what type of training should be provided for the average

enlisted member of the IRR. Several questions pertain:

™ Should the Armv provide skill refresher training? 1If so,

for what types of skills? ’
° Should the Army provide general military training?
. Should the Armv depend on the IRR to supply fully qualified

personnel with highly technical skills (e.g., avionics repair)?
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] Should all training be contingent upcn reenlisting in the
IRR?
The answers to these and other questious require considersble further
research before a coherent IRR training polise can be established. Re-
gardless of the outcome of the rtraining issues, the Armv ought t~ proceed

with its plans to manage enliisted members o7 the IRR.

Navv IRR Career Management Program

The Navy has onlv recently begun to estakblisn an TRR rersonnel
management program and, as of late 1980, the initial greoup of personnel
managers were in place at the Naval Reserve Personnel Center (NRPC)Y in
New Orleans. The managers are members of the Nave's Training acd Admio-
istration of the Reserve (TAR} program.

The Navy career mianagement program ini:ciaily w.i! be iimized to
enlisted members »f tlic IRR. The reasoning is that management of enlisted
personnel presents the greater chalienge because otficers are far mere
likely to participate in a Reserve program than enlisted personnel. The
reasons are the same as discussed previousiv about the Army's enlisted

career management program.

Under current planning the Navy program will operate as rollows:

° Shortly after an enlisted person is released Trom active
duty, a letter will be sent reminding the individual »f the
remaining contractual cblipgation and informing the individual
that he or she wiil be conracted by the assigned counselor

from NRPC. The lester will include g form rto he rveturned

to verify the ourrent address and o oadd & relepbone number.
. Later the manager will contact the irdividual o

- Uetermine drtereg?

- Offer trainiag

- Enecouraye cartici: oo




. Toward the end of the individual's MSO the manager will

encourage reeni stment in the IRR.

In order to implement the program for the entire enlisted force

in the IRR, the Navy identified a total requirement for manpower which

has been adjusted over time as follows: !

OFFICERS ENLISTED CIVILIAN |
Original Requirement 20 30 165 ‘

FY 82 FY 83 FY 82 FY 83 FY 82 FY 83 i
POM-82 Approved 7 20 28 30 26 26

FY 82 Budget +7 +13 +16% +2 0 0

*
Ten positions were substituted military for civilian.

In addition to the above, the FY 1982 budget authorized 22 enlisted
spaces to be added in FY 1981 which means that a total of 7 officers and
38 enlisted personnel will be authorized for personnel management at NRPC
by end-FY 1982. XNRPC is also procuring a minicomputer to provide ADP

support for the personnel managers. The expected delivery date of the

hardware is March 1981.

NRPC estimates that its enlisted personnel managers will be able to

handle about half the workload experienced by Army IRR officer managers
(1500-1600). This means one manager per 800 enlisted members, or a total
of 98 managers when the entire enlisted force is in the program. NRPC {
planning is based on the belief that more work will be required to manage

enlisted persons than officers. Although the study team has no empirical ’
data, it appears that, gilven the limited rate of participation by IRR

enlisted personnel, the enlisted personnel manager might handle more

individuals than the officer personnel manager. This assumes that the

managers will not continue to contact enlisted individuals who show

no interest in further participation in the Navy. Workload data should
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be collected 4as the program watures so that an accurate level of manning

can be established.

The Navy has not yvet established plans tu expand the IRR personnel
management program to its officers. Planning for this will not begin
until the enlisted personnel management svstem is fullwv operaticnal--probably

FY 1923 or later.

Marine Corps Personnel Management Program

At the time of the interviews conducted bv the studv team at Head-
quarters, Marine Corps, planuning for an IRR personnel management program
was in its wvery early atages. Tr was faaicated that a working group
would be formed at Headguarters, Marine Corps in FY 198! to establish
the concepts of a personne! management progran modeled after that of the

Armv. Following completion of this effort, the IRR managerment program

would be established at the Marine Corps Reserve Forces Administrative
Center (MCRFAC) in Kansas Citw. This will have the efrecr vf adding a

ma‘or function to MCRFAC's mission which. heretofore, has been limired
primari:v to record keeping funcuicns. Thee conrce of funding and man-
PoweT spaces to support rhis new function s to be determine in the

future.

Alr Force Career Management PDrogranm

Discussions with Ailr Force personne’ during this studvy effort
have indicated that the Air Force does tot new plan to establish an
IRR personnel management program hevond its present record keeping and
telephone advisor: service. One ol the teasons cited is thart the strength
of the Air For:e Selected Resorve s oloce t00 i3 peaceline mansower ]
authorization. Therefore, the major incentive (used bv the ArmvY of

offering assignments to positions in the Selected Reserve is absent. 1

The Ar Vor v ocould otfer skill refresher training to members of 4
the TPR. However, the need $or refresher fradining for members recently

v, thee Air Foroe

refeased from active dut Peomneertala, I addind




seems to believe that longer-term members of the IRR are not viable
mobilization assets because of a lack of current qualifications. This
is especially true of pilots, aircraft maintenance personnel, and others
with high technology jobs who must participate frequently to remain
proficient in their skills. Individuals such as those who are recalled
to active duty will have to undergo an extensive period of retraining

in order to regain adequate proficiency. For these reasons, the Air
Force appears to resist applying any significant resources to peacetime

management or training of the IRR.

The study team believes that the Air Force approach should be
reevaluated. It appears likely that significant numbers of IRR personnel
will be recalled to fi1ll CONUS units and headquarters staffs in other
than high technology jobs. The Air Force should identify the grades,
skills, and degree of proficiency required to fill these positions and
take appropriate steps to manage the individual members of the IRR who

are likely to be recalled to fill those jobs.

Reenlistment Bonus Program

In addition to the establishment of personnel management programs to
help retain individuals in the IRR, OSD and the Military Services have
also established a reenlistment bonus program. This bonus program, which
was authorized by Public Law 96-342, 8 September 1980, applies both to
the IRR and the ING. Implementation of the ING bonus is discussed in

Section 4 of this report.

The purpose of the bonus Is to encourage enl.stment, reenlistment,
or extension in the IRR/ING by members who have no remaining contractual

obligation. The following definitions apply:l

L Enlistment. A voluntary enrollment in the IRR as an enlisted
member. This applies only to members leaving the active com-

ponent and prior service personnel.

lSOU!‘ce: OASD(MRA&L) Memorandum, Bonus Program for the Inactive National
Guard/Individual Ready Reserve, 1 October 1980.
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] Reenlistment. A second or subsoguens enrol .iment

Ready Reserve by member:s who dagaree Lo sepvre

)

This applies to persoungl who

are menhers of 1

Reserve, IRR and Standoy Ressrve Alse preuor

Guard personnel mav r 1st oin the INC wito

or territory.

o Extension. The vontinuetd

National Cunard who agreeos ¢o serve in the

same statae ¢r ter

o1

To be eligible for the bonus the ¢nlisted person mus

in and possess a primary or secondary suill designated =2s

{zation needs, have completed his or her military service cbiigacions and

sign a three vear contrac:. The amount of the honus is $a

itory withoeatr @ hreax in sars

e

tected

service

e

e,

WGEith

service bv o moenher

sl

3

National

sCute

i

vha

paid upon enlistment, reenlistment, or extension and $1u0 paid upon

satisfactory completicon of each of the succeeding 3 vesras.

AL the time the enlistment., reeniisiment or citension

signed, the member must also sign a written agreemert rnat spocifies the
toe

terms of the bonus. If the individaal! fails

the designated terms of the agreement, he oust refund a Peroentage

the payment for the unserved period. This also porrains w

vidual leaves the IRR to inin the Seiected Reserve or the

Planning for the bornus has been wnder wav for a cursi

wonT

Jey .

W

o

cQnrract

5300

he

5

satisfactorily complete

of

indi-

forces.
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period of time. During 1978 and 197% OSD issued puidance to ‘1o Sarvices

to establish IRR reenlistment programs with a goal of aclieving

following continuation/reenlistment rac. s
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The Services were to program for an enlisted reenlistment test of
$200 per year for IRR reenlistment. The 1979 PDM directed the Army to
"extend the IRR critical skills reenlistment bonus to unobligated sep-
aratees from the active force and the Seiected Reserve...;(and to) offer
an IRR noncritical skills reenlistment bonus for a three-year commitment
with the goal of acquiring 19,000 individuals per year beginning in
FY 81...." 1In addition, the Navy and Air Force were directed to develop

and fund...an IRR reenlistment program without incentives.

Despite the advanced planning, the Services had to await enactment
of the bonus legislation before finalizing their programs. This effort
began in early October 1980, at about the time the study team visited
the Services. Thus, the Service programs discussed with the study team
were very tentative and were changing rapidly during the course of this

study effort. Highlights of the Service programs are discussed below.

Army IRR Bonus Program

The Army has selected skills that will be eligible for the bonus.
All skills except band will be eligible until the IRR strength has in-

creased to a point at which the Army can be selective.

The bonus program is being implemented in the Army in FY 1981 with
a goal of 18,700 enlistments/reenlistments in the IRR at a cost of about
$5.8 million. The program will expand over the FY 1982 to FY 1986 period,
reaching a level of about 27,000 new enlistees and 40,000 continuation

payments during FY 1986 at a cost of about $21 million.

The US'Army Reserve Components Personnel and Administration Center
(RCPAC) will administer the IRR bonus program. Bonus management personnel
are programmed to increase from 30 in FY 1982 to 60 in FY 1986. They
will perform the following functions: enlistment, reenlistment proces-

sing, bonus management, records administration and management, and ADP

support.




The Army is offering these bonuses to persons leaving active
duty who have no remaining obligation. The individual leaving the service
may not have a job to go to and the prospect of receiving an immediate
payment of $300 without a participation requirement could be attractive.
As a parallel, the Army has had a prior-service recruiting program since
February 1978 whereby nonobligated persons leaving active dutv are re-
cruited into either the Selected Reserve or the IRR. Current figures
show that approximately 735 persons per month join the iRE. However, with

the bonus incentive the number is expected to increase.

RCPAC is in the process of automating the procedures for paying
and administering the IRR bonus. A management information system Is
being developed that wili not only pay the initial bonus and the sub-
sequent anniversary pavments, but will also satisfy OSI} reporting re-

quirements.

The Nawvy Bonus Program

The Navv pelicies and procedures.for the bonus preevam basicallv
follow the 0SD Guidance. The administration of the honus will be accom-

olished v the Naval Reserve Perscnnel Cenrer (NRPOY 0 Sew Orleans.

NRPC envisions that its enlisted counselors wiil contact indivi-
duals by telephone and through mailings to determine their interest in
reenlisting in the IRR. Upon show of interest, the NRPU counselors will

screen them for eligibilitv ana wili then contact the Selected Reserve

recruiter seiving the candidate’'s home town. The recruiter will contact :
the individual IRR memher 2nd process the paperwork for reenlistment in ,

the IRR.

OPNAV has nrovided guidance to NRPC on the skills/ratings for the

honus program,




Marine Corps Bonus Program

The IRR bonus program will be implemented by the Marine Corps in
FY 1981 for selected skills that are projected to have a wartime short-
fall. About 1000 enlistments/reenlistments are planned during FY 1981

at a cost of some $300,000 plus any administration and support costs.

The bonus program will be executed by the Marine Corps Reserve
Forces Administrative Center (MCRFAC) in Kansas City. Reserve personnel

will be added to administer the program, probably under 10 USC 678, but

the extent of the increase has not yet been determined. A toll-free

telephone number has been installed to support the bonus program.

Present planning calls for MCRFAC to contact members of the IRR b
who have critical skills about 3 months prior to the end of their con- i
tractual obligation. A letter will explain the bonus program and ask  ;
the individual to reenlist. Upon a show of interest, an active duty

member will visit the individual to ensure that he or she meets Marine y
Corps standards for mobilization. MCRFAC will then process the reenlist-

ment for qualified individuals.

Air Force Bonus Program

The Air Force is establishing a bonus program in accordance with
0SD guidance. The program will be administered by the Air Reserve
Personnel Center (ARPC) in Denver which will accomplish the reenlistments

by mail.

The Air force has developed a list of skills to which the bonus
will be paid. The program will begin 1 March 1981 with a target of 2895 é
accessions at a cost of about $1.0 million. By FY 1986 about 10,000
individuals will be receiving initial or continuing bonuses at an annual

cost of about $2 million.
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evaludtion

Some members of the Services Giestion winet S0 in 4 one-time

payvment and 3 irniversary pa

of individuals. The answer

programs nave becn fully implemented.

PREASSIGNMENT INITIATIV

Introduction
The preassignmerc of individuals during peacetine to posicions
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2t g cemplete Preoakdoen in

under the worst Case $ituat
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and 1980 required the Services

0SD guidance to the Services in S

to identifv wartime positions rejuirivg riliing onm M=Dav ana to pre-

assign IRR members to rhose pos > end=-FY 1981, Indivicuals are

to he notified in peavctime o a reporsing ime (refere-cod ro M-Dav),

locatricn, and inirial assignment.

Although the 0SD pnidance apvlics equally to ale Services. It will
he seen that each Service tallors its preassignme t polic: and program
according to its particular needs. This sccrion discusses the individual
Service preassignment ;rograms (or lack tneteef) and aadresses the pro-

cedures and svercms us-=d Lo ocach 1o the

It should be oored that the prooswipnment seues ritsed o

sectlon are oqguails apslicable to Che perives Srogesignmens prograns
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described in Section 7 of this report. Further the IMA program, which
is discussed in Section 5, constitutes a special case of preassignment
of pretrained individuals who are members of the Selected Reserve rather

than the IRR.

Assignment Priorities

Before discussing details of the Military Services' IRR preassignment
programs, it will be useful to consider the priorities used by each Service
to assign pretrained individuals to wartime positions. These priorities
reflect the vulnerability to recall contained in law and the Service
perceptions of the utility of each group of individuals. The following
table provides information on the availability of individuals for recall

in time of emergency.

TABLE 3.11
CRITERIA FOR RECALL

CATEGORY OF PRE- LEGAL
TRAINED INDIVIDUALS CRITERIA AUTHORITY
*
READY RESERVE (IRR, IMA ) National Emergency - President 10 USC 673
INACTIVE NATIONAL GUARD (ING)+ National Emergency - President 10 USC 673
RETIRED REGULARS§ Any Time - President 10 USC 3504,
10 USC 6481
STANDBY RESERVE War/National Emergency -
Congress 10 USC 672
RETIRED RESERVISTS War/National Emergency -
Congress 10 USC 675

*
IMAs, as members of the Selected Reserve, may also be recalled by the
President in the exercise of the 100,000 call-up authority.

+National Guard units must be ordered to active duty to recall the ING.

§Retited regular enlisted members of the Fleet -Reserve and Fleet Marine
Corps Reserve may be recalled only with declaration of national emergency
by the President or Congress.
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Under current plannirg all o1 tle Services ¢onsider the Readwy
Reserve te be the primary source of pretrvaliec individuals iu the event

|43

of mebilization. Likewise the Retired Reserve is considered to bhe the

lowest prioricy for recall upon mobhilirativn.  The wreor in whioh the
various groups of prerra‘ned indro o geat o wontd Le orecsliod would, of

course, Jdepend on the mobilization scenaric.  Under A no-ncotice, tull

mobilization with declaration of wur b Jongrass. al!l crenps would be

equallr availabie and would bHe recalled according ro the needs of rhe

individual Service. A mere ligelv s

[

tuation is a gradual increadse in
international tensicns followed bv declaration of narional emergency by
the President and, later, bv declaration or war hv the Congress. In

this situation, IMAs miwt-: 5Se called £

ia oa parcial top ote 100,000)
call-up of the Selezred Hesecrve.  Mexr o rne Ready Reserve would be called

(Selected Reserve, IRI. .nd ING), pussibly accompanied hv the recall of

e 1 L

regular retirees. v, the Standbv Reserve and Petired Reserve could

be recalled afrer declaration of war bv Congress.

Discussions with the Services indicate that, given no legal re-
strictions on the recall of any group 5t the time of mobilization, the
Armv and Air Force would recall rhe TIRR, [NG. and regular retirees ahead

of the Standby Reserve and Retircd Reserwve. The Navy and Marine Corps,
an the other hand, wonld first recall the I2R and Srandbv Reserve and
then regular retirees and the Retired Reserve. Thisz is the result of a
recent chaange in guidanc= by the Department of Navy due to elimination
of the legal requirement tor the Selective service Svstem to screen
members o5 the Standbv Hogerve oriov to their recall. However, 4s the
Standby Reserve declires in size (see Section & of this repers) and it

becomes less of a prefriined manpower assel. this differsunce fa volicy

hetween the Services wiil he diminisieen.

Armv_[RR Preassignment Proo.ram

[\

Althoarh the Arme e, 0y Ceripe U Ve gasiainet Tenb e o he
TRR inder the Mobh ' iic oo 0 Tesiygeeee (G000 o pram S cneeo tarther
fn Soctien S, 0t s oandc recombti fho et art cer e F e aredss iy




the majority of IRR members. This began in March 1976 when, in response
to guidance issued by the Secretary of Defense, the Army implemented a
Voluntary Mobilization Preassignment (VMP) program. The VMP resulted

in the preassignment of only about 4% of'the IRR and the ﬁrogram was
terminated in December 1977 to make way for other preassignment systems
which were developed during the period of the VMP test. These include
two programs which are currently in use by the Army--the Mobilization
Preassignment Program (MPP) and the Mobilization Personnel Processing

System (MOBPERS). Each of these systems is described below.

MPP is a system which preassigns Army members at the time they are
released from active duty. The system has been implemented and tested
at 10 installations and has resulted in the preassignment of some 9000

persons.

Under MPP the installation from which the individual will be re-
leased requests from RCPAC an appropriate wartime position for the indi-
vidual., If the individual's grade and skill fit a wartime requirement,
RCPAC then 1ssues preassignment instructions and orders are prepared by
the losing installation. The orders require the individual to report
on a date that is between 10 and 60 days after mobilization. The com-
mander of the installation to which the individual has been preassigned
is subsequently notified of the assignment to assist in wartime

planning.

The Army currently is considering the expansion of MPP to all 40
installations from which members are released. However, the decision to
expand the program has been delayed becuase of problems with the system

as follows:

° MPP is inflexible in that there is no provision for making
automated changes in preassignment orders as requirements

change.
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) The Armv believes chat many cniisted personne. dispose o
'
their preassignment orders shortly atver tnelr release {rom {
active dutv. These individuials weuld n report unlsess a ‘
v
new order were recelived. i
] There is no receipt process ro show than the individuaal ac-

tually received the crder. sSubsegquent Legal enfor ement of '

the order is in jeopardy. |
[ Maintaining contact with the nreassigned fodividual is dif-

ficult hecause of the frequent changes of address that usually

occur in the 6 months following release from active duty.

L A later decision .. the icdividual tc join a Selected Reserve
unit causes crders to be revoked and iacreases the cust of .

[S1SE- 9N

preassignment g
. MPP svgtem operation cests shou 09,500 ver fusrallation
per year for the pav of operators and rente: ~f appropriate

termi-el equipment.

The future ot MPP probabiv willi be decided in (981 fawe
luticn of the foreguing problems and the an-geing devel-nmen: <f MOBPERS.

MOBPERS is more accurbratelv described as a predesignaticn «wsten rather

than i preassigament svsten. redesignation means tnat o » pesition

and a pretrained asset have bees macehed i computer in oadvance of

mobilization, but "hip socket” ordors bLove not heen fasued. Preassignment,

on the other hand, completes the process and Lssues orders to the indivi-

dual in advance of mopl.ization. The <ev teatures of MOBPERS are as

tollows: []
o wartime fosition reguisoment s oare fdentiied beorhe Do

Depute Claef o
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° Selected Reserve manpower requirements are determined by
RCPAC for the USAR. The National Guard Bureau provides

monthly personnel status and wartime requirements tapes to

RCPAC so that IRR personnel may be assigned to National Guard
units as required.

) RCPAC matches assets to requirements quarterly and predesig-
nates IRR members to fill appropriate AC and RC assignments
in accordance with established priorities. Rosters of these
tentative assignments are sent to Army installations quarterly
where they are available in the event of mobilization. The
rosters contain all IRR assignments, including the MPP pre-
assignments and the MOBDES assignments. The rosters are used
on M-Day to make specific assignments as personnel report for

active duty.
. MOBPERS 1s capable of handiing grade and skill substitutions.

° On M-Day RCPAC updates the most recent roster and issues

orders via tape to Western Union for dispatch of Mailgrams.

o MOBPERS provides for automatic accession of IRR members to

the active personnel system upcn mobilization.

MOBPERS allows the Army to retain flexibility in the assignment of IRR
personnel upon mobilization because orders are not issued in advance of
mobilization. However, this system makes the Army dependent upon Western
Union to notify individuals after M-Day. Given that Western Union will
also be used extensively by the Selective Service System and the other
Military Services, the Mailgram system may be overloaded at this critical
time. The study team believes that this potential vulnerability should

be evaluated in further depth.

MOBPERS helps the Army to overcome a serious problem discovered
during MOBEX 76. Procedures in effect at that time required units to
submit requisitions for filler personnel after M-Day. Although this

procedure combined the requirements to fill wartime-only positions with
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those required to offser current personnel snortf2lls. {U was exXlreme.ly
slow and cumbersome. As a result the mobil zation assignment o1 »s58
was inefficient. As will be seeun subsequenciy, the Arr Force rrontly
uses a "pull" requirement wystem similar zo that formerls use’ b Toc

Armyv. However, the Alr iorce sSystem 5 movre comyictely auromared oad 1s

more responsive than was the old Armv svscen.

The Armwv iy continuing to inprove the capabliity o MOBPERS i3 more
experiencs is gained o the azsignnent of TRR pevsoonel ry meer wartine
requirements. For exampie RCPAC will estab, ish procedures in the uear
future rthat will allow newls acquired [RR menbors whose perscnce ] records
are {ncomplene to be predesignated spainsy warticne rocuiren nts in the
same manner as ~ther (RR wmembers. Miasoag data felg., current address)

Le os U data pecome available.

[

will be added to che MOEPERS {3

As a resu't of using MOBPERS, which ass.osns personnel on the basis
of gengraphy as wel), as skill and grade, RCPAC has fuound that 377 of
IRR members live within 300 miles ot the installation to which they will
be assigned {n the event of wobilization. This proximicy will reduce
considerab!v the revorting del w /Jdue to travel wiiich would be incurred

bv ass.gnment without regard ro gewgrapuy., The net result is that the

1

Army w111 be abie to order non-preassigied IRR members to accive dutvy
expeditiously even rhouch corders have nor been tssued prior to mobiliza-

tion.

MOBPERS issues corders ta the [RR that require all members to report
not later rhan M + 17 davs (a date s specrfied in whe crder, buc the
date is not variabie berween iodisidunids . The crders are digpatched
to the individual = Wesiorn Unics Mailgran with o paper conv being
maiiled to the galining ‘estallacion. Ordors rosued (- [RP menbers pra-
assigned through the MPP custem direct the ingividuai to report a <spe-

cified number of Jdavs frarging Tron 190 00 mg7 afrer qeciaration ot M-Dav.

Thus, pregasigned members may Gt aoeney detas I v g

predesignated membera W oo Srs . crde s Suhengne

Tization, I+ anrear: i . broag Lo i To Ot o,




All IRR members who receive orders after M-Day are directed to
report not later than M + 10. This common date appears to be established
for two reasons. First, the IRR strength is far short of meeting the Army's
wartime requirements, so all available members are ordered to report almost
immediately. Those required later are simply not available. Second, Army
wartime manpower requirements tapes identify the priority for fill by
unit but not the time at which the unit must be filled. MOBPERS is
capable of assigning personnel to a unit at a specific time if the infor-
mation were included in its requirements tape. However, MOBPERS would
require considerable modification in order to assign personnel against

individual, time-phased positions.

As discussed previously, MOBPERS assigns personnel against wartime
requirements established by DCSOPS and MILPERCEN. Present planning by
the Army establishes requirements only for a full mobilization scenario
which would require the recall of all members of the IRR and all Class
I and IT retirees. If the Army were required to undergo a partial mobi-
lization not requiring the recall of the entire IRR, MOBPERS would be
unable to respond quickly because it would not have a special grade/skill/
location requirements tape against which to assign personnel. The study
team has not attempted to estimate the time required for DCSOPS to
generate a special requirements tape, but the time probably would be

measured in weeks rather than days.

