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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

(OSD) 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 Standby

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
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be insufficient pretrained individual manpower to meet -:he early needs of

the Military Services. The situation in the ArmY; Ls pa'ticularly critical.

Thus, OSD and the Military Services have undertaken numerous management

initiatives to improve the supply and availability of pietrained indi-

viduals.

Based on visits to members of the OSD and Service staffs and to the

Service Reserve Dersonnel centers, the GRC study team rEached conclusions

and made recommendations as sumnar -d below:

0 The initiatives undertaken by OSD and the Military Services

have improved the availability of p-etrained individual man-

power for mobilization throughout the Services. Equally

important is the management attention now focused on mobili-

zation manpower requirements and processes as a result of

these initiatives.

0 Service compliance with OSD guidance relating to pretrained

individual manpower is spotty and should be improved.

0 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 operating character-

istics.

0 The current lack of precise wartime requirements by skill and

grade inhibits the development of Service manpower mtobiliza-

tion plans and procedures.

* initiatives undertaken to improve the strength and avail-

ability 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, Nav'r, and Air Force

will equal wartime demand under conditions of full mobiliza-

tion.

iv
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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

in training, present special problems for the Services.

Further analysis should be undertaken by OSD in this impor-

tant area.

0 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.

0 Individual Mobilization Augmentees provide a source of well-

trained mobilization assets who are immediately available for

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.

0 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.

0 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

v



factors affect the Services' approach to preassignment. OSD

should analyze thE associated issues and provide further

guidance to the Services.

vI

.... ...



Ur

CONTENTS

SECT ION PAGE

EXECUTIVE SUMMARY iil

LIST OF FIGURES xi

LIST OF TABLES xiii

INTRODUCTION 1-1

Purpose 1-1

Background 1-1

Methodology 1-2

Organization of This Report 1-3

2 THE ROLE OF PRETRAINED INDIVIDUAL MANPOWER IN 2-1
MOBILIZATION

The Mobilization Process 2-1

Pretrained Individual Manpower 2-2

The Pretrained Manpower Problem 2-3

3 INDIVIDUAL READY RESERVE 3-1

Introduction 3-1

Background 3-2

Management of the IRR 3-6

Management Initiatives 3-7

Strength Initiatives 3-8

Personnel Retention Initiatives 3-30

Preassignment Initiatives 3-46

Conclusions and Recommendations 3-60

vii



SECTION PAGE

4 INACTIVE NATIONAL GUARD 4-1

Introduction 4-1

ING Program Description 4-1

ING Program Evaluation 4-5

Conclusions and Recommendations 4-16

5 INDIVIDUAL MOBILIZATION AUGMENTEE PROGRAM 5-1

Introduction 5-1

The IMA Concept as Envisioned by OSD 5-1

Air Force IMA Concept 5-4

The Army IMA Program 5-12

Marine Corps IMA Concept 5-14

Navy LMA Concept 5-16

Conclusions and Recommendations 5-19

6 STANDBY RESERVE 6-1

Introduction 6-1

Legal Authority 6-1

Composition 6-2

Management Initiatives 6-7

Conclusions and Recommendations 6-9

7 RETIRED PERSONNEL 7-i

Introduction 7-1

Categories of Retired Military Personnel 7-2

Management Initiatives 7-6

Joint Augmentation Units (JAUs) 7-28

Conclusions and Recommendations 7-29

8 ISSUES FOR FURTHER ANALYSIS 8-1

Introduction 8-1

Supply of Pretrained Individual Manpower 8-1

Management of Pretrained Individuals 8-2

Manpower Mobilization Issues 8-4

Marginally Qualified Manpower 8-6

viii



SECTION PAGE

APPENDIX

A LIST OF VISITS A-i

B LIST OF ACRONYMS B-i

C INITIATIVES RELATING TO PRETRAINED INDIVIDUAL MANPOWER C-i

D AUTHORIZATION FOR INACTIVE DUTY TRAINING D-I

E SAMPLE LETTER AND ORDER, ARMY RETIREE PREASSIGNMENT E-I
SYSTEM

F AIR FORCE REGULAR RETIREE STATUS FORM F-I

ix

ixi



LIST OF FIGURES

Figure
Number Title Page

3.1 Ready Reserve Organization 3-2

4.1 Inactive National Guard End-FY Strength (Officer and 4-3
Enlisted)

xi



LIST OF TABLES

Table
Number Title Page

3.1 Individual Ready Reserve Strength 3-4

3.2 IRR Officer Force Composition 3-5

3.3 IRR Enlisted Force Composition 3-5

3.4 Non-Prior Service Selected Reserve Enlistments by 3-15

Option FY 1980

3.5 Disposition of Army Enlisted Personnel Released from 3-18
Active Duty FY 1980

3.6 Disposition of Navy Enlisted Personnel Released from 3-19
Active Duty (First-Half FY 1980)

3.7 Results of Army IRR Direct Enlistment Test 3-22

3.8 Profile of IRR Direct Enlistees 3-23

3.9 EMTMS-USAR Projected Staffing 3-36

3.10 EMTMS-USAR Funding Requirements 3-36

3.11 Criteria for Recall 3-47

4.1 Inactive National Guard Age Profile 4-8

4.2 Inactive National Guard Grade Profile 4-8

4.3 Inactive National Guard Skill Profile 4-8

4.4 Inactive National Guard Bonus Program 4-9

4.5 ING Enlisted Strengths 4-10

5.1 Air Force Individual Mobilization Augmentee Program 5-6
(FY 1981)

5.2_ Army Individual Mobilization Augmentee Program 5-13

5.3 Naval Reserve Units 5-17

6.1 Summary Strength - Total Standby Reserve 6-4

6.2 Standby Reserve Strength - End FY 1980 6-5

6.3 Standby Reserve Officers 6-6

6.4 Standby Reserve Enlisted Members 6-6

xiii

PiEAELMING PAG E ANK-NOT FIA

,, ... ,L: .... .. .. .. d *."' qi r n J ,....



Table
Number Title Page

7.1 Army Military Positions in CONUS 7-8

7.2 Army Retiree Distribution 7-9

7.3 Navy Retiree Distribution (Nondisability) 7-10

7.4 Marine Corps Retiree Distribution (Nondisability) 7-22

7.5 Air Force Retiree Distribution 7-26

7.6 AFEES Mtnpower Authorizations for Full Mobilization 7-29

.11

S iv ** *-.



SECTION 1

INTRODUCTION

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 (OSD) and the
Military Services, to recomnend applicable policy changes, and to determine

areas requiring further management attention.

BACKGROUND

To maintain preparedness for fighting a major war, the United

States depends upon a combination of sources of military manpower, in-

cluding both active and Reserve force units, individuals of the Ready

Reserve and Standby Reserve, and retirees. In 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-

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.
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In recent years, wartime manpower planniiig has shown that, in the

event of a major conflict such as a war in Europe, 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 is 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 OSD, 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 i.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 study effort was undertaken in three separate, but related

steps as follows:

" Preliminary research

" Data collection

* Evaluation

During the preliminary 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

supoort 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 and 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



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.

1-4 I



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

0 Bring the activated additional 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

available almost without delay. Active units that are maintained below

wartime strength will require both fillers and replacements, with a

2-1



heavy replacement demand in the theaters ot operations and a ineavy filler

demand in the CONJS. Selected Reserve units will also require botn - -

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 mobilization. Even

with peacetime registration, the first tr.ined i:,iuctees provided by the

draft cannot reach a unit for assignment and employment 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 mobilization must be met with pretrained manpower assets.

PRETRAINED INDIVIDUAL MNPOWER

For the purposes of m obilization, pretrained manpower ass3ets are ob-

tained from four sources:

* Military members on active duty

* Military members in the Selected Reserve (includiny units,

individuals, and full-time augmentation support)

a Pretrained individuals in the Ready Reserve and St-tndhv

Reserve with a military obligation or commitment and i mobili-

zatiot. capability

* Military retirees

rhe focus of this study is on pretrained individual members of the

Selected Reserve and Ready Re:erve and militirv retirees. The study ex-

cludes members on active duty, members -f units of the ,elected Rteserve,

and members whc,, provide ul!-time augmentatiOn b *uppo rt t,, units of the

Selected Reserve.