In summation, the Army is using a mixture of preassignment and
predesignation systems for members of the IRR. The principal system,
MOBPERS, currently is capable of assigning IRR personnel against wartime
requirements on or after M-Day but it is limited in its flexibilitv to
assign against time-phased requirements. MOBPERS integrates the wartime
manpower requirements of both AC and RC units and assigus IRR members
against those requirements in accordance with the established priority

system.
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Navy IRR Preassignment Program
As discussed previcuslv the IRR coustitutes the tirot prioritv group
of pretrained individuals to be cecailed upon mebiiization. As sacn the
Navy has established an 7RR preassignmeat vrogram thai wiil oxpedite re-
call of the IRR in the event of mouilizarion,
g
Navv planning calls for tne [RR to oe assigned agains: wartime P
positions that must be fi’led v M < 30 days and latevr. Posilions that l
are required fo be filled prior ro ¥ + 0 are filled by transter or indi- !
viduals from active and Selewzaed Reserve units.  The resalring vavancies
are backfilled later using a conbination of frardby
; Reservists, and ratirees.
;
;
: The Naval Reserve Personnel Center (NRPC), the fun-orional manager
of the IRR, is responsible for assigning rhe IRR to £110 wvarnime positions 1
-4
in the event of mobilizarion. In o:rder oo veduce the (cad-time required
to assign the IRR after M-Dav. NRFC has established au IRr preassigument o
system. The Navy svstem is similar -o rhe Aroav's MOBPERS svatem. That
is, IRR members are predesignated to 1111 wartime pesicions but arders i
are noct issued until arftev moh lization s ordered.  There are some signi-
ficant differences berween the =“vstems, nowever, which are highlighted
i the followving dizcussion
NRPC receives 1ts wartime requirements and manpower supplv information
from the Deputy Chlef of Naval operarions (Manpower., Poraonnel, and
Training) (OP-01). The UP-31 ooticu agency is the Moval Mol tary Personnel )
Command (NMPC) which 1s located in the Jashington, o . arca NMPC
operates the Manpowetr Personnel snd Training Tnformation tvatem (MAPTIS) ;
and maintains master automated records tor il active and 1nactire man-~ ~T
power in the Navv. NRPC maintains nard copy personne’ vecords for the
IRR and provides update 'nformarion on Jrs members too the NMPUC paster i
file. However, THR pains ftrom Dhe 4 fLi7e U0 e 10 gutrmstie iy T rans- ?

terred from the acrive = *he dpacsie i owhen the indivihue D is re-

ledased from act ive




The NRPC preassignment process begins with the receipt of a monthly
update tape of IRR assets that shows all IRR members who have not been
predesignated against a wartime position. The tape is run and a computer
card deck is produced that lists all IRR members available for assignment.
These cards are then compared manually against vacant wartime positions
on the basis of grade, skill, and geography. After the assignments are
made, the cards are punched to indicate the wartime position, and a tape
is made and transmitted to NMPC. 1In the event of mobilization, the up-
dated tape would be used by NRPC to write orders and Mailgrams to notify

the individuals of their recall.

The Navy orders its personnel to report to mobilization stations
located at nearby Reserve centers for processing by Personnel Mobili-
zation Teams. These teams issue hard-copy orders (delivered in bulk
from NRPC by United Parcel Service or other available means), prepare
personnel documents such as ID card requests, assess requests for delay,
provide medical screening, and process the individual to his or her war-

time assignment.

The weak link in the Navy's IRR preassignment process is that
assignments are made manually. This involves the assignment of 3500
to 4000 new accessions to the IRR each month which creates a significant
manual workload for NRPC persomnel. The result is that only about 60%
of the IRR is predesignated at any time. Installation of an automated
system comparable to the Army's MOBPERS could save considerable time
and manual effort at NRPC and provide timely assignments for all IRR
members. The basic elements-—automated requirements and assets tapes—--
are in place so that only the matching algorithms would have to be de-
veloped. It is understood that the matching program could be run on the
NMPC computer in the Washington area without the addition of computer

capacity at NRPC.

Marine Corps IRR Preassignment Program

Present mobilization planning within the Marine Corps calls for an

extremely limited IRR preassignment program for two primary reasons:
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° The Marine Corps believes that preassignment is costly in terms
of computer time and manpower, primarily due to the high turn-

over rate of the IRR (about 50% per vear).

] The Marine Corps mobilizes on the east coast or west coast
according to the location of the conflict. The Marine Corps
believes that preassignment would reduce rheir flexibility
to respoid to either an east or west contingency and would

induce considerable post-M~Day manpower turbulence.

Despite these reservations, the Marine Corps currently is in the
process of identifving wartime-only positions in the Fleet Marine Force
that will be filled by IRR personnel. During a period of tension IRR
assets would be matched against these requirements and a computer tape
would be prepared for later use in the event of mobilization. Thus, the
Marine Corps plans to predesignate members of the IRR to fill wartime
positions, but not until a period of rension causes increased readiness

and a higher probability of mobilization.

The Marine Corps mobilization process is similar to that of the
Navy. The Marine Corps Reserve Forces Administrative Center (MCRFAC)
in Kansas City maintains persounel files for the IRR, srandbv Reserve,
and retirees. Assignments to wartime positions are made hv comparing
these automated personnel files against a wartime requirements tape
provided bv Headquarters, Marine Corps. The resulting "mobilization
file"l would be used upon mobilization to prepare orders for dispatch

by Express Mail.®

1

"MCRFAC creates a mobilization file 2 or 3 times per year to compare

assets to requirements. However, this s so infrequent as to be unuseable
wirthout update.

2Express Mail was used successfully during MOBEX 80 (PROUD SPIRIT). However,
corsideration 5 being given to the use of Mailgrams in the furure.
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The individuals are ordered to report to a nearby Mobilization
Station where a team receives and processes them similar to the Navy's
operation described previously. MCRFAC sends assignment instructions
(either hard-copy orders or rosters) to indicate the specific position
to be filled by the individual. Following processing the marines are
then sent to Stations of Initial Assignment (SIA) which are major Marine
Corps bases located on the east and west coasts (e.g., Camp Lejeune, NC).
Further processing is accomplished by Military Personnel Processing
Centers (MPPCs) located at each of the SIAs. The Mobilization Stations
and MPPCs are manned upon mobilization by preassigned members of the IRR
or IMAs.

Discussions with individuals at Headquarters, Marine Corps indicate
that, as mobilization plans are refined, more preassignment and/or pre-
designation of IRR persomnnel will take place. The Marine Corps appears
to be looking for wartime positions that are sufficiently stable (and
not scenario dependent) to which members of the IRR, Standby Reserve.

and retirees can be assigned in peacetime.

However, the Marine Corps probably will resist the preassignment
of the majority of its IRR for the reasons previously stated. They be-
lieve that the Marine Corps assignment and notification system is suf-
ficiently responsive to meet any possible requirement and they want to
retain flexibility for various contingencies. The Marine Corps estimates
that its IRR members would be notified in about 24 hours after the de-
cision to mobilize and would begin reporting to Mobilization Stations by
M + 3. It appears, however, that the average reporting time would be
reduced by preassigning the IRR to nearby Mobilization Stations and
issuing "hip pocket" orders keyed to M-Day announcement over radio and
television. This would retain the flexibility.desired by the Marine
Corps in that final assignments would continue to be determined after
M-Day and orders would be issued at the Mobilization Station as is now
done. It would also reduce the vulnerability of the Marine Corps to the

dependence on post-M~Day communications for recall notification. The
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study team believes that the Marine Corps should fdenci® nositioas rhan
are required to be filled by the IRR bv M + 30 and nreassign members
against those positions in peacetime. Preassignment ordars woy 4 d

individuals to report to a Mebilizaticn Sracion, =i o ire o0iimate

station of assignmenc.

Air Force IRR Preassignment Program

The Air Force, unlike th- acher Sarvicas., is 130 nisaaing atr tne

present time to meve toward el

&l

her nreassigoment
the IRR during peacetime. Mauv facove {fecs (hus -0 0 a: sxpaiained

below.

The Air Force mobilization svstem (s unique amuong the Servi.2s

Wartime requirements are identified by tha Major Cormands (MAJODNS)

(CONUS and overseas) and approved bv Headquarters Air

The reguire-

ments are stated in terms of Unit Tyvpe Codes that descrihs organi-

zations ranging from very small feams (e¢.g.,

cont ool oteoan
entire tactical fighter squadron. inothis wav the secwriny meilntenence,
administration, and tactical 2lements of rhe MAJCOM: 3re expanded from
peacetime to wartime strengths.

The Uoit Type Codes required overseas are taken from o mixture of
active units (usually from lower priority, non-depicosiny anizs 1n CONUS)
and Selected Reserve uuits that srn ordered to active Juty on =Dav.

The vacancies zreated in CONUS units bv these deploviments are later

backfillied bv *he assignment <f the YRF a0d ather wrery . ned icodividaals.

The afr Force attempts vo deplov ai. onuvis gt Fa.l «rcenpri . For
the earliesc deploving unics in a2 nr-notice 1 bhilizarior e o, rhere
will be inadequate time to “Ii1 thewm b7 reass.gring 300 ive Jere nnel

from other distant buses ¢r o

dutv. Thus, the responsibia coomnonder st oot et | SR R TR O

assigning nersonnel from crher Tocn D oaroc s r e b v TTE ey
cur~en® treagt: Sl i UU e rome b Sy T G s Do
Reserve units.  Fos- tevebioe 0 a (R L e e e T

of i,

ARl




The Air Force has established a special program to increase the
availability of selected skills for which there is a significant additional
demand in wartime. Called "WARSKIL," this program provides additional
training in alternate skills for selected individuals. These personnel
are then scheduled to ileploy in wartime with a UTC requiring that alter-
native skill. Personnel turbulence among the enlisted force, however,
creates a large workload for Air Force personnel managers in assigning
members of the WARSKIL program to bases requiring both their peacetime

primary and wartime alternate skills.

From the foregoing description it can be seen thai the Air Force
plans to meet its earliest wartime requirements by utilizing active and
Selected Reserve (including IMAs) manpower resources. Under current
planning, the IRR, retirees, and the Standby Reserve are not required
until after M-Day when they will be recalled to backfill positions made
vacant by deployment of members of active and Selected Reserve units.
It is for this reason that the Air Force does not plan to preassign or

predesignate these individuals prior to mobilization.

The Air Force continues to refine its mobilization planning and its
wartime requirements determination process. As this evolves and time-
phased requirements are refined, the Air Force may find that it has a
substantial M-Day shortfall which should be filled by preassigned members
of the IRR and retirees. 1If this occurs, then OSD should address with
the Air Force the need to undertake a preassignment (or predesignation)

program.

Following mobilization, the Air Force determines its manpower
requirements through its "pull system" under which MAJCOMs determine
their unfilled requirements and request fill by grade/skill from AFMPC.
These requirements are merged by AFMPC and matched against the AFMPC
consolidated personnel data base that contains all Air Force active,
Reserve, and retiree personnel records. By this process the must appro-
priate individual is selected to fill the requirement, including active

persounel available for reassignment or who may be enroute to fill the
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position. As the IRR and retirees are selected for recall, AFMPC notifies
the Air Reserve Personnel Center in Denver which issues orders by Mailgram

and initiates appropriate personnel and pay actions.

Although this process selects from all available resources and
minimizes personnel turbulence (becauce specific positions are identified
for each person recalled), there appears to be one significant drawback.
The syvstem depends on the rapid identification and reportiug of manpower
reguirements by the MAJCOMs. Under the confusion of a short notice
mobilization, it is unlikely that the MAJCOMs will be able to respond
quicklvy. It is more likely that they will identify their requirements
piecemeal, sending their most critical needs first and fcllowing up much
later with more routine requirements. The result will be that AFMPC will
he reacting to urgent requirements, processing sequential tatches of
requirements and fillirg them without knowing whether more urgent require-
ments will be forthcoming from other, higher priority ~ommands. It

appears that estimatec must be made to estahligh total requirements and

total assets by grade and skill sc that assignment rriorities can be

astablished by skill, grade, and command in advance of mebilization.

The study team believes that it 1s possible for the Air Force to
identify in advance of mobilization a significant number of oositions
that must be backfilled from IRR and retiree assets under any major
mobilizarion scenario. T1f individuals were predesignated against those
positions and the MAJCOMs were aware that theyv wouid te filled automa-
tically in case of mobilization, then tlie post-mohilization "pull system"
requirements could be reduced to a more manageable size. The Air Force

should consider such an approach as its mobilization planning evolves. ]

IONCLUSIONS AND RECOMMENDATIONS
ris section presents the detailed conclusions and recommendations
St v the study team as a resuit of 1ts research into IRR issues.

wolusions and recommendations are grouped as follows:
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Conclusions

IRR general
Strength initiatives
Personnel retention initiatives

Preassignment initiatives

IRR General

The IRR constitutes the most viable pretrained individual
mobilization asset for the Services because it consists
primarily of junior persomnel who have recent military ex-
perience. The skills and grades in the IRR are largely

consistent with those existing in the active force.

Strength Initiatives

Taken together the IRR strength initiatives undertaken by
the Services have reversed the downward strength trend by
adding strength and reducing losses. However, for most
Services, the strength of the IRR still remains far short of

meeting pretrained manpower inventory objectives.

The primary policv variables that determine IRR strength
are the size of th- active force, the allowable enlistment

options, and the length of the military service obligation.

The IRR direct enlistment program should be continued by the
Army until major gains in IRR strength are achieved. The
other Services should establish a direct enlistment program
if their future wartime requirements show the early need

for significant numbers of junior personnel with low skills

and limited experience.

Army and Navy IRR accession procedures should be improved

to permit earlier accession of individuals from active duty.
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The Armv National Guard is discharging a significant number
of pretrained individuals whe have remaining contractual
obligations and wio mayv be votential mobilizarion assets.
Steps should be taken to transfer these individuals to rhe

IRR in lieu of discharge.

The Army should continue to cramsfer to the IRR qualified
individuals leaving active duty and the Selected Reserve

before expiration of their normal tour of duty.

0SD sheould continue to address the issue of transferring
marginally qualified enlisted members to the IRR. This
appears to be desirable only when a Service has a large
shortfall of pretrained individuals and requires the early
availabilitv in wartime of junior, inexperienced members

with low skiil levels.

The Air Force should reevaluate its need for the IRR upon
mobilization and establish an appropriate IRR personnel

management program.

The IRR strength issue shcould be considered as a minor de-

terminant of length of enlistment policies.

Given that DEP service no louger counts toward fulfillment
of the military service ohligation, the lack of consistency
between the Services in DEP policv does not affect their
relative IRR strengths. The lack of consisterncy does make
it difficult to determine the impact on IRR strength of the

policy change.

Personnel Retenticn initiatives

0SD shoula undert ive Jyrther analvsis of (2R traimiig issues
to provide hetter guidance to the Services in thii+ 1mportant

area.

-
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0SD should analyze ways to improve enlisted participation
in the IRR. The analysis should include a review of
Service outprocessing procedures from both active and

Selected Reserve units.

Preassignment Initiatives

The degree to which the Services want to preassign members

of the IRR in peacetime depends on numerous factors including:

- Degree of mobilization (full/partial)
- Scenario (Europe, Asia, Middle East)
- Type of position
- Urgency of fill

- Responsiveness of personnel assignment and notification

systems
- Volatility of position requirements and manpower supply
- Mobilization procedures

0SD should undertake additional analysis on preassignment

issues in order to refine policy guidance to the Services.

The dependence by the Services on Western Union Mailgrams
for notification of recall upon mobilization is a potential

vulnerability that should be evaluated further.

The Army and Navy wartime personnel assignment systems should

be upgraded.

Army IRR personnel who were preassigned at the time of re-
lease from active duty should receive confirmatory orders
upon mobilization. The Army should also review the reporting
dates of those preassigned versus those who have been pre-

designated and will not receive orders until after M-Day.
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. The Army should establish time-phased reporting requirements
at the unit level and, later, by position for installations
and headquarters. These should be used as a basis for time-
phased assignments of IRR members.

Recommendations

The GRC study team recommends:

General

That OSD continue to undertake steps that will improve the
contribution of the IRR to the Services' wartime manpower

requirements.

Strength Initiatives

That the Army contine the IRR direct enlistment program
until major gains in IRR strengths have been achieved. The
other Services should establish an IRR direct enlistment
program to the extent dictated by future refinements in the

wartime manpower requirements.

That the Army and Navy take steps to improve 1RR accession
procedures by providing immediate notification to the Reserve
personnel center of the home address of each individual re-

leased from active duty and the Selected Reserve.

That the Armyv take steps to transfer to the IRR those obJli-
gated members of the Army National Guard who are potential

mobilizaticn assets.

That the Armv continue to screen into the IRR those obiigated
members leaving active duty and the Selected Reserve (USAR)

prior to the expiration of a normal tour of dutv.

0SD analvze further the issue of transferving marginally

qualified enlisted members to the IRR.




Personnel Retention Initiatives

0SD undertake further analysis of IRR training issues as a

basis for improved policy guidance to Services.

0SD consider further new methods to increase enlisted parti-

cipation in the IRR.

Preassignment Initiatives

0SD undertake further analysis of preassignment issues and
develop improved policy guidance tailored to the needs of

the individual Services.

0SD evaluate the vulnerability of Service mobilization plans

to the dependence on Western Union Mailgrams.

All Services take steps to improve their wartime manpower
requirements and assignment systems along the lines discussed

in this report.

Army review the status of currently preassigned members of
the IRR and take actions to provide confirmatory orders after
M-Day. Reporting dates for these individuals should also be

reviewed for possible change.

Army establish time~phased reporting requirements as discussed

in this report.
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SECTION 4
INACTIVE NATIONAL GUARD

INTRODUCTION

In order to increase the supply of pretrained individuals available
in the event of mobilization, the Army is placing increased emphasis on
an existing program--the Inactive National Guard (ING). The ING enables
individuals to remain affiliated with the National Guard even though they
are unable to train on a regular basis with a National Guard unit. Thus,
individuals who might otherwise be lost from the National Guard program

will remain available for military service in the event of mobilization.

This section describes the Army's ING program, discusses and eval-

uates its major features, and provides recommendations for the future.

ING PROGRAM DESCRIPTION
The ING is provided for in Section 303a, Title 32, USC, which states

that a person qualified for enlistment in the active Army National Guard
(ARNG) may be enlisted in the Inactive Army National Guard for a single
term of 1 or 3 years. Section 303b permits transfer from the active to
the Inactive Army National Guard so long as thie member was not formerly
enlisted in the Inactive National Guard. This same section also permits
members to transfer from the inactive to the active National Guard with-

out restriction.

It should be noted that Title 32 also provides identical authority
to the Air National Guard. However, an inactive Air National Guard pro-
gram has never been established and, according to members of the National
Guard Bureau staff, none is contemplated. The Air National Guard's peace-
time strength approximates its wartime requirements which reduces the

need for an 1nactive program in the Air National Guard. However. an
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ING program might enable the Air Force to retain members in critical

shortage skills such as medical officers.

The ING program is not new. Althigugih no detailed history of the
ING program exists, strength figures available at the National Guard
Bureau go back to 1958 and the program probably is older than that.
Strengths varied from a high of 48,040 at end-FY 1938 to a low of 630 at
the end of FY 1970. bvious'v there have been major shifts in policy
and emphasis to create such a wide variation in strength over the vears.
Figure 4.1 shows the Army ING strengths for FY 1958-FY 1980. Frojecred
strengths for FY 1981-FY 1986 are also indicated. The basis for the

strength pr.jections is discussed below.

The ING prograrm is governed bv Natiovnal cuard Regulation (35GR)

614-1, 28 Februvarv 1979, The reeulation establishes the policy ana
objectives related to the ING, governs the status o menbers, estab-

lishe: authorized strengths, and prescribes administrati-e nrocedares

related to membership and transfer of persconnel bherween tie active and 4
Inaztive Nat‘onal Guard. [he details of the ING program that follow

are based primarilv on NGR nli-1. ]

Because of the previvusly described legal prohibition against
rransfer to the ING of persons whe were formerly enlisted in the ING,
the Armyv does not allow persons to enlist directly i{nto the ING. There-
fore all memhers of the INC are transferred trom the active National

Guard. Transfer to the ING mav pe for one of several reasons:

] Temporarv change of residence ,
’

. Temporary {ncompatibility with ¢'vilian emplovment

] Temporary phvsical disabiiicy

L) Pregnuancv

® Removal from oversrrength status caused by renrganization

) Nelay from entering act oe cdote with the active National

Cuard e
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° Release from active duty assignment with a mobilized unit

prior to the release of the unit

° Lack of unit vacancy for an individgual returning from volun-

tary extended accive duty

° Individuals who enlisted in the National Guard for a period
less than 6 vears and who desire transfer te rthe ING for the
remainder of their 6-year milicary service obligavion (thev

may request transfer to the IRR instead)

. Fnlisred personnel who voluntarily remain affiliated wich

the National Guard, but in an inactive status

The Army denies membership in the ING te officers under cartain
conditions such as during the vear preceding the mandatorv promotion
selection cvele or while serving under a declination of mandator: pro-
motion. The former provision that restricted officer and enlisted mem-

bership in the ING to a maximum of 1 year has been rescinded.

Membarship in the ING provides few bhenefits to the individual.
Members are not entitled to pavy (27 USC 301) or to earn retirement points
(10 USC 1332) and are ineligible for promotion (32 USC Appendix 1101).
ING members receive longevity credit for basin pav purposes, whicin is

the onlv direct benefit.

To be members of the ING, indlividuals must meet professional stan-
dards and maintain physical fitness and deplovabilitv standards. Theyv
must also be qualified for a skill authorized in the National Guard unit
with which thev are affi’.ated. Members of the ING retain Federal
recognition and Reserve of the Armyv status as members of the unit with
which thev are affiliated.

Members of the ING are encourawsd to artend 7 weeks of annual
training with their nnit and to attend an annual nuster Jdav assemblv

with the unit. The annual muster provides the unit an opportunity to:




° Screen ING personnel to determine their availability for
mobilization

. Inform members of annual training plans

. Conduct an audit of personnel records

It should be noted that the Army cannot compel members of the ING
to attend either annual training or muster day. House Report 94-517, 25
September 1975, requested that the Department of Defense stop the ordering
of personnel to 2 weeks of annual training involuntarily because it is
inconsistent with the all-volunteer force concept. Obeying this "sense
of Congress," the Army has little leverage over ING members as far as

training or attendance are concerned.

Training of ING members is further complicated by the requirement
to transfer them temporarily to active status in order to pay them and
to award retirement point credit. This not only entails the preparation
of orders but also requires the member to be accessed to the JUMPS system
for the purpose of receiving pav. Thus, attendance by an ING member at
either annual training or muster day imposes a substantial administrative

workload on the parent National Guard unit,

ING PROGRAM EVALUATION
This section provides an evaluation of various aspects of the ING
program including mobilization potential, strength initiatives, attitudes

toward the ING, and future policy decisions.

Mobilization Potential
The mobilization potential for members of the ING is better than

that for members of the IRR in one principal respect. Members of the
ING are associated with a unit which, in most-cases, is the National
Guard unit to which they belonged and which probably is located in their
home town. This association should create a better environment for the
ING member and improve the probability that the individual would report

upon mobilization.




The Army IRR member, on the other hand, is a member of a large pool
without unit affiliaticn or local management, factors wnhich tend to rsduce
the probability of reporting upon mobilization. Although research byv the
GRC study team has not produced statistical evidence to support this sup-
position, it would appear that local unit affiligtion would alwavs provide
an 2dge to the ING over the IRR in the area of vield upcon mobilization.
However, efforts by the Armv to improve the management of the IRR will

eventually narrow rhe difference between the two.