Pretrained individual manpower consists of individuals with tihe

!oil wi rjg general :iaracteristics:

* Trained or qIalified in a reqijired milltarv occupar i,)n

* Phvsially, mentally, and lea l' vailab e f,,r mobili:-.ition

* 7gn l ant f his/hor 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:

0 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 prtrraineu

manpower

" Development of programs for the use of retirees and members

of the Standby Reserve upon mobilization

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 the 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 days of 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 requirements.

A comparison of the available supply of manpower permits calculation of

the shortfall (if any). Manpower supply and demand vary widely across

the Services due to differences in mobilization plano, anA ass>lmptions

underlying the Services' manpower programs.

Although the time-phased manpower requirements and supply have

been determined for each Service, their presentation here would require

this report to be classified, restricting Lts distribution and use.

Terefore, the pretrained manpower problem is expressed simply, 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 ex':ept the

Marine Corps project a 3hortfall in the supply of pretrained individuals
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under 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

Air 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 of 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

their 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.

3-1



BACKGROUN'D

Legal Authority

The IRR is established under Section 268, Tit>, 10, US Codf_ which

states, "The Readv Reserve ,-onsits cf units or Re,.4rves. or both, liable

for active duty as provided in Sections 672 aid 673." S,ction 269 further

prescribes that "Each person required under law ro sere i-, a r,_serve

component shall, upon becoming a member., be placed jo the Ready Reserve

of his armed force for the proscrlbed ter-m of service, unles te is

transferred to the Standby Reserve undt-r....'" T7us the IRR consists of

groups of individuals who are membei:-s of the Read,' Reserve but are not

assigned to units. The units of the Ready Re-serve comprise both National

Guard and Reserve units and individnals of the vario, us Services, which

together constitute the Selected R'erve. This r,: atiouship is further

described in Figure 3.1.

READY RESrRVE

SELECTED RESERVE iV;IVI ,REDY
(Units "Individuals) Ki2SEF vt

" Arm; National- Gumrd * Arm', Rserve

" Armv Reserve * Ntva R, %'rve

" Naval Reserve * Marinie Corps Reserve

* Marine Corps Reserve a Air Force Reserw--.

" Air National Guard

* \it Force Reserve

Figure '.1 Ready R-serv.o Organizatioo



Authority to recall members of the IRR is 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 Aix months after." In like manner, Section

673 addresses ordering the Ready Reserve to active duty in time of

national emergency declared by the President. In 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.
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TABLE 3,1

INDIVIDUAL READY RESERVE STRENGTH

(000s)

Fiscal Year Amv Navy Marine Curos Air Force Total

71 991.0 1S3 124. 7 195.2 1591.2
72 L059.9 215. 5 138.2 157.0 1570.6

73 757.7 217. 3 116.0 A.36.8 1227 .8
74 532.6 178.9 89.7 121.0 922.2
75 335.i 121.9 58. 37.5 '22.9
76 226.4 106.4 53.9 82.9 469.6

77 149.4 106.1 -5.3 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 97.0 56 .8 46.4 405.5

Composition of Lhe IRR

The IRR is. for the most part, a mirror of the active force be-

cause the majority 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.

0 IRR members, for the most part, have been off active duty

less than 3 "ears; therefore, they are young and their mili-

tarv and technical skills are reiati'el. current.

* Provisions of law make IRR members availahle for recall upon

declaration of nationai emergency by the Presilent.
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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 .3.2

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 ,1.

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

i. IRR ENLISTED FORCE COMPOSITION
I (30 September 1980)

% Jinior % Senior Average Average

Grad Grade Average Months of Years of

Service (El-ES) (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 ,Corps 96.6 3.4 23.5 38.3

Air 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.

tMarine Corps data unavailable from Defense Manpower Data Center records.
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The foregoing tables show that the IRR ,)ffi-er force is r.:latively more

senior, is older, and has more service than the en.isterd force. This

is to be expected because many ofti.crs remai:i in the IRR for extended

periods between tours in the Selected Reierve. This difference is also

reflected in the grade str-octure wit:h tw-thirds of che officers in junior

grades (0-1 throuih 0-3) w, il.e 97- ot to enli ted forc is in pav grade

E-5 and below.

MANAGEMENT CF THE IRR

The IRR of each of the Services is managed by :he respective

Service Reserve Personnel Centers as listed belo w

" Army. The US Army Reserve Componentc PersonTne.l and Admlnis-

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

" Navy. The US Naval Reserve Personnel. Center (NRPC), New

Orleans, LA.

" Air Force. The Air Reserve Personnel Center (ARFC),

Lowry AFB, Denver, CO.

I Marine Corps. The US Marine Corns Reserve Force- Adminis-

trative Center (MCRFAC). Kansas City, MO.

The functions Derfoi-med bv these Pe:.erve Personn-(LJ Centers vary

widely. All of the centers nerform r -:c tQ3 management ard -dminis-

trative functions; however, they differ as to the number and category

of records maintained and the level. of personnel manageme'it and mobi-

lization planning conducted for the IRR. Authorized manpower ]evekls

at the centers vary from 120 at MCR.AC .. 1f'04 at RCPAC. Moreover,

RCPAC is commanded by a Brigadie r General, where each of the others is

commanded by a Colonel or a Cavt.-in. The similarities and differences in

their operations will become evictnt in sotoecent sect;ns of this

report.

The reportiag chain for io-i srv to:r'.,i L ce -mr .r.randers

also va-es widely across tho, r'.vrvi ,s as -hwn hel,.



Reserve
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 aixth (final) year of MSO

* Improving administrative transfer procedures from active

and Selected Reserve units to the IRR
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Personnel Retention Initiatives

* Establishing IRR officer and enlisted perso nnel management programs

* IRR reenlistment bonus program

Preassignment Initiatives

0 Service programs for preassigning in peacetime members of the

IRR to mobilization positions

STRENGTH INITIATIVES

This section evaluates each of the programs undertaken by 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 reportable strength of the IRR.

Extending the Military Service Obligation to Ali Members

Prior to 1977, Title IQ, 'US Code required persons e![iering military

service to serve a total of 6 year.s and prescribed that aiv part of such

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

However, the law did not apply to women or to those men who were over

the age of 26 at the tine they entered1 the armed forces. The impact

of these "loopholes" was a reduction in 3trongth of the IRR because

these two groups were not required t.u serve beyond their nntractual

period of active duty.

In order to stop this loss of IRR manpower, OSD submitted legisla-

tive proposals that resulted in the following changes to Title 10, US

Code:

" PL 9-7?9_.J u' 30 1977. f is law extended the b-year MSO

to females who entered the miU tarv after I February 1978.

* PL 96-107, November 9, 1979. This law extended the '-year

MSO ,to perscns *&ltrgte irmoci forci-,, iogardl ss" ,fIge,

effective on the date ,f eoictjmnt.

0 The resuilting Ser-'tion Oi t Yitlo 1) 2 ZC , ,i w :

|,2,



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 Navy,
by the Secretary of the Treasury. Any part of such
service that is 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 ictive 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/Reenlistemenr 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 Air Force believed that the

impact on females could not be measured because those Services currently

have more female volunteers than they are able to accept.
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In sumniat ion, thli Milit ir% Srvi.' , * aVe t . 'he d,-..'

in MSO as directed by OSD and wilt retalize some Lncrc:ls- in ERR at re-r1gth

during FY 1981. Further work w~ll be required to make pr. Ise estimates

of the impact of these changes on IRE .,trrngth.

Delayed Entr; Program (DEP)

Introduction

One tof the Osl)tiat-ve. ur, c'cah.n b .S) t, -r ase he

strengtn of the IRR was tc eli.miate ir4dit: to'ard the' -x.'ejr 71" 1 r

service obligation for 'lme spent in the . EF' i 0 5W3 a tn 0, c,.

active military service.. This section ,.x-liins t _r' !)EP cecL .

discusses Service implementation of te 'SD zuidancc.

DEP Concept

DEP is a program that was 1e_,un Fiy t- 1zrire C i-va n .i-.n3 to

stimulate enlistments by providing vari.aoie active duty reporti;g dates

for enlistees. Under the program a person could enlist and specify a

future reporting date that would coincido . ifh per-onal plans such as

high school graduation. Under the agreement too Lrndividua e, i.st1s in

the Reserve of his or her Service pendiig ertry on active dut':, at which

time the Reserve enlistment is terminated :and rep! -ced I a regular enlist-

ment contract. The individual. begin. o t, accrue 1ongev' tiv for the purposes

of pay upon entry into the DEP, a point used by rc r iir -,! i!) sell en-

listee.s on the program. Prioz ro Octoher 1-) ;', t.c tme -;et in the

DEP also counted toward completion of- cho ,-vmO- "i r'.' service ob-

ligation incurred by all personne! enteri! i, mlL o., service.

The impact of granting ,redit !- -w,ird . I , H - r

military service obligation, however, wos to reduto, t,' I.f ,ctiv, strength

of the IRR. With the adveiit of the ili- c o ,ter f,,,o, m , -nt .nistees

(70 , to 90) ) enter through th . E and 5 p ed s;me . t . 7011 in it be-

or,_e <utering .)n a,'ti dot;. tIji, ca _d t1. tosj ,1 ,,t . ") ko

',001 person-,oar; a ervi(., in the RR.



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.
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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 military service

obligation which may be served on active military duty, in the Selected

Reserve, in the IRR, or in a combination of the throe. Thus a person enlist-

ing for 3 years of active duty will serve 3 years active and 3 years in

the IRR (unless he or she joins the Selected Reserve). Of course the

longer the individual spends on active duty or in the Selecte, :,.-erve,

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

The period of enlistment is established by OSD/Service olic:.

Longer enlistments reduce pe.rsonnel turbulence, recruititig cosLs, and

training costs. But they also reduce the strength of the IRR. Shorter

enlistments have the opposite effect. Thus there is a trade-off between

the two.

Part of the decline in Service IRR strengths in the mid-1970s

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

Air Force which required 4-year minimum enlistmonts. The change reduced

turbulence and training costs (both dollars and manpower) and, at the

spme time, reduced future IRR strengths. However, interased emphasis on

mobilization planning in the mid-1970s showed that Lie IRR strengths were

declining to leveli far below the minimum required to meet wartime require-

ments. Thus, the policy that assisted tiie active military and Selected

Reserve forces simultaneously reduced the capability of the armed forces

to -xpand quickly in time of war.

The extent to which the enlistment policy affects IRR strength

can be shown by the folliwing example. During FY 1979 the active Army

on!isted non-prior servici ner onnel as follows:
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Length of Enlistment (Years) Number1

2 986

3 85,519

4 42,734

5 30

6 15

TOTAL 129,284

Assuming that 65% of the enlistees complete their active duty enlistments,

this group of enlistees would provide the following person-years of

service in the IRR:

Term of Number Entering x 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 0 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

1Source: OASD(MRA&L), MPP (Accessions)
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Thus, the impact of the change in enlistment pcicy assum-rd above would

be an increase of about 56,000 Prsoc-> rs t' IRR over

that obtained with the longer enlistme:ir oli, This r- ,-rsents an

increase of about 25% in person--vears 3f, TIP ,r-,. .

prior service personnel enlist d in t.e "\IU" i ri I '

In FY 1979 OSD authorized tho Services t: u I , r -gram

of 2-year enlistments designed cc irprove the .,upv .-istees,

attract increased numbers of hgb schoc, srcducc->,

strength of the IRR. The program als,,,rerd - r.stanse

in addition to the standard Vrterais Jit.-Jfr A - 'rP).

The Army, Navy, and Marice C rp ,.

attracting some vourteert. rtoh rhe -;7.ior' 'AS', '.. C aluating

the results of the test and will soon publishi a rtt C r-:'as Our

discussions with Service personce: , I owk,.,r , r dJ '%4 tv f-., 1 wi ;":

" Army would like uo. r nue - ar -3rmeii d

incentive packages.

* Navy, Marine Corps. illd Air :rc. -ot see the Ic 'r

2-year enlistmerLs. They are mneting recr!iftin. goa 1 thi

the longer onlistmonts which aaou.i rnse c . , 3-] n nd

reduce persone l rhui

On balance if the Army continues wiler o]i~tnLs le vii be a

positive effect on its [RR mre,,t H, .:ver, te :pac,.-, IRR ;tiength

probably will be onlv a seccndor .tr t "e deiiron whether or nor

to continue the program.

The Services also pormi t ir'rtn,. in ti, iem:.tm. ot ,.n emtt

in the Selected Reserve. In i6di' ion L, tic norma) '--Ve. r , ;:ne o:a

in which the individual is trvt oul.igar,:d t, spend 'ime in time N-.. (.' 0)

the Services accept some 11 ter.-ative on i-.tmmt pInrcoo ,c' -,i,. 0

Table 3.4.
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TABLE 3.4

NON-PRIOR SERVICE SELECTED RESERVE ENLISTMENTS

BY OPTION FY 1980

6X 0 5 x 1 4 x 2 3 x 3 3 x 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
t 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 costs 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 a more lenient attitude toward discharging personnel for reasons
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of poor performance or unsuitibility for mi1 rtary r'., n ri' the

period of the draft, poor performance, poor attitude,, and mis,,dut

yenerall,: resulted in discharge under ss than lan r , '

an adverse personnel action requiring a significant adm itark-

load. Under the AVF, however, new programs were esrabiisLeJ a!

the Services to discharge poor performers more quickDy and ;i'haut pre-

udice. During the period at an individual's initial training, discharges

.sore made under t:he "Trainee Discharge Program." lf the pdeividnal per-

tOrmed poorlv in his or her unit, the discharge was made under t!e

"Expeditious Discharge Program." When added to the normal discr-.rges

for pregnancy, hArdshi;,, etc., the Services were djischargig -:Lme I 10, 000

opersons per year prior to comni tion of a normal tour of :ictivo duty.

.\ simnilar situation eyisted in the Selected Reserve where man., were

discharged for lack of s atiofactorv participation.

Each person discharged (except females and males over the a,-
_ 

of

26) was obligated to spend a total of 6 years on active duty or in ti,e

Reserve. Yet there was little or no effort to transfer these individuals

to tie IRR for the remainder of their obligated service so that they would

be available in the event of mobilization.

0D guidance to the Services in 1978 to 1980 addressed this subject

• nd directed that the Servi:es "screen those persons leaving active duty

-.r the Selected Reserve orior 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

being undertiken in resp'n'e t--o the guidance. As will he seen, the degree

o f -- s,-T ,, e varies ,oo ' do c ' ' , - ;- . tit-, r-'r rc

The Arm's Scre enin~g F ro Po ra

i., Ar- '', . i, . ! rr o g, i ,

-lo'.', ! ', , . ' . . • ' . " ..... :. .... .. .. .. ... . '.:. i"



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:

0 Alcohol or other drug abuse

0 Concealment of arrest record

* Concientious objector

* Failure to meet medical standards

* Discharged for the good of the service

* Erroneous enlistment

* Minority - under 18 years of age

* Misconduct

* Security

* Unsuitability (all reasons other than apathy, homosexuality,

inaptitude, personality disorders).

Table 3.5 shows that in FY 1980 only 10% of the personnel released

under the Trainee Discherge 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, they 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. h 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

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 is unlikely to
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perform well upon mobilization. Marines released fc r .-ther reasons sIc.I

as hardship or pregnancy are also considered not Lc b: m,,b~j3zation assets

and are not retained in the IRR.

TABLE 3.5

DISPOSITION OF ARMY ENLISTED 7ERSONNEL
RELEASED FROM ACTIVE DUl'Y Y 1980*

TOTAL RELEASED T ^ANSFER
REASON FOR RELEASE FROM AD TO IRR %

Trainee Discharge Program 11,720 1,172 10.0
Expeditious Discharge Program 10,108 2,256 22.3
Physical Disqualification 5,793 423 7.3
Secretarial Authority 214 35 25.7
Parenthood 1,213 490 40.4
Unsuitability .,c55 406 12.1
Hardship ,mi 786 51.0

Dependency 736 372 49.2
Pregnancy 3, 93 2,-12 61.1
Sole Survivor 0 5 83.3

*Source: DCSPER 45 Report.