On the negative side, two factors reduce the mobilirzation potencial

of rhe ING relative to that of the IRR. First, TMNG menmbers cannot be

mobilired until thelr parent National Guard unit has been federalized.
IRR members, on the other hand, mav be recalled as individual rillers
upon the proclamation of a national emergency by the Prevident. Yecond,
under present law, members of the ING are ineligible to be pald or to
earn retirement points, factors that inhibit training decause of the
administrative burden placed on the unit of attachment. The preblem of

IRy

NG administration is discussed further below.

It :hould he noted that, in the past, there has been no svstematic
training program for the ING. lJembers are encourazed to attend ! weeks
of annual training with their unite but the training received (s unit-
syriented which diminishes its utility to an individual who needs skill
refresher training. Although the arnual training period mav provide tor
some narginal skill refresher training, {ts chief vaiue to the ING member
who participates is the "regreening’ provided by participation in unit

training activities.

Another factor atffecting the mobilication potential of the ING is
the comnosition of the group. A review of data furnished bv the National

Grard Bureau provides considerable insight into the ages, grades. and

-

is researvhing the question of ~all-up of INGs when thelr

Cresident nnder the 100,000 call-ap

he ARNC
rarent wnit is Jederalized by rhe
rathority.
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skills of the present (30 September 1980) members of the ING. Tables
4.1 and 4.2 show that the ING members are both voung and junior and
would likely be mobilization assets. Skill data are less conclusive,

as shown in Table 4.3.

The career management fields listed are those that are most criti-
cal for fill upon mobilization. As can be seen, 52% of the officers and
607% of enlisted personnel hold skills in fields other than those listed.
Thus, the mobilization potential on the basis of skill match is ques~

tionable.

An additional question of interest is the reason that the current
members entered the ING. The data are incomplete because personnel
transactions subsequent to entry to the ING replace data regarding the
original reason for entry. However, of 1914 enlisted files available,
1736 or 917 entered the ING for reasons of temporary job incompatibility.
Another 8% entered due to change of residence. A new set of transaction
codes has been developed that will provide for greater detail on the
reasons for entering the ING. These data will be useful to track ING

progress as the program expands.

Strength Initiatives

The provisions of Public Law 96-342, 8 September 1980, that author-
ized pavment of reenlistment bonuses to the IRR, also entitled the ING.
Thus the Army will pay bonuses of $600 to individuals who agree to re-
enlist for service in the ING for a period of 3 vears. The schedule of
payments is $300 upon reenlistment and $100 per vear on the anniversary
of the enlistment. The contract also requires bonus recipients to
attend anpnual muster. For reasons described previously, the Army will

continue to prohibit enlistment directly into the ING.

The Army is instituting the ING reenlistment bonus program in FY
1981. The program calls for accessions and pavments, as shown in Tabie
4.4, The cost figures in this table assume that about 107 of the bonus

enlistees will leave the program and repay the bonus to the Government
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TABLE 4.

1

INACTTVE NATIONAL GUARD AGE PROFILE

Age Group
-20 20-29 30-39 44)=-49 50+ TOTALS
Officers 0 81 498 75 10 564
Enlisted 129 2,576 i,636 444 30 4,863
TABLE 4.2
INACTIVE NATIONAL GUARD GRADE PROFILE
W-1 to
4 OzL 02 023 0=4 D=5 0=6  TOTAL
Officers 201 9 132 260 46 7 9 Eh-
Enlisted E-1 E-2 E-3 E-4 E-5 E~fh E-7 £-8 E-9
98 /80 365 914 1,512 819 310 50 7
TABLE 4.3
INACTIVE NATIONAL GUARD SKILL PROFILE
Career Management Field
com/
INF ARMOR FA ADA AVN ENGR  ELECT MED OTHER
Officers 63 41 59 K 39 w5 30 37 34z
CBT LAW
INF ENGR  FA  ADA  ARMOR  MED ENF OTHER  TOIAL
Enlisted /09 319 322 w) 2ER 233 1.0 2,894 L

TCTAL

4,063

TOTAL

nd
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TABLE 4.4

INACTIVE NATIONAL GUARD BONUS PROGRAM ﬁ
(FY 1982 Budget) '

FY 81 FY 82 FY 83 FY 8 FY 85 FY 86

4900 4900 5500 5500 5500
1.8 2.22  2.73  2.79  2.84

Bonus Enlistments 4900
Bonus Cost ($§ millions) 1.47

e S

under the formula prescribed by law. Bonus enlistments are projected to i
increase in FY 1984 and thereafter based on the assumprion that some of o

the original bonus enlistees will enlist a second time.

In addition to the reenlistment bonus, the Army plans to increase
the number of enlisted persomnel transferred annually from National Guard i

units to the ING through two additional initiatives:

The Army has directed that National Guard members who have

.
mobilization potential and who probably will become unsatis- ‘_
factory participants be involuntarily transferred to the ING
in lieu of discharge.1

° Personnel who enlist in the active National Guard for fewer

than 6 years will serve the remainder of their 6-year mili-

tary service obligation in the ING if they choose not to

extend in the Selected Reserve. They may also request

transfer to the IRR. In FY 1979 about 10% of National Guard
enlistees entered through these special enlistment optionms.

In FY 1980 the figure was 137.

As a result of the reenlistment bonus and other strength initia-
tives, the Army projects that ING enlisted stfength will increase, as

shown in Table 4.5. As can be seen, the ARNG projects a consistent gain

lMembers who miss nine or more drill periods become unsatisfactory par-
ticipants and, following board proceedings, are transferred to the IRR
with a less-than-honorable character of service.
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TABLE 4.5
ING ENLISTED STRENGTHS

Y 81 FY 82 FY 83 FY 84 FY 85 FY 86
Gains from NG Units 3,351 4,218 5.305 6,707 8,587 11,237
Bonus Gains 4,900 4,900 4,900 5,500 5,500 5,500
Aggregate End-FY Strength 12,696 19,9i0 26,218 28,691 30,699 32,229

in ING strength through the FY 1986 period, reaching a total ING strength
of 32,229, up sharply from a strength of about 5000 at end-FY 1980.

The ARNG currently projects that the officer strength of the ING
will remain constant at about 700 officers. No efforts are being made
to increase officer strength parallel to that of the enlisted program.
The principal reason is that the ARNG does not need additional officers
to meet its wartime strength. Further, the professional development and
advancement of National Guard officers depends on their continued par-
ticiration in the Selected Reserve. For these reasons, the Army National
Guard does not want to retain officers in inactive status except on a
temporary basis. If National Guard officers want to retain their com-
mission in inactive status, then they must transfer to the IRR where
some career management is available. This policy appears to be in the
best interest of the Army and the individual officer and should remain

in effect.

The Army is implementing the ING bonus program at the cate/unit
level with bonus payment checks being issued centrally . the US Armyv
Finance and Accounting Center. At the present time the irmy has not
programmed additional resources to administer the ING bo. us program.
The Army National Guard requested an increase of 80 civilian spaces to
administer the IRR bonus and other incentive programs (one for each of
53 states;/territories and one additional in each of 27 larger states),

but the request was not approved within the Army.
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The effectiveness of the bonus program in attracting additional
members to the ING will not be known until the Army has gained about
1 full year of experience. The bonus program was not implemented by
Headquarters, DA until January 1981 and field implementation will require
additional start-up time. Therefore even preliminary results will not
be known until mid-1981.

Attitude Toward ING Program

In discussing the ING program with members of the National Guard,
the study team received the impression that there is considerable resis-
tance to the program throughout the National Guard. The principal reasons

cited are:

° The perception in the states is that in recent history few

members of the ING have been mobilization assets.

° Unit administrators are presently overworked and the addition
of ING members to the unit would worsen the situation. It is
believed that members of the ING would be even more difficult
to track than active Guardsmen from a veiwpoint of current
address, communications, notification of training activities,

etc.

° The ING causes an administrative burden at the unit associated
with maintaining personnel records, accessing the individual
to the active National Guard for muster day or annual train-
ing, etc. 'Some believe that the benefit derived is not equal

to the cost involved.

° ING members will not be adequately trained and will require
refresher training after M-Day before they become productive

members of their units.

Although these attitudes are not universal throughout the ARNG, the suc-
cess of the ING strength improvement program may require command emphasis
by the Director of the Army National Guard. To be effective, however,
the program must be carefully structured to help meet Army pretrained
manpower objectives while not imposing an undue burden on the active

National Guard units.
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Future Policy Decisions

In order to increase the membership of the ING program and to pro-
vide for the management of ING members as mobilization assets, the Army
is reviewing and updating its current policy guidance. However, the
policy review is not yet complete. In its review, the Armv must answer

the following questions:

] What is the ultimate strength objective for the ING?

. What types of soldiers should comprise the ING (age, grade,
skill)?

. Should Title 32, US Code be amended to allow members of the

ING to train and earn retirement points while in inactive

status?

Maximum Strength of the ING

At the present time, NGR 614~1 prescribes the maximum authoriz:d
strength as follows:
The total number of persocnnel assigned to the Active
Army National Guard in a State plus the number attached
in the Inactive National Guard mav not exceed ten per-

cent above the total Army National Guard structure
strength of the State.

For end-FY 1980, the maximum strength of the ING would be computed

as follows (strengths in thousands)

1107% Structure Strength (Army NG) = 419.1 x 1,10 = 461.0
- End-FY 1980 Assigned Strength -366.6
ING Maximum Strength . 94.4

Thus, under the present formulation, the strength of the ING could be as
high as 94,400, although present projections call for attainment of a
strength of only about 32,000 by FY 1986. The question to be addressed
is: "To what size should the ING expand?"

In the establishment of a strength objective for the future THU

program, the Armv must consider two competing goals. First, the army

e
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needs far more pretrained personnel than are projected to be available
on M-Day, a factor that suggests the maximum attainable ING strength.

On the other hand, ING members must be administered by their National

e ———— e

Guard units which suggests a constrained ING strength target. Current

ARNG planning suggests that the Army is considering both goals.

Although it has not been possible to measure the precise workload
involved in the administration of the ING member by the parent unit, it

can be postulated that, as a minimum, the following functions would have

1 to be performed for each ING member:
(] Maintain current address/telephone number

] Maintain field personnel files (update annually or more

frequently if required)

° Screen to ensure that the member retains the required physi-
cal status for mobilization and is current on immunization,

designation of insurance beneficiaries, etc.

° Issue orders and access to JUMPS for muster day and annual

training as appropriate

Although these functions will not require a great amount of administra-
tion time for each attached ING member, they would create a significant
workload for 20 to 30 members. The study team believes that, pending
further study, the number of attached ING members should not be more
than 10% of the unit's peacetime Congressionally authorized strength.

The use of this figure has the following advantages:

] ING strength is tied to the same peacetime strengths that

form the basis for the authorization of unit administrators.

) Congressional peacetime authorizations have been relatively

stable in recent years.
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Under current plans, the Army is programming an increase in ~arional

Guard peacetime strength levels from 380,000 (end-FY 1989) to an average

strength of about 400,000. Using the 107 rule proposed above, the ING

strength would be 40,000, a figure that, combined with active National

.

Guard strength, would create a total National Guard strength of 440,000,

which approximates the stated wartime requirement of 438,3G0.

Skill Requirements

As described previously, the Army requires that the 1. member have

a skill that is authorized in the unit of attachment. This restriction

"y

would appear to be valid 1if members were allowed to enlist directly into ‘

the ING. However, all members now are transferred to the ING from a #
National Guard unit, which implies that the individual possesses a skill
authorized in the National Guard. Further, the ING member usually is ’ *

attached to his or her original National Guard unit which ensures skill

s

compatibility. 1If the individual moves to another city, ING membership
should be retained regardless of skill match because the individual b
can be transferred to a different unit upon mobilization. Therefore,

it appears that the Army's restriction on skiil match should b= dropped

in future revisions of NGR 6l4-1.

The principal disadvantage to a skill mismatch is that the ING
member attending annual training with the unit will not receive refresher
training in his or her skill. However, the annual training period focuses
primarily on unit-level activities rather than individual skill training.

Thus, there will not be a significant adverse impact upon the individual

whose skill does not match unit needs. The ING member can still parti-
cipate in unit training activities and receive considerable benefit fromos .

then. :

Training Requirements

The training of ING members presents even greater problems than
those assoclated with the I[RR. TG status implies little or no partici-
pation in unit or individual training activities which is also true for

the IRR. tliowever, the I.GC member has no central career management

’
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activity to help the individual maintain skill proficiency. Further,

- the ING member cannot accrue retirement points for training participa-

tion while in inactive status. A further impediment to ING training is
the administrative burden imposed on the unit in preparing orders to
return to active status and accessing the individual to the JUMPS system

for pay during muster day or annual training periods.

If the Army is to make ING service and training more attractive,
Titles 32 and 37, US Code should be amended to allow ING members to
accrue retirement points for training in the same manner as the IRR.
Although the National Guard personnel system will assume the burden of
maintaining retirement points for ING members, the additional cost should

be offset by the increased attractiveness of the program.

0SD and the Army have initiated actions'tc submit the required
legislation. Even if the law is changed to allow ING members to accrue
retirement points and draw pay, the National Guard unit will still have
to prepare (or request that State Headquarters prepare) orders allowing
the individual to attend annual training or muster day. This is neces-

sary to control the expenditure of National Guard training funds.

In this sense, the unit will be performing functions that are per-
formed for the IRR by RCPAC. This situation is a direct result of the
decentralized system of administration and control over the ING. Al-
though there may be ways to ease the burden, the problem will always

remain with the program.

Despite steps that may be taken to make ING service and training
more attractive, the heavy enlisted composition of the ING makes it
unlikely that ING members will participate in training to any significant
degree. Based on the experience by the Army and other Services to en-
courage enlisted IRR members to attend annual training, few in the ING
will choose to do so voluntarily. Therefore the proficieacy of the ING
members will decline over the period of their 3-year enlistment, probably
to the point that most will require refresher training by the 3-year
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point.

The Army should require appropriate refresher training as a pre-

" condition to reenlistment for a second term in the ING.

CONCLUSIONS AND RECOMMENDATIONS

Based on the evaluation of the ING program as discussed above, the

study team has concluded that the ING represents a potential valuable

addition to the supply of pretrained Army manpower. The following

specific conclusions were reached.

The ING fills an important need in that it allows the reten-
tion of qualified National Guardsmen who wish to remain
affiliated but not in the Selected Reserve. However, the
size of the ING must be constrained to limit t e adverse

impact on National Guard units.

Present Army strength projections cdll for reaching a level
of about 32,000 enlisted ING members by FY 1986. This repre-
sents a level of less than 107 of Army National Guard peace-
time authorized strength, a figure which should not place an
unreasonable administrative burden on the National Guard
units. However, the National Guard Bureau should evaluate
the impact on the units and recommend appropriate changes in
ING strength authorizations along the lines discussed in

this report.

Command emphasis will be required to overcome negative atti-

tudes within the National Guard relating to the ING program.

In order to maintain a minimum level of proficiency. ING
members should not be allowed to reenlist in the ING for a
second term without volunteering to attend appropriate re-

fresher training.

Titles 32 and 37, US Code should be amended to allow members
of the ING to accrue retirement points for training in an
inactive status under conditions prescribed bv the Secretary

of the Army.
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The GRC study team makes the follewing recommendations relative

to the ING program:

M S ' T

The Air Force should consider establishment of an ING program

to retain members with critical skills.

cema g T —————

That the Army continue to build the strength of the ING in

the same manner as currently employed. ;

That the Director of the Army National Guard study the prob-
lem associated with administration of the ING and establish

strength targets accordingly.

That the Director of the Army National Guard emphasize the

ING program by endorsement through command channels.

That completion of appropriate refresher training be estab-
lished as a prerequisite for reenlistment in the ING for a

second term.

That Titles 32 and 37, US Code be amended to allow members i
of the ING to accrue retirement points for training while
in an inactive status under conditions prescribed by the

Secretary of the Army.

That the Director of the Air National Guard consider the
establishment of an ING program to retain members with
critical skills.




SECTION 5

INDIVIDUAL MOBILIZATION AUGMENTEE PROGRAM

INTRODUCTION

As discussed in previous sections, all of the Services have M-Day
mobilization manpower requirements in excess of the manpower available
in the active force and Selected Reserve units. Manyv of these require-
ments exist in active organization which must be brought to wartime
strength rapidly and which could be augmented effectively by pretrained
individual reservists. Since many of these requirements exist on M-Day,
the Reservists must be trained in peacetime in order to be able to
function immediately upon mobilization. The Individual Mobilization

Augmentee (IMA) program is designed to partially satisfy this need.

The IMA program is not a new one. It has been a successful program
in the Air Force for many years. The Army has long had a similar concept
in its Mobilization Designee (MOBDES) program. This section describes
the IMA program as envisioned by the Office of the Secretary of Defense
(0SD), addresses the status of the Air Force program, and discusses the
efforts of the Army, Navy, and Marine Corps to implement IMA programs

within their Services.

THE IMA CONCEPT AS ENVISIONED BY 0OSD

The 1980 ASD(MRA&L) Guidance to the Military Departments stated,
"The Army, Navy, and Marine Corps should establish an individual mobi-
lization augmentee (IMA) program for Ready Reserve manpower required at
M-Day. These individuals will be subject to the training requirements

necessitated by the specific position." The guidance was amplified by

ASD(MRA&L) memorandum, subject, Individual Mobilization Augmentee (IMA)
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program, 1> May 1950, which provided interim policv guidance and directed
the establishment of IMA programs by the Armv, Navy, and Marine Curps
no later than 1 Qctober 1931. The memorandum permicted th. Ay Furie o

continue {ts present mobilization augmentee program. [ further SCiat.eo

that pricrity sheuid be given teo identifving and fiiling IMA po<itien

s

augmenting active organizations that have high priority mebilisition

missions such as the Rapid Deployment Force.

[he IMA prozran provides pretrained officer and wnlisted rersonnel
as individuals (as oprused te units! to augment acrive force heidquarters
and stafr, units. and installations on mobilization. The IMA muss be
able to report and begin funccioning without delav, oricrratica. or posr-
mobilization training. To achieve this, Reservists mus: be preassigned

to their mobilirzation jobs and rrain in those iobs during reacerine.
These individuals are in the Solecred Reserve rather than the TRR in
order to facilitate call-up during mobilizarion and to increase peac2time
training. IMAs ncrmallv train with thelr gaining command or simiilar
organization. This provides ror an individual who is famiiiar wirch i
mission aad operation of the giining unit and who can "™Mis the arcund
running' when cailed up. In addition, the IMA is 2 veluntesr [or the
orginization, has vrders to report to the organization apon metiiization,
and usualiv resides in the geographi~ area. These factors, rtaven together,
provide an individual who is better trained, better motivited, and more

readilv available for mobilization than the IRR member.

According to the OSD guildance, augmentation by IMAs is appropriate
when:
[ The organization being augmented 1s 4n active force

organicdticn

) Augmentation bv u Selected Reserve unit that would countinue

1

as a unit after mobilizatien is not desirable or feasible

. The requirement {or cusmentsees occurs alr M-Dav or <hortis
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. Individuals augmenting the active force organization can

train with that organization in peacetime

° Individuals augmenting the active force organization reside
close enough to that organization to be able to report on

M~-Day or shortly thereafter

In addition, the guidance states that IMAs will be assigned in peacetime
to the active organization that they augment in wartime. However, the
guidance provides that IMAs may be formed, for administrative purposes,
into an IMA unit that would cease to exist on M-Day. Moreover, if these
units are formed, they are to contain only those IMAs required to augment
the same active force organization. Individuals with the same or related
specialties who augment several active force organizations in various

locations may not form an IMA unit.

To facilitate training, IMAs should be assigned to active force
units that are close to their place of residence so that inactive duty
training (IDT) with the active unit of assignment is feasible. In unusual
cases, such as possession of unique skills or skills in extremely short
supply, IMAs may be assigned to an active force organization outside a
reasonable commuting distance. In these cases, IDT mav be performed at
organizations comparable to the one the IMA will augment in wartime.
However, in any case, annual training will be performed either with
their mobilization organization or as prescribed bv that organization.
IMAs are not to be assigned to positions that would normally be filled

by active force personnel but are temporarily vacant.

IMAs are members of the Selected Reserve in Training Categorv A
(minimum of 12 days annual training and 48 training assemblias), Cate-
gory B (minimum of 12 days annual training and 24 training assemblies),
or Category D (minimum of 12 days of annual training).l The memorandum
permits the active organization to determine the amount of training that

each individual is required to accomplish.

lCategory D personnel are members of the IRR until 1 October 1931.
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AIR FORCE IMA CONCEPT

S FMoreo IIDY rowram e e trdced hace L rie et
Corns Mobilization Assistance program that existed aricr oo Jor'd W Ji,

1ts purpcse was ro idenvify lmdividuals €t augment 3t

event of mebiliracion. he orivinagl program later evolved int e

Mooilization Assignee prograwm and, mere recently, snto “fee onrranc (rdi-

The Alr Torce has until now rererred tu the paople D0 L provram
as munilization augmentees (MAY and to the militar: zanpower suthorizas

tions a- individual mobilizat! n augrmentees (IMA).  Witn the Duo guidance

o IMA prosram, foth Che geople and tie authorizaticns ar now caaied
ny

Tae Alr Yorce IMA concept, wiich consctitutes the basis for tiae USD-
il i oprogran, vloselv resembles the keV elements ol fhe pregram de-

aorined atove.  MAs trovide the Alr Force with a source s preissigned,
sretralin:i officer ang enlisted personnel who are avairlable for Immediate
recals {0 the evant of war or other emergency. hew augment AcTive units

4t oare assagaedd tootrain with those units in IMAL 4are members

STt seicsoted Ceserve Tathor than toe IRR to nrovide inureased peace-

vime trnlnlog o ind o enhance othedr availabilics Ty oo Normalle,
e et Teservice versunnel who sre rtullv qualidied fo roedrn o spe sl ities

are a- s leed to DA pesitions

In wddicicr to IMAS s Jugment specitic aczive anios, tie ST

Force a'se nas IMA posctisns aat ore centralasy narased = nhe v

Parsonne; Coater (A/PC) cwder the Usingle manapor’ covoov IEIRBR T

Yillling trnese positions include medical versonneil, lawvers, and oopd
Fach group is controll-d v a functional manager at ARPC w.o d#s1a0s Loem
to appropriate pav categeries 'mostlv Category B) and directs thedir parci-

cipation at active Jduty lastaiiations. The folleoving 15 tie

ore S
Caie

single manager programs s o0 0O Yeptember 1930:
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GROUP OFFICER ENLISTED
Medical 696 265
Judge Advocate General 735' 83
Chaplain _139 __45
TOTAL 1,570 393

IMA Authorizations

IMA positions are established by Air Force Major Commands (MAJCOMs)
and Separate Operating Agencies (SOAs) based on guidance provided by Air
Force Manual (AFM) 26-1. 1IMA positions must support specific wartime or
emergency plans and conform to approved manpower standards. The positions
are identified by the MAJCOMs without input from Air Force Reserve per-
sonnel. Thus, IMA positions reflect the needs of the active component
and are not based on a Reserve component program. The MAJCOM selects
the grades and skills required and assigns a training category appro-
priate to the position. 1IMA positions are further categorized by program

element code (PEC) according to the function performed.

IMA positions may not be authorized to support peacetime tasks and
missions, solve peacetime manning shortages, replace operational attrition
losses on or after M-Day, or replace military personnel projected to be
unavailable on or after M-Day due to leave, hospitalization, etc. Further,
IMAs may not serve as replacements for DAF civilian employees who are
Ready Reservists; perform activities solely in support of survival, re-
covery, or reconstitution of an Air Force organization; or be assigned
when there is another approved manning source. In addition, positions
are not authorized if there is a projected wartime overage in the specialty
of the requested position. Headquarters, Department of the Air Force
(AF/MPMX) approves all IMA positions annually based on the foregoing
criteria. General officer IMAs are validated by the General Officer

Manning and Position Review Board.

e
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Current IMA Program

Table 5.1 provides details of the IMA program for FY 19%i. The

table shows authorized positions, positions funded in the FY 1981 budget,

<

and actual strengths as of 30 September 1980.

TABLE 5.1

AIR FORCE INDIVIDUAL
MOBILIZATION AUGMENTEE PROGRAM

(FY 1981)
OFFICERS N o _ENLISTED

TRAINING AUTHORIZFD FUNDED ASSIGNED AUTHORIZED FUNDED ASSICNED
CATEGURY BOSITIONS POSITICNS (0N _Sep 80Y  PUSITICHS POSITILNS 30 Sep_8u)

A 383 428 ) 3%

3 6, 000 5,787 2LLnn J,abl

D 870 T8l o EELE _ 118

TAOTAL S.BJZT 7,25% 6,896 7,385 MY 2,579

*
Recently assigned FAA controllers.

Wartime requiremencs ate not aliocated to training ategories.

Funding for the FY 1981 program is as follows:

Reserve Pay (Categories A, B, and D $20,213,000

Travel 1,626,000
Special Tours 766,000

1773
[a®]
ro

Total IMA program 605, 300

It can be seen in Table 5.1 that the FY 1981 funded positions are
essentially filled for both officers and enlisted personne!. However,
funded positions represent 827 of those authorized for officers but onlv

347 of those authorized foer aenlisted personnel. This ditference aprears

to be the result of twe primary factors:

° A nigher propensity on the part or officers o particinate

in individual training programs
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. More emphasis in the past on officer Reserve programs than

enlisted

The Air Force plans to increase the funding for enlisted IMA positions

as funds become available in future yearé. However, this will not be

done at the expense of the officer programs.

As discussed previously, IMA positions are assigned to PECs according ;
to the function performed. Currently IMAs are found in 38 PECs, up from !
29 in recent years. Air Force Reserve Personnel, who are responsible for

IMA program and budget justification at Headquarters, Department of the

Air Force, believe that this requirement (imposed by O0SD Comptroller)

unduly complicates the budget justification process both in the field

and at the OSD level. However, the practice parallels the budget justi-

fication process for active Air Force personnel and is unlikely to be

changed.

Administration of IMAs

The Air Force concept of IMA administration is that IMAs will be
administered by a combination of active and reserve organizations. The
active organization which the IMA augments is responsible for training
management (schedules, content, etc.), attendance records, performance
ratings, and local personnel support (identification cards, etc.). The
Air Reserve Personnel Center (ARPC), on the other hand, maintains master
and field personnel records, retirement points, promotion records, etc.
The Air Force concept effectively minimizes the administrative burden
placed on the active organization while retaining control of Reserve-
peculiar records and procedures (e.g., retirement pcint accounting)
under a Reserve headquarters. However, administration of the program )

has been inconsistent across the Air Force as is described below.

A functional management inspection of the Air Force Mobilization
Augmentee program conducted by the Office of the Air Force Inspector

General in 1978-1979 pointed out the lack of active force and base luvel
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support of the program. The report cited a lack of adequate guidance

c.

procedural direction for the aanagement and adminiscration of tie IMA
|

|

,

program in the field, resulting in an open-ended and nonstructured en- i

vironment where local administrators had . .license to define and operate b
I
i

their own IMA programs.

As a resul: of the TG inspeccion, the Air Force has revisead mobi-
lization, manpower, assigument, and training directives. 1t has ailso
developed and has begun testing the concept of a Base Mobilization Augmentes
Administrator. Under this concept an administrator is assigned full time
to the base and is located within the Consolidated Base Personnel Office
(CBPO). The Base Mobilization Augmentee Administrator test program is

currently in progress at four test.sites: MacDill AFB, Scoct AFB, Berg-

strom AFB, and the Pentagon. T[he test is to be concluded in mid-1981.

If the test is successful, the Air Force states that administrators will .
be added at 30 locations. ;‘;
!
The administrator will be a Reserve senior NCO assigned to the hase !
under 10 USC 678. The main function of the administrator will be to j
educate the key personnel of the units to which IMAs are assigned regard- ?
ing all aspects of the IMA program. The administrator will alsc assist i
in accomplishing various administrative items for the assigned IMAs and :
act as a central information point for all personnel programs for IMAs. .
However, the administrator is not a personnel technician and wil! not
fill out paper work for the IMAs. That function is performed bv a com-
bination of the active CBPO and the Consolidated Reserve Personnel Office
{CRPO) which maintains field records for IMAs at ARPC.
’
Under the ongoing test, the following duties are zssigned to the
administrators:
. Maintain up~to-date strength accountabilitv for all assigned
and attached TMAs.
] Assist the major commands in determinineg ric tratning yrtach- .
ment for [MAs. :
‘ 4
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o Ensure that qualified supervisors are assigned for all IMAs
and that their name, grade, SSAN, Personnel Accounting System
(PAS) code, and unit of assignment are forwarded to the appro-

priate MAJCOM Reserve Affairs Office.

o Provide gyidance to training supervisors and IMAs to ensure
that they are knowledgeable about the IMA program and their

specific responsibilities.
°® Ensure proper training.

. Assist in recruiting for vacancies and answer inquiries con-~

cerning reserve participation.

. Accomplish a variety of administrative action for each IMA
to include (when necessary/requested) ID cards, emergency
data records, SGLI forms, security data actions, enlistment/

reenlistment actions, and in-and-out processing clearances.

. Ensure that airman/officer classification actions, 0JT, and

testing service are provided ror all IMAs when necessarv.

) Serve as the base level focal point for processing performance
reports on IMAs.
Assist in the accomplishment of base plans for rapid recall

and accession to active duty of assigned IMAs.

Upon mobilization, assist and advise in the processing and

proper accession to active duty of assigned IMAs.

If this test is successful and funds are made available to support

the program, one administrator will be added to each of 30 additional

bases, covering about 85% of all IMAs. The remainder of the IMAs at

isolated locations will be supported primarily by the CRPO in Denver.

The average grade of the administrator will be E-6. The pay for 34

administrators is projected to cost $510,000 annually.
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Training of IMAs

The training of IMAs is normally conducted in the section or office
to which the IMA will be assigned in wartime. The training consists of
a combination of annual training and inactive duty training designed to
upgrade or maintain proficiency in assigned skills and familiarity with
the actual job to be performed., IMA ctraining can also be conducted at
formal active force technical and career development schools or through

special tours of active duty for training in primarv skills.

In those cases where an IMA lives bevond normal commuting distance
from the active unit, the individual may perform inactive duty training
with a like~type unit nearer the IMA's home. This can be accorplished at
active or Reserve units, Air National Guard units, or with units of another
Service. Close coordination between the commanders concernad is required
to ensure proper training of the IMA. Annual trainiag should be performed

with the organization to which the IMA i3 ussigned tor mebilizatioo.

IMA training responsibilities are centered at four headquarters.

) H0 USAF 'RE writes the governine training directive (AFR 35-41,
Vol 1I7), validates and orograms -vooo and speaial tHur man-
davs, programs school requirements. and tric-. the uxe Of

man-davs.

° The Alr Reserve Personas] ' ontelr mandages e disocdnt . 0 0
training teur man-davs, scohedules school attendance, ocounts
for the use cf man-daw spaces. ind provides tratning adminis-
tration (orders for trainine, crediting retirement points,
nrocessing pav documentarion, “ollowing training participa-
tion ot members).

[ The MAJCOMs and Z0As determine the craining requirement.,

CNSHTe 1S5 <itedd ard o atto ed TAS o or perfors daries

in praler cositiounae ond tracs todoviduar Training Drouress.,
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° The unit trains the IMAs and documents attendance and per-

formance.

Inactive duty training schedules for IMAs are developed based on
mutually agreeable dates between the member and the supervisor. Training

dates are :ormally projected for six months in advance. The number of

e o

training periods depends upon the pay category to which the individual is
assigned. Inactive duty training is scheduled on normal work days when aé
the active force members are present to train and assist the IMA. There ;‘
are certain exceptions, such as doctors on emergency room duty on nights

ard weekends.

IMAs use Air Force Form 40a (see Appendix D) to account for their

; training. This is a 3-part form that serves as an authorization, veri-
fication, and certification document. Section I authorizes the IMA to
conduct the training on specific dates at specific locations while
Sections II and III permit the supervisor tc verify that the training was :4
conducted and certify the voucher for payment. When completed, the form ‘
is forwarded to the CRPO at ARPC for extracting of retirement point data

and forwarding to the USAF Accounting and Finance Center for payment.

While some IMAs are assigned directly from active duty, many indi-
viduals come into the IMA program from Selected Reserve units. However,
once in the program, very few actually return to units. The reason for
this is that the IMA authorizations are primarily higher grades and are
attractive to personnel who are promoted out of a position in a Selected
Reserve unit. Since there are relatively fewer higher grades in the units, ]

it is less likely that the IMA will be able to return to a unit.

P RIS S - i .

A mobilization exercise in June 1980, called PAID REDOUBT 80, tested l{
the IMA alert/notification system. Both the telephone notification system

and the Mailgram mobilization order system were tested.

™ In the telephone notification, the Air Force test units

notified their own IMAs. The result was that 907 of their

IMAs were contacted within the time allowed. H
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° In the Mailgram test, the MAJCOMs identified oo ARPC rhe
IMAs to be contacted. A computer fape wads gene? ited Hv
ARPC and delivered to Western Union. Deliverv of tie Mail-
grams was made withirn 24 hours. IMAs acknowledged receipt
of the Mailgram bv calling a toll-free number; 83% «f the

IMAs responded wilthin the time allowed.

PAID REDOUBT 80 tested the notification process, but did not survey
IMAs to determine how long it would actuallv take them o repor: to their
unit. The Air Force policy is that preassigned IMAs must report to their
1
1

initial duty station within a maximum of 4 hcurs plus trivel time.  Un-

doubtedly, some personnel will be out of :fown, some will recuest delar
or an exemption, and some will take longer in clearing up rersonal busi-
ness. As a parallel, a separate Air Force survev of IRR members asking

how fast they could report revealed that 467 of those returad the [urvew

replied that they could report within 1 to 5 davs. Sino» IMA nembors
have their assignment and know their priority of need, tnere =h.ula he

N

a high perceatage reporting within 24 hours plus travel time.
THE ARMY IMA PROGRAM
The Army is responding to 0SD guidance to develep an TMA nrogram
bv converting its present Mobilizaticn Designee (MOBDES) vrogram. The
Army has had an officer MOBDES program since 1948 and an eniisted program

since 1972.

A Mobilization Designee is a member of the Individual Ready Reserve
who is preselected, pretrained, and assigned to occupv an authorized
active duty position upon mobilization. The MOBDES is in training
categorv D, which provides tor at least 12 Jdavs or training aranda.iv.
Annual training is performed with the office that the MOBDES would join
upon mobilization and is directed toward maintaining proficiency in the
specific duties and functions which will be performea aifrer mobiliration.
MOBDES positions are iimited to headquarrers, iastaliation starys, rrain-

iag organizations, =to.  MOBDES positiios are oot 1ouang 0o tac' s . units,

Py,




The requirements for MOBDES are established in Mobilization Tables
of Distribution and Allowance through the Army Authorization Documents
System (TAADS). Current MOBDES requirements total approximately 9000

positions of which approximately 8000 are officer positionms.

MOBDES personnel are required to report for duty by ¥ + 7 or M + 30,
depending on the particular mobilization position. They have "hip pocket"
mobilization orders which may be confirmed or adjusted at time of mobili-

zation.

Using the MOBDES program as a basis, the Army is planning to develop
an IMA program that includes:

. Adding positions to tactical units

. Assigning IMA members to the gaining organization which would

be responsible for unit-level personnel administration, finance,

military justice, training management, and mobilization recall

[ Providing for centralized personnel management relative to

accessions, promotion, retirement, and the like
o Performing training with the gaining organization

. Assigning programming responsibility to the Office of the
Chief, Army Reserve (OCAR) for IMA training

Proposed IMA authorizations are shown in Table 5.2.

TABLE 5.2
ARMY INDIVIDUAL MOBILIZATION AUGMENTEE PROGRAM

CONVERSION OF NEW IMA

MOBDES POSITIONS POSITIONS TOTAL
Officers 8,094 15,118 23,212
Enlisted __841 38,776 39,617
TOTAL 8,935 53,894 62,829
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Some 9000 MOBDES positions will be converted and abour 34,9700 new
positions will be added, all of which are programmed for augmentation of
Army units. These positions will raise the authorizations from peacetime

to wartime strengths.

As can be seen in Table 5.2, the orficer/enlisted mix will change
drastically as the new positions are added. This reflects the need for
large numbers of enlisted personnel to bring units to wartime strength.
However, as described in Section 3, prior-service enlisted personnel have
a low propensity to participate in Reserve training and the Army mav be
unable to attract enlisted personnel in sufficient numbers to fill the

identified positions.

It should be noted that the Armv pluns to recruis IMAS {ror among

those officers and enlisted personnel being released “rom active darw wio

plan to remain in the geographical area of the unit with
served. By this means, a person of known capability might te persuaded
to remain associated with his or her unit in order to retain unit atfili-
ation and to draw Selected Reserve pay. For members not planning to

live in the vicinity of their active dutyv unit or installatiocn., the Army
will furnish personnel information to the nearest Reserve or Naticnal
Guard recruiter who will alsc recruit for IMA positions. The Armv will
also consider direct enlistment of personnel intc the IMA program if thev

are qualified bv reasons of prior service or civilian-acquired sxills.

MARINE CORPS IMA CONCEPT

Planning for the establishment of an IMA program within the Marine
Corps began in mid 1980 ind, as of the writing of this report. “ad nut
progressed sufficientlv ro vield a definitive IMA program. The Mariae
Corps generallv supports the concept of the IMA program as defined o

0SD and is moving toward the establishment of -such a program.

The Marine Corps favors preassignement of individual Reser
and. for that reason, !ikes the TMA concept. The Marine Corps aporoach

is similar to that »f the Army in that ft plans toe convers 0, o0 -




augmentation positions to IMA positions. [hese include augmentdtion

groups organized within the Selected Reserve, e.g., the Flect Marine

Force, Atlantic (FMFLANT) Augmentation Unit and Special Mobilization

Augmentation List (SMAL) positions filled by the IRR that augment active

headquarters in a manner similar to the Army MOBDES program described i
previously. In addition, base support augmentation positions such as

the Cadre Fleet Assistance Program and Military Personnel Processing

Centers established as part of the installation staffs at four Stations

of Initial Assignment will be filled by IMAs.

The Marine Corps also wants to use IMAs to fill positions in two
programs that fall outside the 0SD guidance for IMAs. The first of these
is in mobilization stations that will be established in some 50 Marine
Reserve Centers on M-Day to process members of the IRR and Standby Reserve
as they report for active duty. These mobilization stations are temporary
activities that are organized and trained in peacetime, perform an essen-
tial mobilization function, and disappear shortly thereafter. Thus, the
IMA concept of augmenting permanent, active headquarters and units is not \
realized in the mobilization station organization. Given that individuals
filling mobilization station positions must be trained in peacetime, it
appears that these positions should be formed into units and placed in
the Selected Reserve in an appropriate training category. At the time of
mobilization, the units would be ordered to active duty to perform their
mission, and would be inactivated later as unit members are reassigned to
other active positions. Mobilization station units, however, should not
be considered as IMA units that would "cease to exist on M-Day' as per-

mitted by OSD guidance.

The second program that falls outside the 0SD guidance is that of
augmenting Selected Reserve units with IMAs. The Marine Corps concept '
is that persons with shortage skills who require fewer than 48 drills to
maintain proficiency might be recruited for Selected Reserve units through

the IMA program because they would be liable for fewer inactive duty

training periods. However, O0SD guidance currently limits IMA positions




to the augmentation of active tnits because the Congress jesires all
members of a Reserve unit to be in a single training categorv. T[his

would preclude IMAs in training category B or 0 frem augrmenting a Selected

Reserve unit (because ail Selected Reserve units are in trainins .
A). Further, if an IMA can be recruited into the Selected Reserve with
a 2-week annual training cemmitmenc plus 24 or 48 drills, he/sue could

probably be recruited directlvy into the Selected Reserve unit.

The Marine Corps upproach on the augmentation of Selected Reserve
units is similar to the Reserve Unit Augmentee (RUA) program recently
authorized bv 0SD for Reserve medical units. Under this concept, members
of the Army IRR are formed into augmentation units and designated to
augment Selected Reserve medical units and are required to train cnlv
5 days per vear. This special case for c¢ritically short medical skiils
might be extended to other shortage skills if required for purposes of
mobilization. However, the use of IMAs is not appropriate for sugsentation

of Selected Reserve units.

NAVY IMA CONCEPT

The Navy does not vet recognize the need to estabiish an IMA
program as directed by 08D, fur two principal reasons. First, toe Navwv's
wartime manpower requirement i3 not vet firmlv establisied woeva is

progressing on the Navv Manpower Mobilization Svstem (NAMMOS) which will

establish a time-phased wartime manpower requirement. When cumplete
NAMMOS mav identify wartime manpower requirements appropriate for fill

bv ™MAs structured along the lines directed by OSD.

The second reason that the Navy {s not moving toward the establish- h
ment of an IMA program is that the Navy Selected Reserve force structure '
contains many units that augment active force units and headquarters

The Navy believes that these units constitute an IMA program as envisioned

by 0OSD because the individuals: i
. Are in the Selected Reserve.
] Have mobilization missions of amgment fug active oo




) Are formed into administrative units that cease to exist

on M-Day.

Analysis of the composition of the Naval Reserve provides some in-
sight into the Navy's position in this matter. The Naval Reserve is com-
prised of a mixture of commissioned units and squadrons and augmentation

units as shown in Table 5.3. i

e A o

TABLE 5.3
NAVAL RESERVE UNITS

Personnel Required

No. Units (Wartime) q
Surface i
Commissioned Units 354 20,708 i
Augmentation Units 1890 47,796
Alr
Reserve Force Squadrons 48 9,870
Reserve Squadron Augmentation Units 39 3,146
Augmentation Units 282 12,232
Recap
Commissioned Units/Squadrons 402 (15%) 30,578 (33%)
Augmentation Units 2211 (85%) 63,174 (67%)
Total 2613 93,752

As can be seen, personnel in augmentation units comprise 677 of the

total wartime requirement in the Selected Reserve. Thus, the organization
of the Navy's Selected Reserve is heavily oriented toward augmenting
active Navy units, a concept that is very different from the Selected

Reserve organization of the other Services.

Despite the Navy's claim that it has an IMA program similar to
that directed by OSD, there are some major difrerences. O0SD guidance

directs the Services to assign IMAs In peacetime to the active unit that
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they will augment in wartime and further specifies that the IMAs will be
administered by that active unit. The Navy resists implementing this
guidance because it believes that Naval Reservists are more effectivelw
administered by a Reserve organization than by an active unit that is
unfamiliar with the unique characteristics of Reserve administration.
Further, the Navy believes that assignment of Naval Reservists to active
units would impose an undue administrative burden on those augmented

units.

A second difference is that many of the augmentaticn units are
comprised of teams rather than individuals. The mission of many of
these teams is to add in wartime a capability that does not exisc in
peacetime (e.g., avionics repair for a helicopter-capable ship). Other
teams may add additional capacity to an existing organization. In all
cases, the Selected Reserve augmentation units cease to exist on M-Day

as their members join an existing active unit.

Another major difference is that the augmentation units often
are not located close to the active unit and cannot perform periods of

inactive duty training with that unir. Thus, their only direct association

occurs during periods of annual training, a concept which does not meet

the intent of OSD's IMA program guidance.

In summation, the Navy's Selected Reserve augmentation unit pro-
gram does not fulfill the characteristics of the IMA program as envisioned
by 0SD. Although the units cease to exist on M-Day, none are administered

by their gaining active unit, many are comprised of teams rather than

individuals and many are unable to train on a year-round basis with -

their gaining active unit.

There are augmentation units in the Naval Reserve that could be

converted readlly to IMA units if they were assigned to their active

unit for purposes of administration. These are primarily headgquarrers

augmentation units that are comprised of individuals (rather than teans)
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and that perform inactive duty training with their gaining units. The
Navy should consider converting these to IMA units in the near term in
order to comply with OSD guidance and to bring the structure of the
Naval Reserve more into line with that of the other Services. This
action probably would help the Navy to justify its Selected Reserve in
the annual programming and budgeting process with 0SD, the Office of

Management and Budget, and the Congress.

CONCLUSIONS AND RECOMMENDATIONS
After reviewing the IMA programs of the Services, the GRC study

team has reached the following conclusions:

. IMAs provide an excellent source of pretrained, preassigned
manpower who are readily available for active duty in the
event of mobilization. Their membership in the Selected
Reserve provides better training than that received by
members of the IRR and makes IMAs more available for call~

up for mobilization.

° The combination of Reserve and active force management of
IMAs practiced by the Air Force appears to be better than
"all-Reserve”" or "all-active" management solutions. Under
this concept the augmented active unit establishes training
schedules, rates IMA performance, and handles routine
personnel administration. However, the active unit is not
burdened with the accomplishment of unfamiliar Reserve
personnel management matters such as promotion, retirement

point accounting, maintenance of field personnel files, etc.

° Some of the Navy's Selected Reserve augmentation units
adequately meet the characteristics of an IMA program at the
present time, with exception of assignment for administra-
tion. These should be converted to IMAs in the near term,
assigned to their active units for administration, and
accounted for as IMAs in future program/budget justification

cycles.
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° Expansion of Service IMA programs to include large numbers
of enlisted members may not be successful due to the low pro-

pensity of enlisted personnel to participate in Reserve train-

ing.
) The Marine Corps should not establish TMA »ositions for !

mobilization stations or for augmentation of Selected

Reserve units.

e 0SD should consider expansion of the Reserve Unit Augmentee ;
(RUA) program for critical skills beyond the medical pro-
fession if a strong case can be made by the requesting

Service.

The GRC study team makes the following recommendations related to

the IMA program:

. That OSD continue to support the develcpment of IMA programs
within the Army and Marine Corps and continuation of the Air
Force program. However, the Marine Corps should be cautioned
against planning to use IMAs to form mobilization station units

or to augment the Selected Reserve.

. That OSD request that the Navy establish an IMA program in

the near term by converting appropriate augmentaticn units to

IMAs.
] Thiat O0SD guidance regarding assignment and adminiscration
of IMAs be as follows: "Administration of IMAs will be con-

ducted by the responsible active unit for, as a minimum,

training attendance, training management, and performance

appraisal. Unit personnel records should be established )
bv the active unit as required for local management. Main-

tenance of master personnel records should remain the responsi-

bility of the Service Reserve personnel centers as should

the responsibility for promotion, retirement point accounting,

Reserve pay, etc.
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That 0SD reaffirm the guidance that IMAs may not be assigned
to units of the Selected Reserve. RUAs will be utilized as
necessary to augment Selected Reserve units with persons
holding critical skills.
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SECTION 6
STANDBY RESERVE

INTRODUCTION

Section 267, Title 10, .US Code provides that in each armed force
there are a Ready Reserve, a Standby Reserve, and a Retired Reserve and
states that each Reserve shall be placed in one of these categories.
Previous sections of this report have addressed the various elements of
the Ready Reserve, including the Selected Reserve, the Individual Ready
Reserve, and the Inactive National Guard. This section addresses the
Standby Reserve and discusses legal authority, composition, mobilization
potential, and actions being undertaken by the Services to manage the

Standby Reserve.

LEGAL AUTHORITY

In addition to the provision of Section 267, Title 10, US Code
that establishes a Standby Reserve in each armed force, Section 267 also
provides for the existence of both active status and inactive status
members in the Reserve components. Inactive status members are those

Reserves who:
° Are on the inactive status list of a Reserve component, or
[ Are assigned to the Inactive National Guard.

All other Reserves are in an active status.

Section 273, Title 10, US Code provides that the Standby Reserve
consists of units (currently there are none organized) or members, or

both, of the Reserve Components, other than those in the Ready Reserve

or Retired Reserve, who are liable for active duty under Sections 672 and

P




674 of Title 10. Section 273 also provides for ar inactive status list
in the Standby Reserve as follows:

° Permits transfer of a Reserve (if quallfied) from the active
status list to the inactive status list under regulations ;
prescribed by the Secretary concerned whenever ir 15 in the

best interest of the armed force concerned.

o Prohibits pay or promotion of persons vhiie 1n {nactive

status.