The Reserve Fourth Marine Division and Lhe Fourth MLarine Airctraft

Wing implemented the OSD guidance related to screening me .eer, r.r t.e

Selected Reserve in March 1980. Until this date, perso;nne1 were discharged

rather than retained in the IRR. Under the ne,.w program, however. the only

category being retained in the IRR are those not st>Ilctc, ly ,ttending

training. The Marine Reserve continues to discharge pe- ni -; r tile

following reasons:

* Hardship

* Unsuitabi Litv

* Civilian conviction

* Misconduct (formerly included unsatisfact'ir-.p irticiparts)

* Pregnancy (unless individual requests to remainn !--t USMCR)

" Fraudulent enlistment

* Drop thbise
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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 discharged. 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 program to screen members

leaving active duty or the Selected Reserve prior to expiration of their

first enlistment. Under Air Force policy 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 contractual

obligation. All other members being separated prior to the completion

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

Evaluation

Of all the Services, only the Army has established 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 initiate
4 a screening program in its

Selected Reserve but not in the active component. The Navy screens mem-

bers leaving under favorable conditions but does not consider retention

of members who are leaving under unfavorable conditions. The Air Force

does not screen its members for ret,!ntion in the !iR.

The study team believes that the IRR should not have members whose

potential for productive service upon mobilization is marginal. However,

the Services need additional manpcwer in their IRRs and tiiose that are

not screening all depirting members for mobilization potential are losing

a source of readily available, junior enlisted personnel who could make

a significant contribution during the early days of a mobilization.

IRR Direct Enlistment Program

Introduction

The decline of IRR strength in th. 1970s, part culirlv in the Army,

generated a search for new i deas for progr;was t;at wo uld increalse IRR

,trength. One of the idea:: dev:,l -,d by S nO d the .4rmv s t. allow

personnel to enlist direct!i- i:lt,) tie IRR and, aft,r ro-ei .,ing 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 concept in FY 1979.

To conduct the test, four District Recruiting Comnmands (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.
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TABLE 3.7

RESULTS OF ARMY IRR DIRECT

ENLISTMENT TEST

RECRUITING IRR TEST IRR PERCENT
DISTRICT GOAL ENLISTMENTS OF GOAL

Raleigh, NC 380 1iI 20

Houston, TX 324 169

Portland, OR 312 139

Omaha, NB 484 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.

Table 3.8 provides details.

Table 3.8 shows that the average IRR direct enlistee was young

(age 18.4), had less than a high school education, and was a mental

category III. Infantry and field artillery were the overwhelming choices

of the 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 Army 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 program may not be continued.

Mobilization Potential

There seems to be a reluctance on the part of the Army to cnmrit

itself to an all-nut TRR Direct Enlfstmeont program, this der it- .a major

t For additional analyses see "Army Individual Ready Rser',o Direct F.n-

listment Test, Final Report," ,mpubli Ihed, prepa red h )AD (Rowrve
Affairs), Januar7 1980.
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TABLE 3.8

PROFILE OF IRR DIRECT ENLISTEES

AGE AT ENLISTMENT 17 18 19 20 21-27 TOTAL

NUMBER 183 106 60 28 52 429

YEARS OF
EDUCATION COMPLETED 9 10 11. 12 GED* TOTAL

NUMBER 215 125 43 30 16 429

MENTAL CATEGORY I II 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

tincludes 3 high school seniors
5Selections are unknown for 3 members.
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shortfall in meeting wartime manpower requirements. Dii us-iona with

members of the Army Staff indicate that the percepdion is that IRR direct

enlistees are of questionable value as mobilization assets, primariiv

because they have received only minimal training and have I itt e experience.

This perception may have considerable merit. Although the IRR

di.rect enli -ee is supposed to attend refresher trainiig Ji the 2nd and

7th years of IRR service, the training received is miiii)il 1- innv standard.

The member leaving the active force has received that ic-rtion of train-

Ing imparted through unit training activities, but the i.rct enlistee

ha' not. In addition, the direct enlistee lacks knwled o ,!!it

up,.ruL,1ots. team work, and other knowledge that only unit experienct-

can give. Thus many in the Army question whether the dir, ,t eclistee

is truv a viable mobilization asset.

The other side of the argument is that the direct ,;i.st.,e i,, vounger

and may be in better physical condition than the ;wvra TRR riember who

has completed 3 or 4 years (if active duty. More imprtontlv. the IRR

direct enlistee is very junior in grade, most likely at thy E-2 level,

whereas the member who has completed active duty- usuail" has progreszed

t,. the E-4 or E-. level. It woiLd appear tuat tbe avol -aU1l-tv ot junior

direct enlistees as casualty replacements and filler perscnnel would

fulfill an important M-Day need for the Army.

In a broader sense, tht! real question is whether it is netter to

recall a marginally trained person shortly after M--Dav or to wait until

a draftee can be inducted and trained. The supply of flIv-t rIinod

manpower in the IRR is limited by the size of t!e- active Army- BsIf, In

the peacetime strength of the Army and curr(,nt enlistment pollci,-, th--

Army -annot achiev 13F strengths f-qual to its mobilization roquiroments.

T1); fatt, coupled with the Army's need for fillor r renneI, indiaaipi

that the IRR diroct enliste, cas make in imp, rtant. ' ies,; than i,-rf-ect.

contri1hutJon to the ArnV':- .aobilizatior cap;aih lit'.



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 personnel

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

mobilizationL.

0 Inductees will be available to meet the mobilization require-

ments for lower skilled personnel.

0 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.

Th 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.
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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 n'andatory 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, OSD sponsored remedial

legislation that was passed in Public Law 95-485, 20 October 1978. The

new legislation provides that members with Ready Raserve 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 stop, ed the automatic transfer and individuals

must now request transfer. The result has been that very few persons

have requested transfer even though they are eligible if they served on

active duty before 20 October 1979.

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

ing year, as shown below:

END-FY STRENGTHS

Individual Ready Reserve StandbyReserve (Active)

FY 78 FY 79 FY 78 FY 79

Army 168,607 201,803 69,176 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 System (RPIRS) operated at the Continental US Army (CONUSA)

3-27

I&



hejdquarters. Although RPIRS is automated, in many cases the paper

ricord 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 crving to stream-

line this procedure so that the automated record transfer -_akes plac:e

more quickly and reliably than is presently the cast.

RCPAC reported that it has no automated interf.. ,l the Arm'

Nationial Guard Bureau -persunel system and 1lmat it rclativeK"

few records for accessiKu t.) IT !R frm m tue Nati ' ad.

Army figures show that about &000 people were trnsferred from

the ational Guard ro the TZRR in FY I's79 s,'hilt ahom' ' u :idi.'i lao

were discharged by the National Guard icr v.ious ", .s' ,g.,

occupation conflict, moved beyond cormuting distance. ¢r coovictiom).

It appears that in the future many oF the '.preximare 70, i'0 r-co1 be

transferred either to the ING or the [R in ljeo or diof ;u-ge.

Navy

The Naval Military Personnel Command oNMPC located in rhe

W~slrington, D.C. area, maintains both activ,- and Inactive Automare"d

zersonnel records for the Navv. Transfer from active jut' to the IRR

's accomplished by a monthiy transfer of automated data from the active

to the inactive file.