The involuntary recall of the Standby Reserve requires that the
Congress declare war or a state of national emergency (Section A72a,
Title 10, US Code). However, a member in inactive status mav not be

ordered to active duty unless the Secretary concerned, with the approval

e e e

of the Secretary of Defense, in the case of a military department, de-
termines that there are not enough qualified Reserves in an active status
or in the Inactive National Guard in the required .:ategory who are readily
available. This same section of Title 10 formerly required the Director
of Selective Service to screen members of the Standby Reserve prior to

recall to determine their availability for active duty. However, this

requirement was removed from Title 10 by PL 96-357, 24 September 1980.

COMPOSITION

As discussed previously, the Standby Reserve is composed of an T

active status list and an inactive status list comrrised as follows:
] The active status list is composed of reservists who:
- Are completing their obligation

- Are being retained under Section 1006, Title 10, !
(retention of twice passed over officers with over

18 years’ service until credited with 20 good years)

- Were screened from the Ready Reserve as being key

personnel and requested assignment to the active status
list




- Are temporarily assigned for hardship or other cogent
reason, with the expectation of being returned to the

Ready Reserve

. The inactive status list is composed of members who are not

required by law or regulation to remain members of an active

g e -

status program but who:

- Desire to retain their Reserve affiliation in a non-

participating status

- Have skills which may be of possible future use to the

armed forces concerned

- Do not volunteer for assignment to the active status
list

- Desire to be placed in the Standby Reserve to avoid

promotion passover (Army and Air Force only)

The foregoing lists are general and there are some differences between

the Services in the categories of individuals assigned to each list.

The total strength of the Standby Reserve of the Military Services
has declined in recent years from about 576,000 in FY 1973 to about
86,000 in FY 1980. Table 6.1 provides details. Several factors are

responsible for the decline in strength:

] The overall size of the armed forces has declined since the
Vietnam conflict, resulting in fewer people transferring
from the active component and Selected Reserve to the IRR

and Standby Reserve.

° Increase in the length of active duty enlistments, which
reduces the amount of time spent in the IRR or Standby '

Reserve.

. Discontinuing the automatic transfer of IRR members to the
Standby Reserve of those personnel in their last, or sixth,
year of obligated military service. See Section 3 of this

report for details.
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° Retention of non-obligated members in the IRR without regard

for their training participation as long as they possess a

skill needed in wartime.

® Screening of the Standby Reserve by the Military Services

to identify members who are mobilization assets and encourage

— r——— -

their transfer to the Ready Reserve. Those who are deter-

mined not to be required for mobilization are discharged. i

Table 6.2 shows Standby Reserve strength at the end of FY 1980 by

Service, active and inactive list, and officer and enlisted. The data

show that officers comprise some 677 of the active list and 97% of the
inactive list.

TABLE 6.2
STANDBY RESERVE STRENGTH - END FY 1980*

Army Navy USMC Air Force Total

Active List

Officers 8,085 69 1,610 6,361 16,125 (67%)

Enlisted 939 3,106 232 3,578 7,855 (33%)

Total 9,024 3,175 1,842 9,939 23,980
Inactive List

Officers 10, 382 20,040 87 29,722 60,231 (97%)

Enlisted 1 122 - 1,698 1,821 (37%)

Total 10,383 20,162 87 31,420 62,052

*
From DASD(RA) Official Guard "nd Reserve Manpower Strengths and Statistics
(Reserves not on Active Duty) RCS:DD:M(M)1147/114, September 30, 1980.




Tables 6.3 and 6.4 provide further details on the composition of

the officer and enlisted force in the active and inactive lists of the

Standby Reserve.

TABLE 6.3

STANDBY RESERVE OFFICERS

ACTIVE STATUS

INACTIVE STATUS

% Junior 7% Senlor

% Junior % Senior

*
One member

&
‘No enlisted members

6-6

Grade Grade  Average Grade Grade Average
SERVICE (01-03) (04+) Age (01-03) (04+4) Age
Army 92.5 7.5 33.7 91.0 9.0 35.0
Navy 52.2 47.8 38.3 70.5 29.5 35.4
Marine Corps 78.9 21.1 33.3 31.0 69.0 43.8
Air Force 82.8 17.2 33.6 87.2 12.8 34.7
DoD 76.6 23.4 34.7 69.9 30.1 37.2
TABLE 6.4
STANDBY RESERVE ENLISTED MEMBERS
ACTIVE STATUS INACTIVE STATUS
% Junior 7% Senior %Junior % Senior
Grade Grade Average Grade Grade Average
SERVICE (E1-E4) (E5+) Age (E1-E4)  (E5+) Age
Army 96.7 3.3 25.4 0.0 100.0% 46.0
Navy 95.4 4.6 25.6 84.4 15.6 35.4
Marine Corps 86.2 13.8 26.1 + + +
Air Force 79.5 20.5 31.6 82.1 17.9 33.7
DoD 89.5 10.5 27.2 83.3 16.7 37.1




The tables show that both the active and inactive status lists comprise
junior officers and junior enlisted personnel who, on the average, are
under the age of 40 and are young enough to return to active duty in the

event of mobilization.
MANAGEMENT INITIATIVES

OSD Guidance

In view of the numbers of individuals in the Standby Reserve and
the statutory restrictions on their recall in time of emergency, OSD
undertook in early 1980 a number of initiatives to reduce the flow into
the Standby Reserve, to remove the requirement for screening by the
Director of Selective Service prior to recall, and to urge members of the
Standby Reserve who are mobilization assets to return to the Ready Reserve.
As discussed previously, legislation was sponsored by the Department of
Defense and passed by the 96th Congress, removing the requirement for

prior screening by the Director of Selective Service.

The other initiatives were the subject of a memoranduml to the
Military Departments that stated that the Ready Reserve is the preferred

source of mobilization manpower and directed the Services to:

° Screen members of the Standby Reserve to determine which
members would be mobiliza;ion assets and request that they
transfer to the Ready Reserve or, as a minimum, from the

inactive to active Standby Reserve.

° Eliminate consideration of the Standby Reserve as a mobiliza-
tion asset (inactive status effective immediately; active

status effective end FY 1981).

e Stop the involuntary transfer of members from the Ready
Reserve to the Standby Reserve for failure to earn 27 retire-
ment points each year so long as they possess a skill needed

in wartime and are otherwise satisfactory members.

1OASD(M’RA&L) Memorandum, subject: Standby Reserve Policy, 23 January 1980.
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° Submit a plan for screening the active and fnactive status

Standby Reserve by 20 February 1980.

A subsequent memorandum from the Deputv Assistant Secretarv of
Defense (Reserve Affairs)1 clarified the eariler poli-y ard allowed the
Services to transfer members to the Standby Reserve (inaczive) in srder
to preclude officers from failing promotion and »ecoming suljecr to
discharge or transfer to the Retired Reserve. This applied primaril-
to the Army and Air Force which are required to discharge 1 transfer to
the Retired Reserve (if they are eligible and apply) cofficers wno have
failed promotion twice. Navy and Marine Corps ofticers who twice fail
promotion may be retained at the discretion of tlie Secretarv of the Navy.
The memorandum also reminded the Services to submit their screening plans

as requested In the January memorandum from the ASD(MRA&L).

Service Implementation

The Militarv Services have taken steps to coemplv with OSD guidance
relating to the Standby Reserve. The Army and Marine Corps no longer
automatically transfer members to the Standby Reserve for the final vear
of their military service obligation (see Section 3 of this report).
Although members who enlisted prior to October 978 remain eligible for
transfer, few of them so request. Thus, there are verv few obligated
individuals remaining in the Standbv Reserve. Likewise, the Army, Navy,
and Air Force have stopped transferring to the Standby Reserve members
of the Ready Reserve who fail to accrue 27 retirement points 11 a year.
The Marine Corps continues this practice despite 0OSD guidance to the

contrary.

The OSD guidance directing the Services to screen the Standby
Reserve 1s being implemented more slowly than the foregeing initiatives.
Although each of the Services has taken steps toward the screening process,
many express some reservations about the program. The intent of the 0SD

guidance is that neither the active nor the inactive Standhy Re-erve

lODASD(RA) Memorandum, Subject: Standbv Reserve Policy, 149 Marucu 1980,




should be considered to be a mobilization asset and that the Services ]
should instead rely on the Ready Reserve. The Services agree with the
general thrust of the OSD guidance but believe that the Standby Reserve
should remain as a source of mobilization manpower for certain groups of
individuals. Further, some of the Services are reluctant to send out
queries to members of the Standby Reserve who hold skills critical to

mobilization. They fear that these individuals will elect discharge and

Pp.

thereby eliminate a potential source of manpower in critical skills.

Doctors and pilots are the groups most frequently mentioned in this re-

gard. The Services believe that these individuals are unlikely to return
to the Ready Reserve (in the Air Force there are few, if any, positions
available for them in the Selected Reserve) and a screening letter will
elicit a request for discharge or, at best, retention in the Standby

Reserve.

Another 1ssue raised by the Services is that there is little cost
involved in maintaining the records of Standby Reservists while there 1s
a substantial cost involved in a one-time screening effort. The prevailing
attitude seems to be that the Services should restrict the numbers and
types of personnel who enter the Standby Reserve but should not attempt
to undertake a major, one~time screening effort. Instead, normal Service
screening procedures should be used to weed out members who are not mobili-
zation assets. The Navy, in particular, believes its annual screening
of officers who have been in the Standby Reserve for 3 or more years and
who do not have critical skills will be sufficient to keep the size of

the Standby Reserve down to manageable levels.

CONCLUSIONS AND RECOMMENDATIONS

Based on the preceding discussion the study team concludes that:

. The limitation of the requirement for prior screening of the

Standby Reserve by the Director of Selective Service has re-

moved a major impediment to the recall of the Standby Reserve
in the event of mobilization. Therefore, OSD should allow

the Services more latitude in the management of the Standby

Reserve. 1
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) The Department of Defense should sponsor jegisiation to allow
the Army and Air Force to retain in rhe Ready Reserve officers

who have twice failed promotion.

[ The Standby Reserve shculd be considered a source =7 mobili-
zation manpower to be recalled after the Ready deserve Sat

before the Retired Reserve.

® The Standhv Reserve (actiwve) should comprise iadividuals who
are unable to parricipate in the Rea’v Regserve hecause th:y
are kev ewployees, temporarily diszbled, or otherwise are
unable ro participate in training and have the expeciation

of being returned to the Ready Reserv..

° The Standby Reserve (inactive) should comprise individuals
who are not required by law or regulation to remain in an
active status but who desire to retain Reserve membership
without participating in training. The inactive status list
should be the source of trained individuals from the Standbv

Reserve for mobilization.

Accordingly, the study team recoumends:

. That 0SD amend {ts guidance to the Services to allow persons
to remain in the Standby Reserve under condirions described

above.

] That OSD prepare and submit legislaticn to allow the Army
and Alr Force to retain In the Ready Reserve officers who

have been twice passed over for promotion.




SECTION 7
RETIRED PERSONNEL

INTRODUCTION

In order to provide for a young, viable military force and to reduce
promotion stagnation in the Military Services, current law permits military
personnel to retire with 20 or more years of active service and requires
most of them to retire upon reaching 30 years of active service. For this
reason, military retirees constitute a significant pool of thoroughly expe-
rienced personnel, many of whom are young enough to perform additional years

of military service in the event of mobilization.

Prior to the advent of the all-volunteer force and the subsequent
decline in the size of the IRR, retired military personnel were not con-
sidered to be a major source of mobilization manpower. There were sufficient
manpower resources in the IRR to meet mobilization needs, primarily junior
officers and enlisted personnel required to fill out combat units and to
replace early casualties. Further, retired personnel were considered to be

too old (and senior in grade) to fill such positionms.

However, retired personnel who are voung enough to return to active
duty are fully capable of filling staff, administrative support, and train-
ing positions, thereby releasing other personnel for assigmment to combat
units. There are thousands of such positions in the United States that could
be filled by retirees recalled to active duty in the event of natiomal
emergency. Toward this end, the Military Departments are undertaking programs
that will permit the orderly recall and assignment of retired military
personnel in the event of mobilization. This section describes the initia-
tives being taken and assesses the contribution of retired personnel to
the supply of pretrained individuals. Before discussing the initiatives,

however, it will be useful to describe the various categories of retired

military personnel and the rules under which they may be recalled.




CATEGORIES OF RETIRED MILITARY PERSUNINTL

The pool of miiitary retirees ansists of .o grouns - f perscnnel.
In the first group, termed active duty retirees in this repore, are found
regular officers and regulav en isted personnel whe nave retired apen
reaching 20 or more vedrs of active =service. Some Reserve officers whose .
combined service on active dutv and «ctlve datv for training equars 20

] -
or more vears ilse qualify for active duty retirenent.’

In the second group, termed Reserve retiress in thi- report, are

found Reserve officers and enlisted personnel who accumulzte a combination

of 20 "qualifying" years of active dutv, active cutv {or training, and !
inactive duty for training, -herebv becoming eligihlie to draw retired pav
upon reaching age A0. The 1o’ lowing subsections sibw rnese greups in
more detail, including size, composition, and availabilitv for recall in
the event of national emergency.
It should be noted that personnel mav be r.'irea from military service
for reasons of physical disabilicv, being pinced o aithar the Dosabilicy
Retired List or the Temporarv Disabiliecv Retired [is: {phv:ical condition
reevaluated every 18 months unti! returned to ac:ive duty or nlaced on the
Retired List or Disability Retir~d List, or tran:ferred to the Retired
Reserve). For purposes of this reners, pervsons i~ - 4520703 are
not considered to be mebilizztior a=s.ts ard are ot . —<iderod further
in this study.
Active Duty Retirees
Officers
Under Title 10, USC. regular and Reserwve otticers wa. apply for
retirement upon reaching 20 or more vears of active service (of which at }

1 . . ;
Reserve enlisted personnel must enlist in a Regular component in order
to serve on active duty for extended periods. Therefore, Heserve en-
listed members attain active dutv retirement onlv infrequently.




least 10 years must be as a commissioned officer). The following sections

of law apply:

Army 10 UsC 3911
Navy 10 USC 63231
Marine Corps 10 Usc 6323l
Air Force 10 UsC 8911
h Upon retirement, regular officers are transferred to the Retired List main-

tained by their Military Department and begin drawing retired pay based on
a formula relating to their grade and years of service. Reserve officers

follow the same steps except that they are transferred to the Retired

Reserve, an important distinction when considering their availability for

recall to active duty.

For reasons not totally clear, regular and Reserve officer retirees
are subject to different recall rules. Retired regular officers of the
Army and Air Force may be recalled without their consent by the President
at any :1me.2 However, retired regular officers of the Navy and Marine
Corps may not be recalled involuntaily without declaration of war or a
national emergency declared by the Congress or a national emergency de-
clared by the President.3 Retired Reserve officers, on the other hand,
may not be involuntarily recalled to active duty except in time of war
or national emergency declared by Congress and unless the Secretary con-
cerned, with the approval of the Secretary of Defense in the case of the
Secretary of a Military Department, determines that there are not enough
qualified Reserves in an active status or in the Inactive National Guard
in the required category who are readily available for mobilization.4
Thus, under present law, regular officers of the Navy and Marine Corps
are somewhat less available for recall than regular Army and regular
Air Force officers. Reserve officers of all Services who retired after
20 years of active duty are even less available for recall than retired
regular officers, even though both receive the same retired pay for com-

parable periods of service.

lOther sections of Title 10 grant authority to the President or Secretary
of the Navv to grant retirement at the 20-, 30-, and 40-vear points.

2Authority: Army, 10 USC 3504; Air Force, 10 USC 8504.
3Authority: 10 USC 6481.
410 Usc 672.




Enlisted Persounel

Regular enlisted personnel retirving with 0 or ~ore —ear. of service
are immediatelv transterrved o tire Retired szt.l ey aye subject o
recall under the same sections or law that nertain to regul.r officers.
However, t .ose retiring between "heir 206th and 0ch ».rvic. anniversaries
are transforred to the Reserve until theyv reach their 0t vear of service,
at which time they are placeid on the Retired List ma:nrained by their Military
Department. In the SArmy and the Alr Force (10 UsC 394 and 10 [SC 8414,
respectively), no spa.ial nane is given to this grouw Y retiress and they
are asslegn-d to the Retired Resecve., Thuas, thev hold dual =tatus as Retired

Regular personnel and members of the Rerired Resarve, comp'icaring the

uescion o' rhedir availabioity o racall.”  Hovewer  neths the arry oand the

Alr Force bave interpreted b low 1o Jiow rfor ~he rooail wt Retired active

duty enlisted personnel as rot Sred reanlars ravher thon as menbers of the
Retired Keserve. Thus thev are  onsidered immed arel . awasisbl: for recall

hy the President at any t:ime.

In the case of the Navyv and the Marine Corns. on istes personnel
retiring between their Z20th and 30th service anniversar:es are transferred
to the Fleet Reserve or the Pieei Marire Corps Reserve ‘10 USC 6330), where
they draw retainer pay and remaiv nnt’ i their 30rn serv-ece annpiversarv. At
that time they are transferred ro the aporopriate Reitired list tor to the

Retired Resarve).

As members of the Fleet Re-crve or Fleet Marine (orps Reserve, enlisted
persomiel may be ordered to active duty for training and mav be recalled

involuntarily as prescribed iu Lo USC bbo::

(1) 4 member of rthe Fleet Reserve or the Fleet Marine
Corps Reserve mav he corderved bv comperent
authorits to active dotv wirhout Lis coneent -

(1) in time of war or national emergenc. de-lared
by Congres«s, for the duraticen of tie war or
Aaacional emergency and for six nentn, Lneres
itter;

lAuthority: Armv 10 USC QT Maww and Marine Corpa, 19 U580 6306, Alr

Force, 1N 132 3917,

anr purposes of recail, the tisrinction between regular and Reserve ofticers
applies oqual., to regulav and Recerve 2ojisted sersonnel.




(2) 1in time of national emergency declared by
the President;
or

(3) when otherwise authorized by law.

(b) In time of peace any member of the Fleet Reserve

or the Fleet Marine Corps Reserve may be re-

quired to perform not more than two months

active duty for training in each four-year

period.
Thus, members of the Fleet Reserve and Fleet Marine Corps Reserve are more
readily available than retired Reserves in that they may be recalled in
time of national emergency declared by the President. However, they are
less available than their Army and Air Force counterparts who may be re-

called by the President at any time.

Reserve Retirees

Reserve Officers and Enlisted Personnel

Under present laws, officer and enlisted members of the Reserve com-
ponents (including the National Guard) may retire following the completion
of 20 "qualifying" years of service.1 For purposes of determining qualify-
ing years, Reservists may count periods of active duty, active duty for
training, and inactive duty training. A point system is used to compute
retirement eligibility, with the Reservist being awarded points for parti-
cipation in various Reserve activities.2 Typically, a point is awarded
for each day of service or drill attendance, with 15 points being awarded
each year for membership in a Reserve component. A qualifying year requires

that a total of 50 points or more be earned by the Reservist,

Although Reservists may complete 20 qualifying years of service at
a relatively early age, they do not begin to draw retired pay until they
reach age 60 (10 USC 1331). Reserve retired pay is based on active duty
pay scales in effect at the time retired pay commences. It is computed
according to the member's grade and years of qualifying service as deter-

mined by the point system described previously.

Y10 usc 1331, 1332, 1:33.

E.g., training ass:mblies, Reserve schools, correspondence courses.
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Upon reaching 20 years of qualifving service, rhe Reservists mav
5 1 b 4 » )

request elther transfer to the Retired Reserve or discharge from the Re-

serve altogether. Those who elect discharge return to the Retired Reserve -

upon application at age 60 when they begin to draw retired pav. Thus,

during the interim period, Reservists who elected discharge hav: no Re-

serve status and are not subject to recall.

As described previously, Reserve retirees may not be involuntarily

recalled to active duty except in time of war or national emergency

Rt

declared by Congress and not until it is determined that there are not
enough qualified Reserves in an active status or in the ING in the re-
quired category who are readily available for mobilization.l Thus, re- 4

tired Reservists are far less available for recall than regular officer

and enlisted retirees. ]
MANAGEMENT INITIATIVES R
Introduction

The Military Departments, under the guidance of the Office of the i
Secretary ot Defense, have undertaken mapagement initiatives that will :
improve the utilization of retirees as mobilization assets by permitting
the orderly recall and assignmenr of retirees in rhe wvent o naticonal
emergency. In providing guidance to the Services, 08U defines classes

of retirees for the purposes of mobilization maragement as follows:

Retiree Class Status

L Under age AG, non-dlsabilicy reri-ement,
retired no more than » vears '

11 Under age h0, non-disabilirv retirement,
retired between 5 and 10 vears

ITT All orher retirees

l10 UsSC 672




Specifically, OSD guidance in 1979 and 1980 directed the Services
to:

° Identify by end-FY 1981 those wartime mobilization positions
that may be filled by retirees

) Identify, classify, and maintain data on Class I and II

retirees in accordance with the following schedule:

Class I -~ end-FY 1981
C'lass II -- end-FY 1983
® Preassign retirees in peacetime to mobilization positions that

are required to be filled by M + 30 and are appropriate for
£i1ll by retirees

Service response to the foregoing guidance varies widely as is explained

below.

Armv Retiree Recall Program

The Army, which has the greatest need for retirees in the event of
a national emergency, has made significant progress toward the capability
to use retirees upon mobilization. Positions to be filled by retirees .
are being ldentified, personnel data files are being established, and some

retirees have been preassigned (on a test basis).

Mobilization Positions for Retirees

Upon mobilization, the Army plans to use retirees primarily to fill
positions in the CONUS support base, thereby releasing other personnel on
active duty to deploy with combat units. Retirees would be restricted
to filling CONUS positions unless they volunteer for overseas duty. Auto-
mated personnel data files would be annotated to identify recalled re-

tirees.

To identify positions to be filled by retirees, the Army has re-
viewed each military manpower position required in the CONUS base during
wartime and identified those not appropriate for fill by retirees. The

lists of mobilization positions, which were prepared at the installation




level, have been consolidated bv Headuuarters, De:orcienr <t she Aoy

as shown 1in Table 7.1.

TABLE 7.1

ARMY MILITARY POSITIONS IN CON'S
fAs of 30 April 19350)

utficer WO Eulisted otal

Peacetime Requirements 15,855 3,432 8y, 72 1.8,01

' Wartime-only Requirements _40,973 __ 408 82,217 1.3,59¢

; Total Wartime Reauirements 7~,828 3,840 170,65 2:1,610
f Less:

Positions Not Appropriate 11,590 1, 344 13,123 ~h,05u

for Fill by Retirees

Total Wartime Positions 65,238 2,496 157,817 225,551
Appropriate for Fill
bv Retirees

As can be seen, approximately 90% of the total CONUS wartime military

positions have been identified bv the Army as being aporopriate for fill

by military retirees. The Army plans to review these positions semi-annually

in connection with updates of its CONUS manpewer authorization documents.

Retiree Personnel Data

Management of personnel data for retirees presented special problems.

Prior to 1977, when the Army began thinking about the use of militarv re- 'R
tirees to offser shortfalls in pretrained manpower, onl- “ikeleton" personnel
records were maintained. Reserve Components Personnel Sdministration Center
(RCPAC), which 1s responsihle for managing retired per<onnel, maint.ined

only name, SSAN, sex, and officer or enlisted Identitficati n codes in {ts
automated personnel files., rercrds thar were f{nsufficient for the minage-
ment of retirees as mobilizatinn agsers. Accordingi, RCPAC began .+ manual
review of its retiree paper teinrds to establish mare complete aut 'mated

files. Completion dates ot the review are as follows: .
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Retiree Class Completion Date
Class 1 October 1979
Class II
RA Officers March 1980 i
RA Enlisted June 1981 5.
Reserve Off/Enl June 1982 ;
Class III Data not planned to be captured ‘ *
!
RCPAC plans to update the retiree data base annually through surveys sent
to each retiree. |

The distribution of Army retirees by class and component is dis-
played in Table 7.2.