Although this process takes place expediti. tsl-., the Na .-: has-;

problems similar to those described for the Armv. The atomated rec-rd

that is transferred lacks; hoame address informationm .i," the result that

the Naval Reserve Personnel Centr (NRPC) must wait for the hard cu py

record t- Arrive to obtain address informiti,,n. Tlie partial rf-o:d full.

ri,,-ord process is pract!c al v1' ident: -al to t i.,t des r h.d f r Arm'.
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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 dop 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 personnel 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.
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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 management programs

that encourage Individual Ready Reserve participation 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%

Enlisted, E-6 to E-9 50% 75% 100%

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 manpower yields 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 pr .viously 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 administrative 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 t!,, RR incLlde the following:

- * Administer and control individua.7 ,-brc of the US Army

Reserve

a Coordinate and prepare R,.nerve component personnel manage-

ment and r-iated administrativ, procedures

* Develop and administer IRR recruiting and retention plans

and programs

* Maintain a readines.- posturL for mobil i.>ation of the IR

and Standby Reserve

" Plan, coordinate, direct, and supervise the officer and

erlisted :-trs n,.-.', manaigcnmcc. -;'stem for members of the

USAR

* Maintain -nd orovide infornmation from official military

personnel flu.

* Provide finance and accounting support to designated Army

activities

In the personnel management area, RJPAC has established an officer

and enlisted personnel management progrir) tiat has the flclowing objec-

tives:

" Deve'.op ain train USAR pers 7,nnel in the right numbers, and

with the right skills, to meet rhe "Total Army" mobilization

requi rements

" Assign USAR per0onnel in accordance with a personalized

profesloxaI developmert Plan through a variety of training

e xp er ien ues

* Provide additional opportunitLes for all USAR personnel to

partic:ipate in a Selected Reset-e -nit

• Improve motivation and professional satisfaction as a means

for retainiag qualitv oersornei in the USAR
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0 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 officers 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 established 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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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 200,000 19&5
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Table 3.9 shows the projected staffing requirements to implement

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

FY 83 120,000 10 187 93 290

FY 84 160,000 12 249 124 385

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 REQUIRLNENTS
($ 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 3.2 10.5

FY 83 l.0 4.6 15.6

FY 84 14.6 6.0 20.6

FY 95 18.3 7.6 25.9



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

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

97% of the enlisted members of the Army IRR are in pay grades E-1 to E-5

and that 96% have been in the IRR for less than 3 years, it is 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 Army provide skill refresher training? If 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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0 Should all training be cont ingen rt pon reeril i r 1ng in the

IRR?

The answers to these and other ustnsrequire consIdo-rLooe further

research before a coherener IRR traiiir. Pro I r. can bt esftabl;.-shed, Re-

gardless of the outcome of' che Icrain 0g 1 sthe Arm', ought t.- proceed

with its plans to manage enlisted iiiemhers (T- he 1RR.

Navv TRR Career Management LPogra~m

The Navy has onIV recently begun to estabhilarm anIr FP one

management program and, as of latE 1980, the initial grouir of pe'rsonnel

managers were in place at the Naval Reserve Per.-onn i Center (NiRTPC-) in

New Orleans. The managers are inemnlers of the Navy 's T1r-ir; tag orlAdmin-

isuration of the Reserve '1'AR) program.

The Navy career malnagemrent, jrgani LaIlY. Le Jtf I,- t

enlisted members -)f t IRR, !'he reasoning is th at :nanaglemeir fenflisted

Personnul presents the greater ha ei becaus;e of Cfcers are tar :ncru,

likely to participate in a ReservFe progr.irn than en]li-ted personnel. 11he

reasons are the same azs discussed previou-s]o abou- ,I;P Anny'.; enlisted

career management program.

Under currtent planning the Njv-,v prigram will operitk as to] lows:

* Shortly after an enl isted person ji re] easc-i rom ictive

duty, a letter will be sent reminding the inaiv.idualf o f the

remaining contractual obligation and informi-rg thie individual

that he or she will be cont.itod b- the assl~gned -Uns,-lor

from *TRPC. T1w le-t ,- *il' ir t:!iud, .- form r ettirned

to verify' Coe:'re2 JiaerI W_: to tdd I.~p ont rialber.

" Later the manage-r 'sill. t)t)I' e ri[-diial to-

-a t' i' i-r r

---- - -- " M im s



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

encourage reen! itment 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

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. NRPC 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, given 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 as the program matures so that an accurate level of manning

can be established.

The Navy has not yet established plans to expand the IRR personnel

management pogram to its )fficers. Planining for this will not begin

until the enlisted personnel mnanagement 13','ttm is full-,, eperat ional--probablv

FY1993 or later.

Marine Corps Personnel %fanageMent Projjram

At the time of the Lte*rytjeWS condUCted bv the sto.dc team at Head-

quarters, Marine Corps, planning for an IRR personnelI management program

wais in tts vjery e arlIy ,t aget- . I I L i I.e thILa1,1t I W rk I og grOUP

wnulJ be formed at Headuartors, Marinie Co o.ps ijo Fe 9 to establish

the :01Ol~t-t of a Iler non magemer t pr gracr modeled aft -r that of the

A rmy . Following c'ompletion of this effort, the IRR maniaw--.out pogram

would be established at the Marine Corn s Reser-!e Fot ce.s Acjir istrative

Center (MCRFAC) in Kansas, Citv, This wtll have the efleor of adding a

ma4,Lr function to XCRFAC'-; miion whir>:. l- reto lore, has benlimi-ed

primari,% '( rn-cord koe::'log foo ea .-- '1rce o0f :und in g Anld man-

-- wer sncsr oprtr ;nw:oc o e .erioc in the

Futr.

Air Fo)rrc CareerMailjm --- P!-t),ram

Discussioni with A~r Fo-rc.e personn,'~ duiii g -hi- s;tudv efrnrt

have indicated that the Air Force doe!.- ot rw ;1in ro establish an

IRR personnel management program beyo,,nd t 4 prese-nt reco-,rd ,o-p ing and

telephone advi-ior-. sorvtoo . On oi :e rsen cite,] is Ijk! tie rength

f the Air For -Selc ted Ro:e ryer( 7,, -. cr tn-innowo r

Outho ia tio. Ter foehe major i nc-owe !a IVb thle A r-nv ol

Offering assignments to pos iins in the.t ctdi-srei abSent.

Ah -i r -r k-coiId or ;k i I' l ri r - i r t ra in ir - o t .ii-mbv rs a

t!:,. T?R. H-we .v-r, tib o.-ol f r rofr- htt ralning for menb.-rs, r-oiI

r,' a;. f ran 'i ci~u F,,r eii-ti-. l~ f a t-I



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 fill 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 enlistment, reenlistment,

or extension in the IRR/ING by members who have no remaining contractual

obligation. The following definitions apply:

0 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.

1 Source: OASD(MRA&L) Mpmorandnn, Bonus Program for the Inactive National

Guard/Individual Ready Reserve, 1 October 1980.
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* Reenlistment. A secorld Gr ~ ~ereri eri

Ready Reserve by rlerberi h art r ta ; r.'

This applies to personiiel weh, aro me!,r-;r -I r,. atcld

Reserve, IRR and 1Stsancdh R(-eo rye Al,,- o sriQ Ntaa

Guard personnel ria,. ronl t Iin t-ije INC :~i r t

or territory.

* Extension. The or n~ i~a se!o-Ii'e a V

Nati.inai (>rarci who ag r e, n~'r I I e

same statn Cr t err itr L l C"

To be eligible for the !:ronixe pursCr ~file
in and possess a prim ary or seodrI1 oa - exobi-

ization needc, have completed his cir hter tniiit'ary s--xcI bligaLtns and

sign a three Year contract. The amount of 3 honu.- $,r), iiLl, $300

paid upon enlistment, reenlistment, or oxtension aiid S Li' ,)ai, a m-

satisfactory completion of each of the 3ucslg C

At the tin,.e the enlistment, e"iI.aer orarttis

signed, the member must aLso sign a written Themi a. pafe e

terms of the bonus. If rthe indivtdual. fails to, sat:;-f ,tori I'- -ompic-te

the designated terms of, the 3?reerkI)1x, IC- mus't ro at..! rexe of

the payment for the unser'-ed oei. i, ,'rtr Unu3 - indi-

vridual leives the IRR to oin ihc e ct ?cs roe .r tiao ! -V urces.

Planning for the bonus lhas ne-en for o ar'

period of time. During 1973 ano 19-79 os O 1T issle gufdnu>:lc L'_. "erv-i ces

to establish IRF reenlistmnent prgasWith 'uai0 1 Of a:ici

following conti-nuation/'reelistnienr t

P!hRCFNTTACI;-- F'A 1!'R TLTi
*<E'A( NC YIKACL IF S FP','7('.
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The Services were to program for an enlisted reenlisizment test of

$200 per year for IRR reenlistment. The 1979 PDM directed the Army to

"lextend the IRR critical skills reenlistment bonus to unobligated sep-

aratees from the active force and the Selected 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...." In 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 lRR 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 FT 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

I

(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.
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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 dut; are re-

cruited into either the Selected Reserve or the IRR. Current figures

show that approximately 75 persons per montin join the 11,1-. 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 b(nus. A mainagement information system is

being developed that wili not only pay the initial bonus and the sub-

sequent anniversary payments, but will also satisfy OSD reporting re-

quirements.

The Navv Bonus Program

The Navy policies and procedures kor thet bonus Dr ram nasicaliv

follow the OSD Guidance. The administration of the bonus will be accom-

7215ised yv the Navil Re-yv: Per-nne honror (NT<P'I) I;' N!, w Or]ena.

IRPC envisions th;at its enlisted counselors wii contact indivi-

duals by telephone and through mailings to detemTine their interest in

reenlisting in the TRR. UIon show of ittrest, the NRPC counselors will

screen them for eligibility an will then co-iLac tne Selected Reserve

recruiter serving the cardidat,,o.a home town. Tie r-cr i ter -,,i I contact

the individual !RR memaier 'nd process the ;)riptrwork for reeniistnment in

the IRR.

OPNAV has provided guidance to NRPC )n the skills/ratings for the

bonus program.

'r~F



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

who have critical skills about 3 months prior to the end of their con-

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

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

OSD 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

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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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,

STANDBY RESERVE War/National Emergency - 10 USC 6481

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.

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

§Retired 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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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 program 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 issues 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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0 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, includ;ig 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 is capable of handling 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.

* 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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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 mrembers 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 II 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 -ystem,

MOBPERS, currently is capable of assigning IRR personnel against wartime

requirements on or after M-Day but it is limited in its flexibility to

assign against time-phased requirements. MOBPERS integrates the wartime

manpower requirements of both AC and RC units and assigi.- IRR members

against those requirements in accordance with the established priority

system.
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Navy IRR Preassignment Program

As discussed orevicuisi' thie LRR conisriiutes the t~r, prioritv group

of pretrained individUalS to be ce .oi led 11pon mvhb i'oIti,)n. A-s Sac , the
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positions that must bt, fi Iled by M ~-30 dav's and. La-,:kr. 1 T iionns t h at
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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. In 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 personnel. 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 year).

" 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 t heir flexibility

to respo.d 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 identifying 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 tension 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 personnel files for the IRPl, ;raodby Reserve,

and retirees. Assignments to wartime positions are made by comparing

these automated personnel files against a wartime requirements tape

provided bv Headquarters, Marine Corps. The resulting, "mobilization

file" would be used upon mobilization to prepare orders for dispatch

by Express Mail.'

MCRFAC creates a mobilization file 2 or 3 times per yejr to compare
assets to requirements. However, this is so infrequent as ro be unuseable
without update.

2 Express Mail was used successfully during MOBEX 80 (PROUD SPIRIT). However,
,or'ideration Is bei;)o given to the use of Mailgrams in the turure.



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 personnel 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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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 leploy in wartime with a UTC requiring that alter-

native skill. Personnei turbulence among the enlisted force, however,

creates a large workload foi 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 thaL 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. If 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 1hust appro-

priate individual is selected to fill the requirement, including active

personnel available for reassignment or who may be enroute to fill the
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position. As the IR, and retirees are selected for recall , AFHPC notifies

the Air Reserve Personnel Center in Denver which issues ordet's by Mailgram

and initiates appropriate personnel and pay actions.

Although this process selects from all available resources and

minimizes personnel turbulence (because specific positions are identified

for each person recalled), there appears to be one , ignificant drawback.

The system depends on the rapid identification and reporri:iig of manpower

recqirements by the MAJCOMs. Under the confusion of a snort notice

mobilization, it is unlikely tl.at the MAJCOMs will be able tc respond

quickly. It is more likely that they will identify their requirements

piecemeal, sending tbli, mst crinical needs first and following up much
later with more ro'or ne requirements. The result will be that AFMPC will

be reacting to urgent requirements, processing sequential 1 atches of

requirements and filling them without knowing whether iore urgent require-

ments will be forthcoming from other, higher pricry: *'ommands. It

appears that estimates must be made to establish total requirements and

total assets by grade and skill so that assignment ,riorities can bL

established by skill, grade, and comnand in idvance of mobilization.

The study team believes that it Is possible for the Air Force to

identify in advance of mobilization a :aignificant numbe r of 0ositions

that must be backfilled from IRR and retiree assers und,:r any major

mobilization scenario. If individuals were predesignated against those

positions and the MLAJCOMs were aware that they would be filled automa-

tically in case of mobilization, then the post-mobilization "pull system"

requirements could be reduced to a moe manageable size. The Air Force

5hould consider such an approach as its mobilization planning evolves.

YNCLUSIONS AIND RECOKMENDAI IONS

Ti s section present.s the detailed conclusions and recommendations

i :n)- the study team as a result of its research into IRR issues.

*, us ions and recoim. endations are grnuped as follows:
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* IRR general

* Strength initiatives

* Personnel retention initiatives

* Preassignment initiatives

Conclusions

IRR General

0 The IRR constitutes the most viable pretrained individual

mobilization asset for the Services because it consists

primarily of junior personnel 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 polic,' 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 number" 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 Army Nationai Gutard i- .4ischarging a ;ignificant number

of pretrained individuals who ha';e remaining contractual

obligations and who may be potential mobilization assets.

Steps should be taken to trajisfer these individuals to tfhe

IRR in lieu of discharge.

* The Army should continue to cransfer to the IRR qualified

individuals leaving active duty and the Selecct.d Reserve

before expiration of their normal tour of duty.

a OSD should 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

availability in wartime of junior, inexperienced members

with low skill levels.

" The Air Force should reevaluate its need for the IR upon

mobilization and establish an appropriate IRR personnel

management program.

" The IRR strength issue should be considered as a minor de-

terminant of length of enlistment policies.

Given that lE.P service no longer counts toward fulfillment

of the military service obligation, the lack of consistency

between the Services in DElP policy does not affect their

relative IRR strengths. Tlhe lack of consi!teriy does make

it diffioult to de'scrmine the impact on TRR strength rf the

policy change,

Personnel Retentifn inirialivea

* OSD shonin. 'ndert i , arth e r anui .s3i-s CtfI.! .It;i I 1.g I sues

to provide Leotter guidance t, th, Servic',s a.  i.mrrant

area.
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OSD 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

OSD 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-2ay.
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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

0 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 IRR 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 Army take steps to transfer to the IRR those obli-

gated members oE the Army National Guard who are potential

mobilization assets.

" That the Army continue to screen into the TRR those obligated

members leaving active duty and the Selected Reserve ('USAR)

prior to the expiration of a normal tour of duty.

" OSD analyze further the issue of transferring marginally

qualified enlisted membe-rs to t~lc IRR.
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Personnel Retention Initiatives

" OSD undertake further analysis of IRR training issues as a

basis for improved policy guidance to Services.

" OSD consider further new methods to increase enlisted parti-

cipation in the IRR.

Preassignment Initiatives

" OSD undertake further analysis of preassignment issues and

develop improved policy guidance tailored to the needs of

the individual Services.

" OSD 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.

3-65



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 inactive 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.

"he ING program is not new. Althougn 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 1958 to a low of 680 at

the end of FY 1970. t'bviousy there have been major T.hifrs in pol icy

and emphasis to create such a wide variation in strength ver the years.

Figure 4.1 shows the Army ING strengths for FY 19T8-FY 1980. ?rojecred

strengths for FY 1981-FY 1986 are also indicated. The basis for the

strength projections is discussed helow.