TABLE 7.2

ARMY RETIREE DISTRIBUTION
(As of April 1980)

i
% Class I Class II Class II1 . Totals '3

} Officers
* Regular 8,811 7,726 1,319 17,856
Reserve 16,194 49,478 113,036 178,708
Subtotal Off 25,005 57,204 114,355 196, 564
Enlisted
Regular 43,047 121,925 58,837 223,809
Reserve 4,999 4,757 1,712 11,468
Subtotal Enl 48,046 126, 682 60, 549 235,277
Total Officers
and Enlisted 73,051 183, 886 174,904 431,841

It should be noted that the Army, with the concurrence of 0SD, de-
fines Class II retirees as those non-disability retirees who are less
than age 60 and who have been retired more than 5 years. The OSD defi-
nition limits Class Il retirees to those who are less than age 60 and

who have been retired between 5 and 10 years. Figures were not available

¥
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to determine the impact on retiree distribution due t thiz; aifferonce in
definition. The net erfect, however, is t» increase the nunbhers o! retirees
in Class Il at the expense of Class III. There is a4 corresponding increase

in the numbers orf Armv retirees available for recall.

As discussed nreviouslv, Reservists with 20 or rore gualifying years

but who are less than age 60 may elect discharge in licu of transfer to l
the Retired Resorve. They must rcguest Reserve sratus upon reaching age I
60 in order to draw Reserve retived pav. During the intevim, they are o
unavailable for recall upon wobilization. Although figures are not main- '
tained, RCTAC personnel estimate that about 20,000 Re:rerve resrirees are

in this group. The problem is compeunded bv the i{acr thar the Reservists 1
must request transfer to the Retired Reserve upon reaching the mandatory 4
removal date. Otherwise the Army Is resquired to isc 2rge Lim or her.

Legislation 1s vequired to solve this problem.

As of late 1980, the Armv was continuiag to {mprove the persounel
data for Class I and 1I retirces. A survev of the dara files in November !
1980 showed that skill, address and other critical informatrion was missing

from a substantial number of retiree records. This represents a signi-

ficant degradaticn in mobilizacion cavabilirv rthat recnirvres facreased

attention on the part of the Army.

Preassignmeut Actions

The Army is moving rapidlv toward nreassignment »f Cluss I and IT
retirees. A pilot program was conducted during 1980 at four Army installa-
tions (Fort Carsoun, €00, Fu. Riley, KS, Ft. Lewis, WA, Ft. Benning, GA).
The program was designed ¢ deiermine policvy requirements and operational
details related to the recall of retireer and to assess both voluntary and '
involuntarv assignment programs. During the test, a total of 11 ' retirees
(255 ofticers, B47 enlisted) were selected for involuntarvy vreassignment to
the four installations. The voluntarv portion of the test was conducted by
US Army Forces Command (FORSCOM) and the report on the test {s not vet
available. Highlights of the involuntarv portion ot the test conducted

by Headquarters, Department of the Armv and RCPAC are as follows:
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] Requirements were limited to garrisons and hospitals at the

selected test sites. ' ]

. Personnel considered in the involuntary test program were
Regular retirees in Class I. Priority for assignment was ,
given to those residing within 300 miles of the installation,

but CONUS-wide assignments were permitted (and made).

° Of those preassigned, about 50% of the officers and 94% 3
of the enlisted personnel were fitted to requirements that

matched their grade and skills. The others required grade i

substitution (mostly downward) using a rule of "one up, two ]

down."

. 1102 retirees were involuntarily preassiguned against a total
of 16,553 requirements for the test sites. Thus, only about
7% of the garrison and hospital requirements at the test

installations could be filled by Class I Regular retirees.

. RCPAC received about 200 calls per week during the period
immediately following the mailing of the preassignment orders
to the 1102 selected retirees. The extent to which this work-
load could have been avoided by improved publicity and more
complete administrative instructions to the retirees is not

known.

. The overwhelming majority of retirees responded positively

to their preassignment.

o The recall of retirees may create problems related to uniforms,

pay, lnsurance, promotions, medical standards, etc.

Based on the test, the Army is developing plans to preas-ign a

substantial portion of Class I and II Regular retirees in accordance

with the following schedule:




80, 000 --- End-FYolagl
100, 000 - End-FY 1930
120,000 -- End-Fy 1498+
The Army has not vet hegun to preassign Reserve retirees becaus- nf the pro-

vision of Title 10, USC, 672(a) that specifies that retired Reservists may
not be involuntarily ordered to active dutv during war or Congressicnally
declared emergency until the Secretarv concerned nmakes a determiiation
that qualified Reservists in adctive status or the Inac-ive Naticnal Guard
are not readilv available. The Armv interpreted this language (0 mean
that retired Reservisrs could not be preassigned in peacetime. However,
the 0SD Assistant General Counse! ruled ro the contrar-, a decision that
was announced to ~he Militarv Departments by ASD{MRA&L! memorandum on

12 December 1980. This ruling cleared the wav for preassignment of re-

tired Reservists if the Armv so desires.

In the preassigning of retirees, the Armv selects retirees to fill
wartime jobs by grade, skill, and geographic locaticn. RCPAC uses u
newly developed computer program to match retirees to requirements. The
program is capable of making skill and grade substitutions as required.
However, Army requirements are nct time-phased with the result tnat all

retirees are ordered to report within rhe same time period.

The preassigned retiree receives a letrer of {rstiuccicn and a
mobilization order, an example of which is contained In Appendix F, and
is directed to report within 7 davs ..t full mobhilization., The retiree
is instructed that full mobilization will be anncunced Hv the President
on television, radio, »r other news media. The order states that it is

automatically rescinded when the retirvee reachies e er her 6oty bLirthday. ’

All preassigned retirees will be directed to report to »nne of 40
CONUS Mobilization Reporting Installazions where prepositioned rosters

provided during peacetime bhv RCPAC will list tertarive sssignments. Tn-

stallation comranders iave aurhorits to modifv rthe specitic assignments
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according to the situation existing at the time each retiree reports.
Following processing at the Mobilization Reporting Installation, some
retirees will be further assigned to satellite installations (e.g., from

Ft. Sill, OK to Ft. Chaffee, AR).

Selection criteria generally will follow those used during the pilot
program. Selections will be based first on skill and grade match, then
skill match and grade substitution (one up, two down), and finally, skill o
and grade substitutions. Geographic criteria for selection are first,
that the retiree lives within 300 miles of the installation, then the same Lo
state, then within CONUS Army area, and, finally, CONUS-wide. The Army ‘
excludes disability retirees, retirees who reside outside CONUS, and
retirees in pay grades 01, El, E2, E3, and E4. The Army does not consider
the award of disability payments by the Veterans Administration in select-

el

ing retirees for recall unless reported by the individual. Warrant Officers

may be involuntarily assigned up to age 62, General Officers up to age 64.

PR YY)

However, the recall of General Officer retirees is managed on a case-bv-case

basis at Headquarters, Department of the Army.

Retiree Management

As discussed previously, RCPAC is responsible for implementation of
the retiree recall program and personnel management of retirees. The
Retired Activities Directorate of RCPAC, which is assigned responsibilty
for all retiree personnel and assignment actions, will perform the following

retiree management functions:

° Replacing preassigned retirees who reach age 60, become

disabled, etc.

. Adding and deleting retiree assignments as requirements

change or in response to retiree personnel actions )

e Reviewing requests for medical exemptions
. Answering queries from retirees
° Screening retirees annually to update reccrds (address, 4

physical status, skill, etc.)




It should be noted that RCPAC has no plans to conduct any refresher train-
ing for retirees. RCPAC estimates that it would cost S40 million per year

to provide biennial refresher training to Class T and 11 retirees.

RCPAC has identified a requirement for 56 military and 38 civilian

positions to perform the foregoing functions. The positions have been in-

cluded in the Army program beginning in FY 1982, but thei~ approval in the

FY 1982 budget is uncertain. t is estimated that the cost for civilian pay
and operation of the toll-free telephone system for retiree management will

be about $1 million per year from the O&M Army Reserve (OMAR) appropriation.
Reserve Personnel Army (RPA) costs for 56 militarv wou.d be about $0.% million
per year (@ $14,500 per military man-vear). Thus, the direct cost of the

Army retiree recall program is about $£1.8 million per vear (excluding indirect

RCPAC costs such as utilities. rent, postage, etc).

As discussed previously, the Army has discovered numerous problems
associated with the recall of retirees to extended periods of active duty

in wartime. Thes: include:

. Promotion consideration
® Uniform allowance
[ Insurance conversion (Veterans to Servicemen's Group

Life Insurance)

L) Survivor Benefit Program
. VA disability compensation
. Accessing retirees to the active pay system
] Recomputation ¢f retired pay upon release from active duty
. Gl Bill/Veterans Education Assistance Program
® CHAMPUS entitlement
L Reemplovment rights
. Skills acquired since retirement
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° Nonmedical deferment/exemption

. Assistance to dependents

. Kev civilian employee status

° Screening of requests for medical deferment

) Orientation for wartime positions

] Refresher training

® Assignment restrictions (CONUS vs worldwide)

° Grade/skill substitution criteria

° Establishment of field and master personnel records

. Revised medical fitness standards 3

M Professional certification for medical, legal, and ecclesiastical :
personnel j

The Army has moved to resolve these issues by the formation of a Head-
quarters, Department of the Army working group, chaired by DCSPER, consisting
of members from responsible Army Staff agencies. Position papers are being
prepared for consolidation by DCSPER. An omnibus paper will be staffed and
published early in 1981, following which actions will be taken to change

regulations, submit legislative proposals, etc. In addition, OSD is

establishing a joint Service working group to address issues related to

the recall of retirees.

Army Retiree Recall Program Summary

In summation, the Army retiree recall program is progressing well.
Although actual preassignment of the Class I and II retirees has begun
only on a test basis, the program is in place to recall retirees if mobili- i
zation occurred today. The Army's current program will meet or exceed the
0SD guidance on the preassignment of retirees. However, the current Army

program must be considered to be a preliminary effort that must be refined

as time permits. Several areas require improvements:
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The current Army requirement for retirees is based only on

one scenario--full mobilization. Although the Armv does not
plan to recall retirees in a partial mobilization, it has no
automated process to identify selected, high-priority positions
to be filled by retirees. For that reason, the Army would

be unable to recall quickly a substantial number of retirees

if needed during the early stages of a full mobilization prior

to declaration of a national emergency by the President.

The current Army wartime requirements system does not specify
time-phased requirements with the result that all retirees
are ordered to report not later than ™ + 7 davys. Althcugh
the actual reporting dates will vary, up to 120,000 retirees
will be reporting over a period of a few davs. This may
create an unacceptable burden on Army facilities that will

be straining under the load of units preparing to deploy and
a major influx of fillers from the IRE. The requirements
determination system should be mcdified to provide time-

phasing for positions to be filled by retirees.

Retiree personnel records require a substantial effort to

add missing data.

RCPAC has not yet established automated files on Class III
retirees holding critical skills. If the data were available,
retirees over the age of 60 holding critical skills, (e.g.,

medical) could be recalled on a selectrive basis.

Retiree preassignment orders lack any specific codeword that
would cause the retiree to report for active duty. It is
likely that many retirees would report under conditions of
partial mobilization declared by the President such as call-
up of some units of the Selected Reserve (100,000 call-up

authority) or other declarations of a national emergency.
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Navy Retiree Recall Program

In response to OSD guidance, the Navy has begun to establish a
retiree recall program similar to the Army program described above. The
Navy's program was begun later and thus, lags behind the Army program in i
some areas. However, the situation within the Navy is considerably
different from that of the Army, and the later start may have only limited
effect on the Navy program.

Mobilization Positions for Retirees |
At the present time, the development of the Navy's retiree recall |

program is awaiting further refinement of wartime manpower requirements.

Although a gross wartime manpower requirements has been established, the

positions to be filled by retirees have not been identified. As discussed

in Section 3 above, the Navy employs the Navy Manpower Mobilization

System (NAMMOS) to determine both shore-based and sea-based wartime man-

power requirements. Phase I of the NAMMOS development effort establishes

; the wartime requirement for the Selected Reserve for the first 60 days

of a conflict. Phase I was completed in FY 1980.

NAMMOS Phase II will extend the wartime manpower requirements
analysis to M + 180 days and identify positions to be filled by the IRR,

retirees, and Standby Reserve. The Phase II development work will con-

! tinue through FY 1981 and beyond. Members of the staff of the Deputy

; Chief of Naval Operations (Manpower, Personnel, and Training) (OP-01) have
: ipdicated that a preliminary list of positions to be filled by retirees
will be published during FY 1981. At that time work can begin on pre-

:
H
; assignment of retirees against mobilization positions.

Retiree Personnel Data

Responsidilitv for implementation of the retiree recall program
will be assumed by NRPC in New Orleans. NRPC maintains automated per-
sonnel records on all Navy retirees (active and Reserve) and thus, is
in position now to assign reitrees against mobilization requirements

based on grade, skill, and geographical locations. However, NRPC retiree
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files contain numerous omissions, creating the need for update of the
files. The Navy plans te query its retirees regarding missing information,

skills, phvsical status, etc.

The Navy has a substantial pool of nondisabllity retirees as shown

in Table 7.3.

TABLE 7.3

NAVY RETIREE DISTRIBUTION (NONDISABILITY)
(As of January 1980)

Class I Class 11T Cla<s IIT Totals

Officers

Regular 10,718 10,283 35,630 59,631

Reserve 9,545 10,281 90,688 106,514

Subtotal Off 16,263 20,564 126,318 166,145
Enlisted

Regular 4,141 14,950 85,455 104,546

Reserve 2,072 4,466 4,285 15,823

Fleet Reserve 45,412 35,182 1,374 _81,968

Subtotal Enl 51,625 34,598 G, 114 202,337%*
Total Officers

and Enlisted 67,888 73,162 225.432 368, 482%

*
Does not include 53,348 Regular and 3,565 Reserve enlisted retirees whose

release dates from active duty are unknown.

Table 7.3 shows that the Navy has about 133,000 retirees in Classes I and
IT1 (as defined by 0SD) who could be available for recall upon mobilization.
However, the retiree files, particularlv for enlisted perscnnel, will have
to be updated to add dates of release from active duty (as indicated in

Table 7.3) and to confirm dates of birth for some 18,000 enlisted retirees.
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Preassignment Actions

Except for the augmentation of AFEES (discussed below), the Navy now

preassigns retirees only to the Convoy Commodore program. Convoy Commodores
are recently retired admirals and captains who had significant tactical :
command at sea immediately prior to retirement. The Convoy Commodores
would go to sea on merchant ships during wartime to assist the merchant
captain in communicating with Navy escorts and in convoy tactics. About !
300 retirees are in the program at any time. Some of the members of the

program are recalled to active duty periodically to participate in convoy

exercises.

Navy plans regarding the preassignment of significant numbers of
military retirees are not yet firm. NRPC currently is capable of assigning
retirees to specific billets if mobilization should occur. Notification
would be either by Mailgram or the US Postal Service. The Navy believes
that its retiree assignment and notification systems will provide adequate
response to meet its needs upon mobilization. For this reason, the Navy
may resist any guidance to preassign retirees during peacetime, preferring
instead to retain flexibility to meet various mobilization scenarios. Re-
finement of time-phased wartiﬁe manpower requirements, however, will
likely show a need for significant numbers of retirees within the first
30 days. These should be preassigned in peacetime in accordance with
0SD guidance.

Reriree Management

Present planning within the Navy makes no provision for resources
to manage retirees. NRPC reported that it is not now staffed to manage
retirees beyond maintaining personnel files. It appears that if the Navy
begins to preassign {ts retirees, a significant personnel management
workload may be created similar to that experienced by the Army. At a
minimum toll-free lines would be required, together with ADP support and
sufficient numbers of personnel to answer queries, process changes in

physical status, update retiree records, etc.
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Navy Retiree Recall Program Summary

In summation, the Navy retiree recall program i< progressing, but

slowly. The following major points pertain:

] It appears thar the Navyv is capable of merting OSD guidance
to preassign bv end-FY 148l retirees required to fill positions
between M-Day and M+30. However, there i: no evidence that

the Navy slavs to preassign thuse retiree:

® The Navy rtetiree personnel records are caiable o7 supperting
mobilization assignment accions teodav. However. mech work

recains to be done ir updating the records.

® identificarion ¢f positions to be filled bv retirees is
impeding the Navy's capability to utilize retirees in the

event mobilization occurs in the near future.

® The absence of resources for retiree management could impair

the future affectiveness of the Navy's retiree recall program.

Marine Corps Retiree Recall Program

The Marine Corps is moving to establish a retiree recall program
in accordance with 0OSD guidanre. Major parts of the retiree recall

system were exercised successfully during exercise PROUD SPIRIT in late

1980 and planning continues as described below.

Mobllization Positions for Retirees

The Marine Corps is in the process of identifying mobilization posi-
tions to be filled by retirees. Retirees will be assigned primarily to
positions in CONUS including staffing of the 50 mobilization stations, base
support activities on Marine Corps installations, and for dutv as casualty
assistance personnel. 1In addition, some retirees may be assigned to the
Force Servic:e Support Groups of the Marine Divisions. Curvrent plans call-
tor the identification of about 15,000 positions to be filled by retirees

under the present (4 Divisions/Wings) wartime force structure.
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Responsibility for the selection of positions to be filled by retirees
is within the Office of the Deputy Chief of Staff (DCS) for Manpower, {
Headquarters, Marine Corps. Based on the criteria described above, DCS i 1
Manpower staff members select positions to be filled by retirees and con- ;
struct a ''requirements" tape which 1s sent to the Marine Corps Reserve
Forces Administrative Center (MCRFAC) in Kansas City. MCRFAC compares the i

retiree file to the requirements tape and issues assignment orders.

Retiree Personnel Data

MCRFAC is responsible for maintaining automated perscnnel records on
all Marine Corps retirees. Automated files are constructed from information
extracted from JUMPS or Reserve pay system files at the time of retirement.
Paper records for retirees are sent to the National Personnel Records Center

in St. Louis, MO, following retirement of the individual.

MCRFAC updates retiree personnel data files semiannually through the
use of questionnaires. In addition, retiree files are compared to Veterans ]
Administration files on a quarterly basis to identify retirees who have
been granted a VA disability. Results of PROUD SPIRIT indicated that the
health status of retirees is out of date to a greater degree than anticipated
as many retirees reported they were disabled. Thus MCRFAC is anticipating a

significant workload in bringing the retiree files up to date.

Table 7.4 displays the distribution of nondisability Marine retirees

by class and component:

Presssignment Actions ’

During Exercise PROUD SPIRIT, the Marine Corps implemented its re-
tiree recall procedures on a test basis. Approximately 3500 positions were

chosen for fill and retirees were assigned to them. Based on the results"

of PROUD SPIRIT, the Marine Corps plans to expand the program to additional
positions and to predesignate retirees against those positions. That is re-
tirees will be earmarked to fill specific positions but notification will be

limited to "Dear Retiree" letters informing those selected that, in the
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event of mobilization, they would likelv he rec.lled 1o active dutv and
sent to a CONUS installation to fill a certain type o posirion. Upcn
mobilization, the Marine Corps plans to finalize the ratiree requirements, DS
make assignments, and notify selected retivees by Exprass Mail. Mailgranms
are not used due o the uncertainty surrounding Westera Unica's ability to

handle the load imposed upon it at the time «f mobilizsticn. The Marine

e

Corps beliasves that Express Yail, with its overnight delivers, will be

able to meet Marine Corps novification requiremcnts.

TABLE 7.4

MARINE CORPS RETIREE DISTRIBUTION (NCTDISABILITY
(As of 31 January 1981)

Class 1 Class 11 Class 111 Totals
} Officers
Regular 3,481 2,1 5131 11,747
Reserve 1,288 715 1,764 3,767
Subtotal 4,769 3,850 -, 895 15,514 ”'
Enlisted
Regular* 7,553 11,350 14,231 33,134
Reserve 629 4136 477 1,533
Subtotal 8,173 11,786 1.,708 34,667
Total Officers
and Enlisted 12,940 15,636 21,603 50,181

*
Includes Fleet Marine Corps Reserve

Retiree Manugement

At the present time, Marine Corps resources devoted to management of
retirees are limited to the maintenance and updating of personnel records at
MCRFAC. There are nc plang o add persounnel managers or toil-froo lines
to handle retirvee queries and personnel prahlems that are likelw ©ooarvrise

as a result uf the "Dear Retiree' letters.




It should be noted that MCRFAC, as its name implies, is a Reserve
force administrative center rather than a personnel management organiza-
tion. This is amply demonstrated by its staffing mix of 10 military and
110 civilian emplovees. Approximately 807 of the civilian employees are
clerk~typists whose job is to maintain Reserve personnel records. Thus
MCRFAC is not staffed to handle retiree personnel management problems. Al-
though this situation may change over time, unless immediate action is taken
to add missions and resources to MCRFAC, the Marine Corps will be unable

to respond ad2quately to retiree personnel management problems as they

arise.

Marine Corps Retiree Recall Program Summary

In summation., the Marine Corps retiree recall program is progressing

well. Highlights of the program are as follows:

™ The Marine Corps is able to meet 0SD's guidance to
preassign by end-FY 1981 those retirees required to fill
pysiticns between M-Day and M+30. However, the Marine Corps
plans ro retain flexibility by providing only general noti-
fication to 1ts retirees rather than issuing preassignment

orders.

. Althou:th the Marine Corps retiree records require considerable
undate and improvement, retirees could be assigned against

required positions if mobilization occurred today.

o The ab: ence of resources to manage retirees could reduce

the ef ectiveness of the retiree recall program.

Alr Force Retiree Ficall System

The Air Force is also moving to establish a retiree recall program
along the linvs of the guidance from 0SD. The following discussion

shows that th. Air Force 1is presently capable of recalling retirees to meet
wartime requirements and will meet schedules prescribed by 0SD for establish-
ing data files on Ciass I and II retirees. However, the Air Force currently
has no plans ‘o preissign retirees except for AFEES augmentation. Details

of the Alr Force prgram are described below.
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Mobilization Positions For Retirees

Mobilization pcesitions for Air Forece retri-ees are not identifried 'n

advance of the mobilization event. Instead, the Air rorce uses its '‘pull

system,"” described iz Section 3, to identify individu:l maniower require-

ments after mobilization.

The Air Force will normally recall retirees to replace a deploved
member or fill a wartime requirement in a unit that has not ver deploved.
Thus, retirees are not required to be on active {uty until s consider.bl.

(but unspecified) number of davs after mobilization. The Air Force be-

lieves that its "pull system" will be able to identif: requirements f..r 1
retirees after M-Dav in time to meet the needs of the MAJCOMs. However,

a detalled reviaw of Air Force rime-phased wartime mannower requirements
may identifyv additional positions that must be filled within the firsr
30 days before the retiree assignment svstem is abie t» respond. Tf =0,

retirees should be preassigned to meet these early recuirements.

Retiree Personnel Darta i

The responsibility for maintenance of retiree pursonnel data is split
between the Air Force Manpower and Persovnnel Center (AFMPC) and the Air
Reserve Personnel Center (ARPC). Alrhough an automete! file is maintuined

by AFMPC for all retirees, AFMPU updates the fi'les {or regular retirecs

while ARP( updates those for Reserve retirees. llard copy rocords for a1l
retirees (except for General Officers and those on the Temporar: Disability
Retired List) are stored at the Natioral Personnol Koo rds Centor o in Sc.

Louis, MO.

The Potential use of retireeg upon mobilization has caused the Air

|
!
r
Y

Force to upgrade its retiree records. The file was constructed originally

to comply with rhe requirements of law that the Secretarv maintain a

‘retired
list." That "compliance file" contained only a minimal information includ-
ing nawme, rank, date of birth, date of retirement, and section of Jaw under
which the individual retired. The Air Force upgraded the {nformation hy
extracting the Air For-e Finance Center records and bv querving retirees

for recent skill, hea'th, and address changes. Revords for Class I retirees

are now in reasonably good condirion while those on Class IT require further
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work before they are fully usable for purposes of mobilization. Class II
retiree files should be usable before end-FY 1983, meeting OSD guidance.
Automated files are also avallable for Class III retirees; however, skill
and other critical data elements have not been updated. The Air Force

is searching for ways to do this without a manual review of Class III

retiree records stored in St. Louis.

Updating of Air Force retiree files in the future will be accomplished

as follows:

° Regular retirees are asked to verify recall data at the 13th
and 37th months following retirement. These dates were
selected on the basis of permanent settlement (following
the 12-month final move period) and after the retiree has
settled into a new career (if applicable). A copy of the

questionnaire is attached as Appendix F,.

] Skills (AFSCs) will be converted semiannually so that retiree
skills will match the most recently approved list of skills

Alr Force-wide.

The Air Force does not plan to restrict to CONUS the assignments of
retirees recalled in the e¢vent of mobilization. Thus, recalled retirees
will be eligible for worldwide assignments. For this reason retirees having
30% or more VA-awarded disability are omitted from the available mobiliza-
tion assets. The identification of this group of personnel 1s accomplished
by extract of the Air Force Finance Center automated files. The Air Force
manages the recall of Colonel and General Officer retirees on a case-by-
case basis. Air Force Regulation 28-5 has been revised to include admin-

istrative procedures to be used for the recall of retirees.

The distribution of Air Force retirees is shown in Table 7.5.
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TABLE 7.5

AIR FORCE RETIREE DISTRIBUTION
(as of 30 September 1980C)

Class 1 Class 11 Class ITI Totals
Dfficers
Regular 14,530 12,028 28,142 54,700
Reserve 2,342 7,529 n5,161 75,032
Suhtotal Off 16,872 19,557 “3,303 129,732
mlisted
Regular 68,705 114,699 159,410 342,814
Yeserve 5 0 3, 409 3,414
Sabtotal Enl 68,710 114,699 162,819 346,228
Toral Officers
and Enlisted 85,582 134,256 256,122 475,960

Preassignment Actions

With the exception of the AFEES program, which is discussed below,

the Air Force does not plan to preassign (hip-pccket crders) or predesignate
(computer match of person and requirement) its retirees in peacetime. The
Air Force believes that its policv provides the most flexibilitv to meet

a wide range of mobilization and deplovment scenarios. Further, for reasouns
explained previously, the Air Force believes that its requirements deter-
mination, assignment, and notification systems are adequate to meet time-
phased individual manpower needs without preassignment or predesignation

of retirees in peacetime.

Ipon mobilization, or earlier when requirements are firm, ARPC
receives automated assets (regular and Reserve) and requirements informa-
tion from AFMPC. Assets are matched against requirements and the indivi-
dval is notified by Mallgram. ARPC then transmits assignment data to AFMPC
re access retirees to active files and to establish field personnel records

at the gaining installation.
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The retiree assignment system was recently developed by ARPC and is
currently operational. Selection is based on skill, grade, and geographic
location. Grade substitution is allowed on the basis of "1 up - 1 down."
The primary source of retirees are those who have been retired 3 years or
less and are less than 56 years of age (a subgrouping of Class I retirees).

Extensive tests of the retiree assignment system are planned during FY 1981.

Retiree Management Actions

Personnel management of Air Force retirees will be accomplished largely
within current assets. Regular and Reserve retirees will continue to receive
approximately 6 information mallings per year and will continue to have access
to ARPC through the existing toll-free lines (now receiving a total of 500 to
600 calls per day, primarily from members of the Air Force Reserve). This
level of effort should be entirely adequate as long as the Air Force does
not preassign its retirees in significant numbers. If that should occur in
the future, additional personnel managers would be required at ARPC to

administer the program.

At the present time, ARPC has added a total of 9 enlisted members
to its staff to administer the 13th and 37th month regular retiree surveys.
One of the individuals will screen medical documentation submitted by

retirees to reflect changes in physical status.

Air Force Retiree Recall Program Summary

The Air Force retiree recall program differs substantially from that

of the other Services as demonstrated by the following points:

. Except for AFI'ES augmentation, Air Force retirees will
not be preassigned in peacetime. Retirees will not be

used to fill the earliest wartime requirements.

[ The Air Force excludes Colonels, General Officers, and those

having greater than 30% VA disability from automated recall.

. Recalled Air Force retirees must be physically qualified and

will be subject to worldwide assignment.
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° Retiree recall data will be verified with the retiree at the
13th and 37th months following retirement. Addresses and

skills will be updated automaticallv.

L) Air Force time-phased manpower Tequirements should be re-

B

fined to identify positions requiring earl- fill by retirees

and individuals should be preassigned to tiose pisitions.

JOINT AUGMENTATION UNITS (JAUs)

0SD has established a special program to utilize retirees upon
mobilizaticn to augment the Armed Forces Entrance and Examining Stations
(AFEES). The AFEFS are under the control of the Military Enlistment

Processing ~ommand (MEPCOM), a joint activity for which the Army 1is Execu-

tive Agent. Thare are 67 AFEES throughout the United States and its ter-

ritories.

In the event of mobilization, the AFEES must expand rapidly in order
to process the influx of personnel entering the Armed Forces. The major
requirement for expansion is in the area of health professionals to conduct
physical examinations and administrative personnel required to process

inductees. 3

The AFEES program was initiated by the establishment of 67 Joint
Augmentation Units (JAUs) on the basis of oune for each AFEES. Augmentation
positions for full mobilizatioun tortaled 5,524 military personnel. The
Services were tasked by 0OSD tc fill the requirements as indicated in Table 7.6.
By memorandum of 24 March 1980, the Assistant Secretary of Defense (MRASL)
directed the Services to preassign retirees to fill the JAUs positions not

later than 1 January 1981. ]

Although each Service has taken some actions to fi1l JAUs positions, .
progress has been slow. Administrative problems arose in the areas of
selection and assignment procedures, pay, refresher training, Service coordin-
ation with MEPCOM, positions requirements, etc. Additional guidance was
provided by OASD(MRASL) memorandum of 28 October 1980 and assignments to the

JAUs has begua.
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TABLE 7.6

AFEES MANPOWER AUGMENTATION AUTHORIZATIONS
FOR FULL MOBILIZATION

AIR MARINE

SPECTALTY ARMY NAVY FORCE CORPS TOTAL
Physicians 193 96 96 385
Psychologists 145 73 73 291
Nurses 145 73 73 291
Chief Disp NCOs 50 25 25 ) 100
Med Tech 273 137 137 547
Lab Specialists 158 78 78 314
X Ray Specialists 111 56 56 223
Admin Personnel 1,551 776 641 405 3,373

TOTAL 2,626 1,314 1,179 405 5,524

As of 1 January 1981 the Army, Navy, and Marine Corps had begun
the assignment process and the Army and Navy had actually assigned a
total of 1950 personnel to AFEES positions. ARPC, which is responsible

for the Air Force JAUs program, has begun soliciting volunteers.

Some Services have expressed concern that the JAUs program will
unduly deplete the supply of medical personnel available for other positions
that are critical to mobilization. 1In the case of the Air Force, initial
queries will be made only to Class III medical retirees in the hope that
younger, more recently retired medical personnel will remain available for
other mobilization 1ositions. If successful, this apprcach might be used
by the Army and Navy to conserve scarce medical resources. However,
neither the Army nor the Navy 1s able to identify accurately Class III
medical retirees in its current automated reécords. The Army lacks skill
information on nearly all Class III retirees. The Navy's skill information

is somewhat better, but is still inadequate for the purpose.

CONCLUSIONS AND RECOMMENDATIONS
As a result of the foregoing evaluation of Service retiree recall
programs and related OSD guidance, the GRC study team has reached several

conclusions. The conclusinns are presented in this section followed by a

list of related recommendations.




Conclusions

The initiatives undertaken bv 0OSD ar.) the Milirar, Lopsriments
to utilize retirees upon mokilizati - zub.rant. :llv inproves
the supply of pretrained individual. vaiighic for milltorey
duty.

All Services have taken steps toward t.o .stadlishment of

a retirec recall program. Although “Le Servic s vary in

their degree of progress, each is = . cav.nle »f recalling

some retirees in the event of mobili-tic..

The retiree recall programs are stru-turad according to the

warti-ie manpower requirements and manigoment striicture pecu-

liar to each Service. These differe:ces should be of little
conceru to OSD so long as each Service is capable of utilizing
retirees to supplement the suppiv of wartime manpower in the

event of mobilization.

All Services have incurred manpower and funding costs in

establishing their retiree recall programs.

The Army, with its forthcoming retirce preassignment program,
recognizes a substantial retiree personnel management workload
for the foreseeahle future. If the cther Services undertake

a preassignment program comparable to that planned by the

Army, thev should also auticipate the need to provide resources

for retiree management.

Neither the Army nor the Navy receives automated information
on VA-awarded disabilities for use in their retiree recall

progcoms. Both should find ways to do so.

Regular and Reserve persounnel whe have retired with 20 or
more vears of active service should be equally vulnerable teo
racall 4n the event of mobilizatiorn. Tegislation is required

to amend Ti{tle 10, USC for this purpuse.

Under current law, Reserve retirees mav request discharge

while awaiting the attainment of age %0 and commincement of
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retired pay. Title 10, USC should be amended to require
Reservists to maintain membership in the Retired Reserve during

this interim period so that these retirees would be available

1+ s apa Srmenio s SEAI T

for recall in the event of a national emergency.

® With the exception of the JAUs program, Service compliance
with OSD guidance to '"preassign retirees to those positions
that must be filled by M + 30" is spotty. The Army will
comply fully. Navy preassignment plans are not yet firm.
Marine Corps retirees will be predesignated but, for the i
most part, will not be preassigned. The Air Feorce does not

now plan to preassign or predesignate its retirees.

L] The Army and Marine Corps are ahead of the other Services
in the identification of positions to be filled by retirees.
The Navy will identify retiree positions during FY 1981.
Air Force does not now intend to identify, in advance of

mobilization, positions that will be filled by retirees.

(] Fetiree assignment policies vary widely across the Services.
The Army will restrict retirees to CONUS positions (except
for volunteers). The Marine Corps will assign retirees pri-
marily to CONUS, but will assign some retirees involuntarily
to deploying units. The Navy retiree assignment policy is
not yet established. The Air Force makes no restriction on
retiree assignments, although initial assignments will be to
CONUS-based units. This issue should be studied further
by OSD.

) The recall of retirees creates many heretofore unrecognized
personnel management and administrative problems. An 0SD
working group has been formed to assist the Services in ]

finding solutions to these problems.

° The Armv's retiree requirements determination system should

be improved to identify time-phased reporting requirements.
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. Assignments of retirees to fill wartime ;. siti. s in the
AFEES is lagging behind the schedule est:-lishe! b, OUD.
The Air Force has made the least progress. All Sevvi -s
and MEPCOM should make a major effort te seiect and axsign

retirees to the JAUs positions.

° The use of Class 1.1 medical retirees in AFEES -‘ould reduce
the drain on scarce medical rescurces among Class 1 and T1
retirees. However, Army and, to a lesser =xten’, Xavy auvtomited
records on retirees are not sufficient to permi: the identi-

fication of Class 111 medical retirees.

. Only the Army has identified resources for manajyement of
preassigned recirees. The others will also require additional

resources if they preassign substantial numbers of retirees.

Recommendations

GRC makes the following recommendations related to the retiree

recall programs:

. That OSD continue to urge the Services to refine their
time-phased wartime manpower requirements and tc identify

in peacetime positions to be filled bv retirees in wartime.

] That OSD guidance to the Services coatinue to erphasize
preassignment of retrirees to positions raquired to be filled

by M + 30.
. That OSD sponsor legislation to amend Title 10, JSC to:

- Equalize recall vulnerabilitv for all persons whe

have retired after 20 or more .ears of active service,

- Require Reserve retirees to maintain membership in
the Retired Reserve as a condition for draving retired

pay at age bH0.

. That the Services and MEPCOM be directed to accelecrate

efforts to assign retirees to AFEES positions.




e A e

That OSD direct the Services to utilize Class III medical
retirees in AFEES positions to the extent possible.

That OSD monitor the retiree personnel management workload
experienced by the Army and support appropriate requests
from the Army and other Services for retiree managemen:

resources.

That the Army and Navy establish automated procedures for
considering VA-awarded disabilities in recalling retirees

for mobilization.

That the Army be directed to improve its retiree recall
program by adding the capability to respond to partial

mobilizations and to handle time-phased requirements.

That OSD study further the issue of assignment restrictions

for recalled retirees in wartime.
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SECTION 8
ISSUES FOR FURTHER ANALYSIS

INTRODUCTION

This section discusses major issues that have been identified
during the course of this study together with related areas requiring
further analysis. The issues are treated at the summary level with
emphasis on OSD policy implications and the identification of problems

requiring additional analysis.

Issues are consolidated under several general headings in order

to develop coherent topics for future analysis. The following categories

of issues are discussed in the order listed:

. Supply nf pretrained individual manpower

. Management of pretrained individuals

. Manpower mobilization issues

. The need for marginally qualified manpower

It should be noted that the order in which these topics are presented
is not intended to imply a relative order of priority for future analysis.
In the discussion that follows, however, the most important issues are

highlighted to assist OASD(MRA&L) in making decisions on the relative

priorities for anal-sis.

SUPPLY OF PRETRAINED INDIVIDUAL MANPOWER
Numerous initiatives have been undertaken by the Military Services

to increase the supvly of pretrained individual manpower for mobflization.

However, no consist.nt, reliable method has been developed that will

provide accurate pr: jections of the impact of these initiatives on the

future supply of pr..trained individuals. By the same token, little work
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has been dune to determine the relative costs and benefits 7 the war.ous
initiatives. Additicnal anaivsis should be undertaken bv 08) to develop |
the cost-benefit relationships of present and fu-ure wsr-rengrh iniriatives

and to dev-lop methodology tc assist 0OSD and the Servi es in the projecticn

PASAS

~

of future strengths ¢f the IRR, ING, and TMA prourams .

The supplv of pretrained individuals depen.ds not onlv 1 nanagenent !
initiative: to improve the present program bhut al!so pu.icy variables auch
as length ¢f milirary service obligation, erlistment (~tions., etc. Bused *

on the results of this study, it appears that 0OSi} has ‘onsidered most of

sl

the available management initiatives and that these wi!l produce limited

strength improvements over time. Major addition. l improvemerts in strength

will come only with changes in policy such ar:
. Longer military service obligarion

. Creation of a new Reserve category that permits the call-up

oy

of individuals who are bevond their contractual period of

ey o

service (possibly requiring special suthorization by Congress

under conditions of dire national emergencw)

° A conscious decision to accept the sharply increased costs
of shorter periods of active duty in order to strengthen

the IRR

® Expansion of direct enlistment and IRK reeunlistment bonus

programs

Research in these and other areas would be beneficial to 0SD in develop-
ing longer term policy {initiatives that may eventually be required in

order to ensure an adequate supply of pretrained individuals.

MANAGEMENT OF PRETRAINED INDIVIDUALS

-

There are two major problems relating to the management of pre-
trained individuals that require further analysis. The first 1s the
extent of participation by enlisted members of the IRR. The =econd is

the issue of skill refresher rraining for the [RR. 1




Enlisted Participation

e 2y
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During the course of this study, all of the Services reported a
lack of participation by enlisted members of the IRR, most of whom are
completing contractual periods of service and have no interest in maintain-
ing or upgrading their military skills. Many do not even acknowledge that

they have a continuing service obligation.

In the face of this attitude problem, OSD should undertake additional
analysis to identify ways to improve the propensity of obligatéd enlisted
personnel to maintain current skills and, possibly, to extend their service
in the IRR beyond their contractual periods of service. The IRR reenlist-
ment bonus provides an important, but as yet unmeasured, first step toward
encouraging continued service by enlisted personnel. Three additional

areas should be considered in the future:

. Outprocessing procedures used by the Services at the time

the enlisted person is released from active duty

° Possible additional incentives to encourage participation

(both monetary and non-monetary)

. Additional personnel management steps that might be undertaken

by the Services

Training of Members of the IRR

The second major area of management analvsis is that of training
of the IRR. Given that most members of the IRR have been released from
active duty for less than 3 years, it is not clear how much training
should be provided for them, especially in view of the limited training
resources available. Skill decay factors, which could provide some guidance,
are largely not available. The Services lack even the most rudimentary
training guidance r:lating to individuals with high-, medium—, and low-
technology skills. This represents a major area of analysis that will

impact directly on the future effectiveness of the available pretrained

manpower at the tim: of mobilization.

— ——————— L .




MANPOWER MOBILIZATION ISSUES
Several areas of analysis have been identified for resolution under

this heading.

Wartime Manpower Requirements

The development of time-phased, wartime manpower requiremeants is criti-
cal to the success of the pretrained individual manpower program, With-
out accurate requirements, it is not possible to know whether the supply i
of pretrained individuals is adequate to meet Service needs. Althcugh ;

the Services have made progress, much work remains tc be done to refine

the initial estimates that now form the basis for wartime manpower plan-
ning. For example, the numbers, skills, and grades of individuals re-

quired to report on or immediately after M-Day is not well dafined. This
affects the required composition of the IRR, Service preassignment policy
and other elements of mobilization planning. OSD should continue efforts
to evaluate critically the Service estimates, including both methodology
and results. This will necessarily be a long-term research =ffort that

must be undertaken with the full cooperation and support of the Services.

Preassignment of the IRR and Retirees

Current OSD guidance requires that the Services identify positions
that must be filled by M + 30 days and preassign members of the IRR and
retirees to those positions in peacetime. Service response to this
guidance varies widely for reasons described in this report. 0SD should
undertake additional analysis in this important area to idenrify the
precise factors affecting Service preassignment policies. This analysis,
which should be coordinated with that described previously in the area

of wartime manpower requirements, should address factors such as:

™ Degree of mobilization (full/partial) ,
[}
. Scenario (Europe, Asia, Middle East) .
o Tvpe of position
° Urgency of f{l1ll
° Responsiveness of the personnel assignment and n tification
svstems
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The analysis should lead to the refinement of OSD preassignment policies

that are tailored to the unique requirements and missions of each Service.

: Priorities for Recall

Mobilization planning appears to have outpaced policy guidance 1in the
; the area of establishing priorities for recall of the various groups of
pretrained individuals. Factors affecting the order in which groups are

recalled include:
. The legal authority for recall

° The sequence of events leading up to recall (period of tension,
100,000 call-up, etc.)

] Service perceptions of the relative contribution of each
group

° Service mobilization procedures

. Policy guidance on issues such as the recall of retirees

short of full mobilization

The objective of such research is to develop 0SD policy guidance to assist
the Services in their mobilization planning and to establish procedures

for OSD use during a full or partial mobilization situation.

Mobilization of Retirees . I

Section 7 of this report identifies numerous issues that have been
raised by the Services relating to the recall of retirees. Although
the Services are working to solve these problems, additional 0SD guidance
and assistance will be required to solve the underlying legal, administra-
tive, and financial problems involved. OSD should continue to pursue
these areas and conduct additional research to assist the Services in

finding solutions to these problems.

Mobilization Procedures

Each Service employs mobilization procedures unique to its situation.

Planning for the mobilization of pretrained individuals reflects many




factors such as the size of the shortfall of pretrained manpower, the
time-phasing of wartime requirements, possible scenarios for mobilization,
outside constraints (e.g., transportation), Service organization (active/
Reserve), etc. Additional analyvsis should be undertaken by OSD to identify
potential vulnerabilities and to assure that the mobilization of pre-
trained individuals can be accomplished in support of Service mobiliza-

tion plans. Areas o! eva’uation and research include:

. Vulnerability of the Services to the dependence upon Western

Union Mailgrams for notification of individuals on or shortly

after M-Day
o Medical examination policies
° Capability to process individuals to active personnel and

pay systecms

) Ability of installations and bases to absorb large numbers
of individuals in a short period of time (equipment, clothing,

housing, food, etc.)

. Ability to achieve yield factors as directed by 0SD

MARGINALLY QUALIFIED MANPOWER

One of the ways to increase the supply of pretrained individuals
is to develop programs that will add to the IRR significant numbers of
marginally qualified individuals who have received only minimal training
and little hands-on experience. Although these individuals could not
perform at the level of a fully qualified Service member, they would be
immediately available for recall in the event of mobilization, well ahead
of inductees who have no prior military training. The question to be
answered is the extent to which Service wartime manpower requirements
should be met by such individuals.

The Armv, with its large wartime manpower shortfall and ability to
utilize relatively inexperienced personnel in some jobs, 1s pursuing pro-

grams ta add such individuals to its IRR. The Air Force, on the other hand,




believes that it does not need any such individuals. This is a complex
issue which requires considerable analysis on the part of OSD and the
Military Services. A necessary first step will be the refinement of

wartime manpower requirements to identify more precisely the numbers of

!
}
i
minimally trained individuals required in the early days of a war. If ‘
the requirements cannot be met by other means, OSD sliould direct the r

Services to establish programs such as IRR direct enlistment to meet the

early needs for marginally qualified individuals.

LA Y A v ¥ g

—.




APPENDIX A

LIST OF VISITS

During the course of the study, visits were made to the Office of
the Secretary of Defense, the Services, and the National Guard Bureau.
Interviews were conducted with the staff agencies responsible for each
of the pretrained manpower functional areas in these headquarters in the
Washington, D.C. area. In addition, the study team visited the appropriate
Service Reserve and active military personnel centers outside the Washing-

ton area. The following is a list of agencies visited:

Office of the Secretary of Defense

Deputy Assistant Secretary of Defense (MRA&L) (Reserve Affairs)

Deputy Assistant Secretary of Defense (MRASL) (Military Personnel

Policy)
Army
Headquarters, Department of the Army
Office of the Deputy Chief of Staff Operations and Plans
(ODCSOFS)
Office of the Deputy Chief of Staff Personnel (ODCSPER)
Reserve Components Personnel and Administration Center (RCPAC),
St. Louis, MO
Navy

Headquarters, Department of the Navy

Office of the Chief of Naval Operations, Director of Naval
Reserve (OP-09R)
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Denuty Chief of Naval Operati.ns (Manpower,
Personnel and Training)/Chi. f of Naval Personnel
(OP-01)
Naval Military Personnel Command (NMPC), aArlington, VA

Naval Recruiting Command, Arlington, VA

Naval Reserve Personnel Center (NRPC), New Orleans, LA

Marine Corps
Headquarters, Marine Corps
Office of the Deputy Chief of Staff for Manpower
Office of the Deputy Chief of Staff for Reserve Affairs

Marine Corps Reserve Forces Administrative Center (MCRFAC),
Kansas City, MO

G-1, 4th Marine Division, New Orleans, LA

G-1, 4th Marine Aircraft Wing, New Orleans, LA

Air Force
Headquarters, Department of the Air Force

Office of Deputy Chief of Staff, Manpower and Personnel
(AF/MP)

Office of the Chief of Air Force Reserve (AF/RE)
Air Force Manpower and Personnel Center (AFMPC), San Antonio, TX

Alr Reserve Personnel Center (ARPC), Denver, CO
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The following is a list of acronyms used in this study.

APPENDIX B
LIST OF ACRONYMS

Acronyms

that are unique to a single Military Service have been annotated to show

the Service if it is not otherwise identified in the title.