The ING program is g,?verned by National ;ua ri Recultir ;iX)

614-1, 28 Febroary 1QT71. 'he ret-latior, estab isles the- po icy an:

objectives related to the iNG, governs tr!etis itneatu r , sita-

lishe; authorized strengths, ;ind prescribes .,d:initr:ti , tre-.

related to membersh ip aud trin.;-f2r :;f nersonnel hetoer tuie aot ve and

lna-tive Nat onal (GiarI. Che detail; o the U prgrI tOft f1 w

are based primarily on U;GR -'4-1.

Because of the proviults ly de, oribed legal pr-hibition against

transfer to the ING of persons who were frmerv; enlisted i: the ING,

the Army does not adllow persons ou enlist dre,:tli into the ING. There-

fore all members of the INC are transferred from the active National

Guard. Transfer to tile IN(. may be for one of several reasons:

* Tempo rarv cho of e.;idence

* T,,nporaru in:mptibi I it'; ' th vi iozn ,:nn io'.ment

" Temporary phys ical disabiiitv

" Prevnancv

* Rtmova] from ovor rrenwth statu -aused by revrgani.-ation

* Polo.v ft,m untr i r! ;-.'. ,,tv ..u<O the tivo N ti ,ij
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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 indivijual returning from volun-

tarv extended active duty

* Individuals who enlisted in the National Guard for a period

less than 6 years and who desire transfer to the ING for the

remainder of their 6-year military service obDlltation (thev

may request transfer to the IRR instead)

" Fnlisred personnel who voluntarily remain affiliated with

the National Guard, but in an inactive status

The Army denies membership in the I"G to officers under caurtain

conditions such as during the year preceding the mandatorv promotion

selection cycle or while serving under a declination of iandator. pro-

motion. Fhe former orovision that restricted officer and enlisted .,em-

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

Membership in the ENG provides few benefits to the individual.

M!embers are not entitled to pay (37 tUSC 301) or to earn retirement points

(10 USC 1.332) and are ineligible for promotion (32 USC Appendix 1101).

ING members receive longevity credit for basi,-c pay purposes, which is

the only direct benefit.

To be members of the [NG, individuals ,must meet professional stan-

dards and maintain physical fitness and deployabilitv standards. They

must also be qualified for a skill authorized in the Nationa] Guard unit

with which they are affil.ated. Members of the ING retain Federal

recognition and Reserve of the Army statis ;is members of the unit with

which they are affi].iated,

,embers of the ING' arp enco)irav.-4 t, i ttend 2 weeks of annual

tra ininA with their init ind to 3t1 en,' an Iniual muster lay as ' embIv

with the unit. T1., iiniua l u tr puvide., ,!i, unit an opportiinit' to:

I.



0 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 pay. 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.
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The Army IRR member, on the other hand, is a member ef a Lare pool

without unit affiliation or local management, factors which tend to reduce

the probability of reporting upon mobilization. Although research by the

GRC study team has not produced statistical evidence to support this sup-

position, it would appear that local unit affiliation would always rrovide

ar. edge to the ING over the IRR in the area of yield upon mobilization.

However, efforts by tile Army to improve the management of the IRR w'11

eventually narrow the difference between the two.

On the negative side, two factors reduce the mebi ization rotenLial

-f the ING relative to that of the IRR. First, I:Y membere; ca,,ILo be

nob 11 -d . rltil their paron Nati :na Guard zinit his been oerl. nec.

IRR members, on the other hand, may be recalled as indivilual i1lers

upon the proclamation of a national emergency by the Pre, dent. >econd,

und r present law, members of the ING are inellgible to be paid or to

earn retirement points, factors that inhibit training becase .f toe

administrative burden placed on the unit of attachment. le prcblem of

INC administration is discussed further below.

z -hould he noted that, in the past, there h.as been no svstematic

trainirp progrm for the IN(. "emberi lro -ncot' roped to "itend 2 weeks

of annu1;Ai training wit'i their unitE hut the train ng received is unit-

Sriented w~hich diminishes its utility to an individual who needs skill

refresiher training. Although the annual trainin geriod 7a\' provide -or

acme rarginal 3kiil refresher trainings, its chief vilue to the ING member

who participates is the "regreening" pro vided by narticipation in unit

training activities.

Anoteir factor atffcting the mobilization potential of the i.-CG is

the ,coms i tion of the group. A review of data furnished b, the National

.,ard o reau aprovides considerable ins ght into the ages, grades. and

iresearihing thu question of ,i 1-up of 1';!; wln tb'lr
irrn' ni't is :eder.l ;i: d Iy the :'rechi,:t, ,rder ih4 1 2 ] l' l) fl0,,1 -q

,1, uar tr':.
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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 young 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

60% 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 91% 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 payment 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 tne ING for a period of 3 years. The schedule of

payments is $300 upon reenlistment and $00 per year on the anniversary

of the enlistment. The contract also requires bonus recipients to

attend annual 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 payments, as shown in Table

4.4. The cost figures in this table assume that about 10% of the bonus

enlistees will leave the program and repay the bonus to the Government
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TABLE 4.1

INACTIVE NATIONAL GUARD AGE PROFILE

Age Gru

-20 2"0-_ 30-39 J-4 9 50+ TOTALS

Officers 0 81 498 75 10 664

Enlisted 129 2,576 L,636 444 80

TABLE 4.2

INACTIVE NATIONAL GUARD GRADE PROFILE

W-1 to
w-4 0-i 0-2 0-3 0-4 0-5 0-6 TOTAL

Officers 201 9 132 260 46 7 9

Enlisted E-1 E-2 E-3 E-4 E-5 E-6 E-7 r-8 E-9 T(OTAL

98 780 365 91- 1,512 819 310 60 7

TABLE 4.3

INACTIVE NATIONAL GUARD SKILL PROFILE

Career Management Field

COAM/
INF ARMOR FA AIA AVN ENGR ELECT MED OTHER TOTAL

Officers 63 "' l 59 5 39 .5 30 37 313 On

CT 1.T1
INF ENGR FA ADA ARMOPR 'FD ENF OTHER TO:AL

Enlisted 00 319 32 n. iS _33 .0 2, 89- 4- ',

i :,;_ .., _ ... : - .,'._ . , -- .... M
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TABLE 4.4

INACTIVE NATIONAL GUARD BONUS PROGRAM

(FY 1982 Budget)

FY 81 FY 82 FY 83 FY 94 FY 85 FY 86

Bonus Enlistments 4900 4900 4900 5500 5500 5500

Bonus Cost ($ millions) 1.47 1.86 2.22 2.73 2.79 2.84

under the formula prescribed by law. Bonus enlistments are projected to

increase in FY 1984 and thereafter based on the assumption that some of

the original bonus enlistees will enlist a second time.

In addition to the reenlistment bonus, the Army plans to increase

the number of enlisted personnel transferred annually from National Guard

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 options.

In FY 1980 the figure was 13%.

As a result of the reenlistment bonus and other strength initia-

tives, the Army projects that ING enlisted strength will increase, as

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

'Members 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

FY 81 FY 8 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-

ticipation 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 th" cate/unit

level with bonus payment checks being issued centrally the US Army

Finance and Accounting Center. At the present time the \rmv 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.

--10
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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 prog:am 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.

0 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.

4-11

L . •. . .. . ...



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 Army must answer

the following questions:

" What is the ultimate strength objective for the ING?

* What types of soldiers should comprise the INC (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'?i.

strength as follows:

The total number of personnel assigned to the Active
Army National Guard in a State plus the number attached
in the Inactive National Guard may 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 b.- computed

as follows (strengths in thousands)

110% 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 fatire l(i

program, the Army must consider two competing goals. First. the Army
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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

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

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 JLUPS 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:

a ING strength is tied to the same peacetime strengths that

form the basis for the authorization of unit administrators.

6 Congressional peacetime authorizations have been relatively

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

Guard peacetime strength levels from 380,000 (end-FY 1980) to an average

strength of about 400,000. Using the 10% 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 438,300.

Skill Requirements

As described previously, the Army requires that the ING member have

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

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

the ING. However, all members now are transferred to the INC, from a

National Guard unit, which implies that the individual possesscs a skill

authorized in the National Guard. Further, the ING member us11ally is

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

compatibility. If the individual moves to another city, INC membership

should be retained regardless of skill match because the individual

can be transferred to a different unit upon mobilization. Therefore,

it appears that the Army's restriction on skill match should be dropped

in future revisions of NGR 614-i.