AC

AD
ADA
ADP
AFEES

ASD(MRAGL)

AVF
:BPO
CHAMPUS
'ONUS
(ONLSA
( RPO
TA
CAT

)

Active component

Active duty

Air Defense Artillery (Army)

Automatic data processing

Armed Forces Entrance and Examining Station
Air Force Manual

Air Force Manpower and Personnel Center
Air Force Reserve

Air Force Specialty Code

Advanced Personnel Data System (Air Force)
Army National Guard

Air Reserve Personnel Center

Assistant Secretary of Defense (Manpower, Reserve Affairs
and Logistics)

All-Volunteer Force

Consolidated Base Personnel Office (Air Force)

Civilian Health and Medical Program of the Uniformed Services
Continental United States

Continental United States Army

Consolidated Reserve Personnel Office (Air Force)

Department of the Army

Department of the A’r Force
Deputv Chief of Staff




DCSOPS
DCSPER

DEP

DOD

DRC
EMTMS-USAR

FA
FMFLANT

GRC
IDT

IG

IMA
ING
Jau
JUMPS
MA
MAJCOM
MAPTIS
MCRFAC
MEPCOM
MILPERCEN
MOBDES
MOBPERS
MPP
MPPC
MRA&L
M50
NAMMOS
NCO
NGR
NMPC
NPS
NRPC

Deputv Chief of Staff for Operations and Plans (Army)
Deputy Chief of Staff for Personnel (Army)

Delayed Entry Program

Department of Defense

District Recruiting Command

Enlisted Mobilization Training and Management Syster - US
Army Reserve

Field Artillery

Fleet Marine Force Atlantic

Fiscal year

General Research Corporation

Inactive duty training

Inspector General

Individual Mobilization Augmentee

Inactive National Guard

Joint Augmentation Unit

Joint Uniform Military Pay System

Mobilization Augmentee (Air Force)

Major Command (Air Force)

Manpower Personnel and Training Information System (Navy)
Marine Corps Reserve Forces Administrative Center
Militarv Enlistment Processing Command

Military Personnel Center (Army)

Mobilization Designee (Army)

Mobilization Personnel Processing System (Army)
Mobilization Preassignment Program (Army)
Military Personnel Processing Center (Marine Corps)
Manpower, Reserve Affairs and Logistics

Military service obligation

Navy Manpower Mobilization System

Noncommissioned officer

National Guard Regulation

Naval Military Personnel Command

Non-prior service

Naval Reserve Personnel Center
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OASD (MRA&L)

JCAR
JDASDA(RA)

T
JMAR
JPMS-USAR
JPNAV
2AS
DM
EC
’IM
OMNCO
MO
oM
RC
RCPAC
LPA
RPIRS
RUCA
§GLI
¢IA
$HAL
€0A
$SAN
TAADS
1AG
TAR
LSAR
LSAREC
LSMCR
Lrc
VA
VZAP

Office of the Assistant Secretary of Defense (Manpower,
Reserve Affairs and Logistics)

Office of the Chief, Army Reserve

Office of the Deputy Assistant Secretary of Defense
(Reserve Affairs)

On—-the~job training

Operations and Maintenance, Army Reserve

Officer Personnel Management System, US Army Reserve
Office of the Chief of Naval Operations

Personnel Accounting System (Air Force)

Program Decision Memoranda

Program element code

Pretrained Individual Manpower

Personnel management noncommissioned officer
Personnel management officer

Program Objective Memoranda

Reserve component

Reserve Components Personnel and Administration Center (Army)
Reserve Personnel, Army

Reserve Personnel Information Reporting System (Army)
Reserve Unit Augmentee

Serviceman's Group Life Insurance

Station of Initial Assignment (Marine Corps)

Special Mobilization Augmentation List (Marine Corps)
Separate Operating Agency (Air Force)

Social Security account number

The Army Authorization Document System

The Adjutant General

Training and Administration of the Reserve (Navy)

US Army Reserve

US Army Recruiting Command

us Mgrine Corps Reserve

Unit type code (Alr Force)

Veterans Administration

Veterans Education Assistance Frogram

roven

PRI




]
VMP Voluntary Mobilization Preassignment (Army)
WARMAPS Wartime Manpower Program System
WO Warrant officer
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APPENDIX C
INITIATIVES RELATING TO
PRETRAINED INDIVIDUAL MANPOWER

The following 1s a list of management initiatives undertaken by

OSD and the Military Services to improve the availability and utiliza-

tion of pretrained individual manpower in the event of mobilization.

Extending the 6-Year Military service obligation to all\

members

Eliminating credit for time spent in the Delayed Entry
Program (DEP) in fulfillment of the 6-Year service obliga-

tion
Testing shorter active duty enlistment options

Screening of enlisted personnel for transfer to the ING/IRR

in lieu of discharge
Establishing an IRR direct enlistment program

Eliminating transfer of individuals from IRR to Standby

Reserve for the sixth (final) year of service obligation

Improving administrative transfer procedures from active

and Selected Reserve units to the IRR
Establishing an IRR enlisted retention program

Establishing an IRR officer retention pProgram

Preassigning IRR members to installations/bases or to specific

mobilization positions

Establishing an Inactive National Guard (ING) program

—l o




. Individual Mobilization Augmentee program

' Screening members of the Standby Reserve for transfer to the

Readv Reserve

. Legisiation to delete Selective Service screening prior to

mobilizing members of the Standby Reserve

——

® Identification of mobilization positions that could be filled i
by retired military personnel b
o Establishing personnel data files on retirees and developing

appropriate management programs

° Preassigning retirees in peacetime to appropriate mobilization
positions
) Selected Reserve NPS enlistment options
K
y
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APPENDIX D

AUTHORIZATION FOR INACTIVE DUTY TRAINING

The following Air Force Form 40a, Authorization for Inactive Duty
Training, is a 3-part form used by the Air Force to authorize and account

for inactive duty training performed by Reservists.




See instructions on reverse of Copy No. 3

AUTHORIZATION FOR INDIVIDUAL INACTIVE DUTY TRAINING
(THIS FORM IS SUBJECT TO THE PRIVACY ACT OF 1974)

AUTHORITY: 10 U S.C. 1332, Entitlement to Retired Pay;E.O. 9397, 22 Nov 43, Numbering System for Federal Accounts Relating to Individual Persons.
PRINCIPAL PURPOSES: To authorize the computation of payment and years of service in determining the inactive duty rraining performed by the
Reserve member. Use of SSAN is necessary to make podsitive identification of the individuail and record.

ROUTINE USES: To compute years of service and eligibility for retired pay, for evalunrion in awarding uniform maintenance allowance, to determine if
member meets requirements for retention in Ready Reserve, and for review during pr iderarion. Information may be disclosed ro any DOD
component including the Department of the Air Force at base, major command, and HQ USAF levels, and upon request, to other Federal, state. and local
agenctes in the pursuit of their official dutfes.

DISCLOSURE IS VOL.UNTARY. Failure to provide the information, including the SSAN. could result in the improper recording of training and retirement
credits, thus adversely affecting retirement actions.

I AUTHORIZATION

THIS USAF RESEAVIST IS AUTHORIZED TO PARTICIPATE IN INACTIVE DUTY TRAINING AS INDICATED BELOW
1. LAST NAME, FIRST NAME. MIDDLE INITIAL 2. GRADE| 3.3SAN 4. ORGANIZATION OF ASSIGNMENT

3. TRAINING LOCATION 6. TRAINING DATE(S)

’. ELIGIBILITY FOR TRANSIENT QUARTERS AND SUBSISTENCE

See AFRs 90-3, Chapter 4 and 146-7 Chapter S, Section. Reservists on inactive duty training (IDT) are authorized to occupy VOQ/VAQ, to include
use of contract quarters, at the location and on the date(s) shown above. On an [DT day, enlisted reservists in pay status are authorized subsistence in
kind provided the duration of training is 8 hours or more in any one day. When the duration of training is less than 8 hours - in pay status - or if the
duty is in a non-pay status, the reservists must pay the basic food charge.

FOR THE COMMANDER
8. TYPED NAME, GRADE & UNIT OF AUTHORIZING OFFICIAL SIGNATURE ’ DATE

i TRAINING DATA

T

NO. POINTS 10 TRAINING UMNIT OR ACTIVITY (Address, City, State and ZIP Code) 1. TYPE OF TRAINING
‘ Tr | ET |OTHER(SPecify/
? "wo. mouns
I
12. DATE OF TRAINING tYr. Mo, Day) 14 STATUS 13, PAY STATUS 16.1S THIS THE FIRST TIME AF FORM 40A

IS BEING SUBMITTED SINCE CURRENT

ASSIGNMENT? IF YES, ATTACH A COPY
READY PAY OF ASSIGNMENT ORDERS
13 DUTY HOURS
STANDSY NONPAY O ves O w~o
A e

17 NIMARKS

lIl CERTIFICATION

The penalty lur Wll“u“\ makmg a false d.nm 150 A maximum fine of $10,000 or maxxmum 'mprisonment o1 5 years
| (US Code Titte 18 Section 287 )

'-n s RESERVIST IRnrrvm must sign and date upon completion of training and I present 1o r-rrl/yinu fficial.
{ certify that | performed the tramning described in Section 11 and all statement. are truc nd corplete.
TYPED MAME. GRADE. & SSAN OF RESERVIST SIGNATURE - ] OATE -
o
' CERTIFYING OFFICIAL (Certifving official must sign and date upon completion of training and forward without delay E
100 member’s servicing CRPO or CBPO for payment and pulnl credit * j
f i certify this Rucmst satisfactonly participated in the !r.unuu mdua(c-l m Sedtion ll I, )
TYPED NAME GNADE & TITLE OF SUPERVISING OF FICIAL SIGNATURE - “TE'A?’:' T . :
i
l D-3 | by
Aatoaunn No oand b s !

AF S8 40a PREVIOUS EDITION WILL B USED COPY 1. CRPO/CBPO




PREPARATION OF AF FORM 40a
(Prescribing Directive is AFR 3541, Volume II)

Guudance on award of pounts and performance of IDT is in Chapters 2 and 4. Complete this form in three copro. Distribut nche d
e made as follows-

a. Copy | - sent to membe 's CBPO or CRPO by the certifying official not later than 48 hours after the inember comgple s
his or her training.

b, Signed copy 2 - kept at the unit for file in reservist’s training folder. (Optlonat for unis personnet;
¢. Signed copy 3 - given (0  1¢ reservist.

SECTION I: AUTHORIZATION (Compiese prior to reservist's reporting for scheduled training 1o provide authorization for VOQ/\ AQ and subsistence |
1-3 Enter reservist’s last name, first name, middle initial; grade; and SSAN.
4. Enter the unit and loca..on to which the member is ASSIGNED.
5. Enter the name ¢t the Air Force Base or Facility where the training is to be performed.
6. Enter the date(s) training 1s to be performed.

7. The authorization for . iarters include the night before through the moming after the scheduled tramming datets). If the ¢n-
listed member is not authorized subsistence, enter following in item 17, “Subsistence is not authorized.”

8. Authorizing official is thiz commuander of the unit of agsignment of the member or chief of the uuivia; tuo which the mem! o
15 attiched for training. The commander may delegate this authority IN WRITING to a specific officer or viv.lian menrher ¢f the
acuviiy. Duties to be performed waere direct military/civil service supervision of training is not practical ;p-imari. . area. of - o
support - see paragraph 2-6¢c) should "o brieflv defined in item 17, Any documentation resulting from the performunce of o h ..
<hould also be defined in item 17. Signature will be legible and in ink and must be that of the authornizing o ficiy

SECTION t1: TRAINING DATA

9. Show the number of hours and points (4-6 ars = 1 point; 8 hes or more = 2 points). Forms are for | day on! except thosc .-
tivities authorized to accumulate time or for IDT served on consecutive days. The breakout of points carned will b shownan stem 17
by date and hours of duty performed. See paragraph 4-6 for restrictions on IDT duration.

10. The unit address where the training is performed (NOT the member's home address)

I'1. Examples of authorized training: (Check appropriate black or identify in “Other”).
TP - Training Period (rraining with unit of axsignment or attochment)
ET — Equivalent Training (ro meke up « missed regular TP)
ERI-Equivalent Reserve Instruction (atrending a professional or trade convention, authorized In advance i
CSP ~-Commiunity >d¢rvice Projects

See paragraph 26 for more complee mformation.
12. This is the date that the tramming was actually performed. It may be the same, but no earlier than the date indicated in item
8 (Year. Month, end Day!

13. This item will reflect the nours of duty in which training was performed.
14. Check appropriate .aa : 1 <how current Reserve status,

15. Check the pay box when pay is authorized for the training. Check the non-pay box when pay is not authorized or when
maximum tranng for pay "»s been reached. Separate forms will be submitted for pay and for non-pay traimng. The maximum IDT
periods for which a membet an quahify for pay are:

Category Each Month Esach Half Fiscal Year Each Fiscal Yaar
A * 24-MAs, 2B-Unit mbrs 48
-] 8 16 24
*With the exception in Foctnote [ 'o Table | - 1.4 UTAs for unit members; 8 TPs for Selective Service System MAs. 6 I'Ds far ail
other MAs

16. Selfexplanatory
17. As required - See items 7, 8 and 9 above.

SECTION Ht: CERTIFICATION

18 Reservist's name and signature will be that of the reservist whose name js cited in item | Signature will he legible and in
k.

19. The certifying official is the military member or civilian who supervised the training and has knowvledge that = was pos
formed. He may also sign as the suthorizing official (see irem 8; . Signature of certifying official will be legible and in ink The (o1
tfying official’s autovon telephone number is required to verify and expedite sudit trail, if necessary. The certiiying official w:l then
send onginal to member’s CBPO or CRPO not later than 48 hours after the member completes his or her training

e




APPENDIX E

SAMPLE LETTER AND ORDER,
ARMY RETIREE PREASSIGNMENT SYSTEM

The following letter and order provide samples of those dispatched
to Army retirees at the time they are preassigned to mobilization posi-

tions.




DEPARTMENT OF THE ARMY

OFPICE OF THE ADJUTANT GINERAL
U.3. ARMY RESKERVE COMPONENTS PERASONNEL AND ADMINISTRATION CENTTR

87. LOUIS. MO 83132

AGUZ-RAO COL 61L9A 30 May 1580

SUBJECT: Presssignment for Mobilization

coL USA Retired
Englewood, CO 80110

Dear COL :

You are probably aware that the Army is faced with a2 significant manpower
shortfall 1f full mobilization for a major war were required. Army retirees
such as yourself possess the skills and experience necessary to fill Continental
United States (CONUS) 4installatisn pesitions, thus providing for a faster

buildup of forces and freeing other soldiers for demanding troop unit
assignments,

In order for the Army to be in the best possible position in case of full
mobilization, most members on the Regular Army Retired 1list would be needed. On
the basis of the attached order, you are automatically ordered to active duty
upon full mobilization by direction of the President. Authority for this, and
your obligation, are covered by Section 3504 of Title 10, United States Code.

While we expect that most phyaically qualified Regular Army and Army Reserve
Retired personnel less than 60 years old will eventually be needed for emergency
recall, we are starting by alerting Regular Army personnel who have been on ihe
retired rolls less than five yesrs,

Your status and avallability must be kept current to ensure validity of this
order; therefore, the Army will make periodic contact with you for verifying
itens of information. Many detajls are still to be worked out and we will

furnish you more information as additional implementation plans and details are
developed.

Your point of contact in the United States Army Reserve Components Personnel and
Administration Center is the Director of Retired Activities, The toll free
telephone number is 800-325-2660; local number is (314) 263-0517. If you have
access to the Autovon system, the Center's prefix is 693. Please feel free to
ocall and discuss the mobilization program, your preassignment, and -your
responaibilities in case of full nobiliz-tion.

‘fl-“‘!
1 Inel ROBERT 3. YOUN
Order Brigadier General,

Commanding

E-2
AGUZ FL
1 May 80 2233
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DEPARTMENT OF THE ARMY

OFPFICE OF THE ADJUTANY GENERAL
U.8. ARMY RESERVE COMPONENTS PEIRSONNEL AMND ADMINISTRATION CENTER

8T. LOVIS, MO 63132

IN REPLY REFEN TO:

S 05-75778 30 May 80

AGUZ-RA
CoL
COL 61194
Englewood, CO 80110 REGULAR ARMY RETIRED

EFFECTIVE UPON IECLARATION OF FULL MOBILIZATION, YOU ARE ORDERED TO ACTIVE DUTY FROM
RETIRED STATUS .AND ASSIGNED AS SHOWN BELOW. WHEN FULL MOBILIZATION IS ANNOUNCED BY
THE NEWS MEDIA, YOU WILL PROCEED FROM YOUR CURRENT IOCATION TO THE REPORTING STATION
SHOWN BELOW.

ASSIGRED T0: FORT CARSCR, CO 80913

REPORTIRG STATION: TFORY CARSON, CO 80913

REPORTING DATE: WITHIN 10 DAYS OF FULL MOBILIZATION ANNOUNCEMEZNT.

AUTHORITY: SECTION 3504 OF TITIE 10 UNITED STATES CODE.

PURFOSE: MOBILIZATION

ACTIVE DUTY COMMITMENT: DURATION OF WAR OR EMERGENCY AND SIX MONTHS.

MOVEMENT DESIGNATOR CODE: 1A0

ADDITIONAL INSTRUCTIONS: (A) DO NOT REPORT AT THIS TIME. YOU IO NOT COMPLY WITH
THIS ORDER UNTIL THERE IS A FATIONAL EMERGENCY AND FULL MOBILIZATION IS ANNOUNCED BY
THE FRESIDENT ON TV, RADIO, OR OTHER NEWS MEDIA. FAILURE TO REPORT WHEN AN EMFRGENCY
IS ANNOUNCED WILL BE CONSIDERED ABSENCE WITHOUT LEAVE (AWOL) AND WILL SUBJECT YOU TO
ACTION UNDER TITLE 10 USC 886.

(B) UPON REACHING YOUR 60TH BIRTHDAY, THIS ORDER IS RESCINDZD. DO NOT REPORT IF YOU
ARE PAST YOUR 60TH BIRTHDAY.

(C) YOU WILL PROCEED TO YOUR MOBILIZATION STATION BY THE MOST EXPEDITIOUS MEANS
AVAILABIE USING YOU OWN FUNDS FOR WHICH YOU WILL BE REPAID. IF YOU DO NOT HAVE
SUFFICIENT FUNDS TO PAY FOR THIS TRAVEL, A COPY OF THIS ORDER AND AFPROPRIATE
IDENTIFICATION PRESENTED AT ANY MILITARY INSTALLATION WILL ENABLE YOU TO RECEIVE
TRANSPORTATIOR FROM THAT INSTALLATION TO YOUR MOBILIZATION (MOB) STATION STATED ON
THIS ORDER. THIS ORDER WILL SERVE AS AUTHORITY TO PROCEED THROUGH CIVIL DEFENSE
CHECKPOINTS.

(D) YOU WILL REVERT TO YOUR PREVIOUS STATUS UPON YOUR RELEASE FROM ACTIVE DUTY.

{(E) SEE REVERSE FOR SPECIAL INSTRUCTIONS

PORMAT: 120

BY ORDER OF THE SECRETARY OF THE ARMY:

54202 D

® TAG, RCPAC *
® OFFICIAL *®

SRR 2BV VR S

DISTRIBUTION: ROBERT S. YOUNG

IRDIV (1) BRIGADIER GENERAL, USA
AGUZ-80P (1) COMMANDING

AGUZ-RMP-M (OMPP) (1)
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SPECIAL INSTRUCTICKS:

A. TRANSPORTATION OF DEIPENDENTS AND BOUSEHOLD GOODS 1S NOT AUTHCRIZED BEFORE YOU REPORT

FOR DUTY DUE TO THE UNCERTAINTY OF YOUR FINAL ASSIGNMENT. ROWEVER, UPON YOUR APPLICATION
SUBSEQUENT ORDERS MAY BE ISSUED BY THE GAINING COMMAND IF YOU ARE ENTITLED TO SUCH MOVE-

MENT.

B. YOU ARE STRONGLY ADVISED TO REPORT TO YOUR MOB STATION PRIOR TO MAKING PLANS IN ORDE!
TO RECEIVE PROPER COUNSELING CONCERNING YOUR SITUATION. YOU SHOULD ALSO REPORT TO YOUR
MOB STATION BEFORE BRINGING EXCESS PERSONAL PROPERTY OR A PRIVATELY OWNED VEHICLE.

C. YOU MUST REPORT TO THE HOUSING REFERRAL OFFICER SERVICING YOUR MOB STATION BEFORE
ENTERING INTO ANY RENTAL LEASE OR PURCHASE AGREEMENT FOR OFF-POST EQUSING.

D. UPON REPORTING YOU SHOULD HAVE A COPY OF THIS ORDER, PERSONAL IDENTIFICATION, AND
OTHER CORRESPONDENCE YOU BELIEVE WILL BE BENEFICIAL. YOU MUST BRING THE UNIFORMS IN YOUEL
POSSESSION.

Bt = TR




APPENDIX F
AIR FORCE REGULAR RETIREFE STATUS FORM

The following form, Air Reserve Personnel Center Form 4, Regular
Retired Status and Address Verification, is sent to Air Force regular

retirees in the 13th and 37th months following their retirement. The

completed forms are used to uplate the retiree data base.
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Foiu

Fol.

RETIRED REGULAR STATUS AND ADDRESS VERIFICATION DATE

(READ INSTRUCTIONS ON REVERSE. RETURN WITHIN 15 DAYS AFTER RECEIPT.)

THIS FORM IS SUBJECT TO THE PRIVACY ACT OF 1974
AUTHORITY: 10 USC 275 and 44 USC 3101.

PRINCIPAL PURPOSE: Information conceming changes in your marical starus and occupation is needed to update your Master Personne! File.

ROUTINE USES: In the event of a national smergency, information will be used o detemine availability lor mobilizetion.

DISCLOSURE [S VOLUNTARY:

conditions of your retirement.

However, should vou lail to keep the militery advised of changés in your status, it coulid affect the

1. NAME AND ADDRESS

r

L

PRINT CHANGES OR CORRECTIONS

DATA ELEMENT CURRENT COMPUTER INFORMATION CORRECTIONS

2. SOCIAL SECURITY NUMBER

3. RETIRED UNDER TITLE 10 SEC

PRIMARY AFSC/SECONDAPY AFSC
4 (AT TIME OF RETIREMENT)

5. DATE OF BIRTH (YEAR/MONTNH/DAY"

DATE PLACED IN RETIRED STATUS
5 (YEAR/MONTH/DAY)

PLEASE COMPLETE THE FOLLOWING:

7. MARITAL STATUS Varried, widowed, divorced, separated, single) [ 8. TOTAL DEPENDENTS ‘Do ntat include vourseld

§ PRESENT EMPLOYER

10. JOB TITLE AND DESCRIPTION OF C)VILIAN DUTIES

PHYSICAL CONDITIONS

NO

YES

11. 0. ARE YOU COLLECTING VA DISASILITY? ('F YES, ATTACH DOCUMENTATION AND INDICATE
PERCENTAGE OF OISABILITY.)

b, DO YOU HAVE ANY OTMER PHYSICAL DISA3ILITY, SERVICE OR NON~SERVICE CONNECTED, THAT
WOULD PREVENT YOU FROM PERFORMING ON ACTIVE DUTY? (IF YES, ATTACH DOCUMENTATION.)

ARE YOU DRAWING WORKMEN’S COMPENSATION OR ARE YOU MEDICALLY RETIRED UNDER ANY
OTHER PUBLIC OR PRIVATE PROGRAM? (IF YES, ATTACH MEDICAL DOCUMENTATION.!

[

CERTIFICATE

{ certity to the best of my knowledge and belief | have no medical condition or physical defect that would

prevent my performance of active military service at mobilization, except as follows:

SIGNATURE OATE

FOfMm

ARPC M 4 -

(USE REVERSF IDE FOR REMARKS:

PR




CENERAL INFORMATION PERTAINING TO THE
RETIRED REGULAR STATUS AND ADDRESS VERIFICATION FORM

g 1. As 3 retired member of the USAF, you represent a valuable asset to our national defense. In the event of serious national
emergency, the President may determine that your expertise is again needed to serve the United States.

a The President has the .uthority to recail Retired Regular Air Force members (all retired regular officers
and enlisted regular tetirees) under Title 16, US.C. 8504.

b, Congress has the authoriy to recall those enlisted personnel with less than 30 years active/retired status, under £
Tige 10, USC. 67S.

2. The purpose of this form is to update essential data so that the Air Force will have the capability to contact you in the
event of a national emergency when your skills may be required.

3. In the event you have a medical condition that would prevent you from serving on active duty that is not already 2 matter
of mcord, ie., non-service connected Jisability, you should obtain verificstion of that disability from your private physician,
VA hospital, active or reserve unit medical facility. In the event of a temporary disability, it is not required that you make ita
matter of record uniess it becomes a permanent disability. However, if you have a temporary disability and are recalled, you may
be eligible for a delay ot deferment according to the rules in effect at that time.

4. Inquiries regarding mobilization status or this form should be addressed to ARPC/DPRS, Denver CO 80280, or phone
wik-free 800-525-0102, extension 307.

§. Inquiries from Retired Regulars regarding other aspects of retirement, i.e., benefits, receipt of Newsietter, etc., should be
addressed to AFMPC/MPAR, Randolph AFB TX 78148,

REMARKS

Crne
e