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 from-

them.

Training Requirements

The training of ING members presents even greater prtblems than

those associated with the LRR. ING status implies little or n, partici-

pation in unit or individual training activities which is alsn trie for

the RR. However, the ICG member has no central career .ianigement
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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.

OSD and the Army have initiated aetions'to 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 proficiency 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 call for reaching a level

of about 32,000 enlisted ING members by FY 1986. This repre-

sents a level of less than 10% 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 aporopriate re-

fresher training.

* Titles 32 and 37, US Code should Fe amended to allow members

of the ING to accrue retirement points for training in an

inactive status under conditions prescribed by the Secretary

of the Army.
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* The Air Force should consider establishment of an ING program

to retain members with critical skills.

The GRC study team makes the follewing recommendations relative

to the ING program:

* 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

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.
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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. Many 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 IA program as envisioned by the Office of the Secretary of Defense

(OSD), 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 OSD

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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" 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 LMA 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 may 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 by that organization.

UfAs 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 Category A

(minimum of 12 days annual training and 48 training assembli-s), Cate-

gory B (minimum of 12 days annual training and 24 training assemblies),
1

or Category D (minimum of 12 days of annual training). The memorandum

permits the active organization to determine the amount of training that

each individual is required to accomplish.

1Category D personnel are members of the IRR until I October 1981.
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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 guidanco provided by Air

Force Manual (AFM) 26-1. IMA 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. IMA 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/MPX) approves all IMA positions annually based on the foregoing

criteria. General officer IMAs are validated by the General Officer

Manning and Position Review Board.
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Current INIA Program

Table 5.1 provides details of ch,, !A program for FY 19bi 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 PROGRAX.

(FY 1981)

OFFICERS _NLISTED

TRAINING AUT11OR I ZFT) FUNDED ASSIGNED AUTHORI ED FUNDED ASSIGNED
CATEGORY Ioslk) : . ,,01S Osl _ I :'s . s S'11i 3 I*, C S i '31c S-p 8k,

A 385 28 3*

B n,0OO 5, 787 2,..:3,5

D 870 781 30 115

7OTAL 8,832, 7,255 o,896 7,383 ' .§, 2,579

Reuent',y assigrnd FAA controllers.

Wartime rm ulr-mencs are not al ocated to training ,itegories,

Funding for the FY 1981 program is as foilows:

Reserve Pay (Categories A, B, and D S20,213,h0o

Travel I, b26, OS>)

Special Tours 766,00

Total IMA program $22,05,00(.

It can be seen in Table 5.1 that the FY 1981 funaeu )ositi)fns are

essentially filled for both officers and enlisted persrnnel. However,

funded positions represent 82% of those authorized for officers but only

34' ,of those authorized for enlisted personnel. This ditf,.treUc .iproars

to be the result At two primary factors:

* A higher propensity on the part or fficers to parti,

in individual training programs

) -
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a 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 years. 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 OSD 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 point 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 level
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support of the program. The report cited a lack of adqu-a t, gAi arlc<, :-nd

procedural direction for the ;ianagement and administratiOT: of c;.o IMA

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

vironment where local administrators had license to define and porate

their own DIA programs.

As a result of the G inspection, the Air Force has revisea mobi-

lization, manpower, assignment, and training directives. it h3s a. ,:

developed and has begun testing the concept of a Base >Iobilization Augmentee

Administrator. Under this concept an administrator is assignt d 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, Scott AFB, Berg-

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

If the test is successful, the Air Force states that admi:istrators will

be added at 30 locations.

The administrator will be a Reserve senior NCO assigned to the base

under 10 USC 678. The main function of the administrator will be to

educate the key personnel of the units to which IMAs are assigned regard-

ing all aspects of the IMA program. The administrator will also assist

in accomplishing various administrative items for the assigned EMAs and

act as a central information point for all personnel programs for IMAs.

However, the administrator is not a personnel technician and will not

fill out paper work for the INAs. That function I.s performed by a com-

bination of the active CBPO and the Consolidated Reserve Personrel Office

,4P)) whinh maintains field records for IM:As at ARPC.

Under the ongoing Lest, the following duties are ::ss gnod 10 th

administrators:

0 Maintain up-to-date strength accountability f,-r ill assigned

and attached TZLt:s.

Assist the majnr .mmands in dIterminwA t'aruvc l,2 ,l-

mnnt for IM \s.
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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.

" Provide guidance 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, OJT, and

testing service are provided or all IMAs when necessary.

" 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 lXAs.

* 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.

5-9



Training of IXAs

The training of LMAs is normally conducted in the section or office

to which the LMA will be assigned in wartime. The training consists of

a combination of annual training and inactive duty training dvsigned t,

upgrade or maintain Proficiency in assigned skills and familIaritv with

the actual job to be performed. IMA training can also be conductod at

formal active force technical and career development schools or through

special tours of active duty for training in primary skills.

In those cases where an IMA lives beyond normal commuting dist:ince

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 con'ero:,d is roquired

to ensure proper training of the IMA. Annual training photB .1 ' rformed

with the organization to which the i[A is .5 igned t: r i/tir..

IMA training rspons ib i it ies ar, ce!Ot. red it f -r nad, liar trs.

* HO USAF'RE writes the govern :tn tralni:g directive (AFR 35-.1,

Vol II), v:ilidat:s A:-d pr,,gr m-. ': :. nd so, lal r or nan-

days, nrograms school rciqu remcnt s. inr, tri, toe_ u-, o'

man -da s .

Thu Air Reserve Pors,,7n i l ,.-nt,-r a a~ , .i Ltl !

training t; ur inan-da'. , s,:hdul e sho,1 art ndance, , ,,ounts

for thue se cf mar-dav spics. id pr vides !roni g adinis-

tration (,)rders f,,r trainino., crediting retir.!ment po ints,

processi ig p.v d menation. 5r1 !,)win t taninp nart jipa-

t;on it mnb( r- .

* Ihe MAJCT),M and _,)As det ,mi : , r i :ig r-',Ii em ,'''-..

,n s i i~s~g v.1 iV i d~\' i rn'~~l

;r t. r ;,, ,; , i .( ; , , ,i;, d : . , i: ::. LAr)i' eso .



0 The unit trains the IIMAs 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 cormally projected for six months in advance. The number of

training periods depends upon the pay category to which the individual is

assigned. Inactive duty training is scheduled on normal work days when

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

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 he able to return to a unit.

A mobilization exercise in June 1980, called PAID REDOUBT 80, tested

the IMA alert/notification system. Both the telephone notification system

and the Mailgram mobilization order system were tested.

0 In the telephone notification, the Air Force test units

notified their own IMAs. The result was that 90% of their

IMAs were contacted within the time allowed.
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0 In the >aiLgram test, the MAJCOMsidnrificd .,tARPt,

IMAs to be contacted. A computer tai was ge:-,< t:, bv

ARPC and delivered to Western Union. Delivery of tr:e Mai'-

grams was made within 24 houis. IMAs acknowledged rv-ctipt

of the Mailgram by calling a toll-free number; 832 ef the

IMAs responded within the time allowed.

PAID REDOUBT 80 tested the notification process, but did not survey

IMAs to determine how long it would actually take them :*o report r: their

unit. The Air Force policy is that preassignted IML\s must r.port to their

initial duty station within a maximum of 24 huurs plus ,r,,.ve, t"mr-. Un-

doubtedly, some personnel will be out of town, some will r-ouest d '

or an exemption, and some will take longer in ce!varing up I.w.i: tus!-

ness. As a parallel, a separate Air Force survey of IRR mprwrirs . ck~ng

how fast they could report revealed that 46X of those r,' r.i:.g t. -urvev

replied that they could report within 1 to 5 days. Sir. 4 n ', oi.

have their assignment and know their priority ot need, tnere -c..uic t

a high percentage reporting within 24 hours plus tr-ive t:'".

THE ARMY iMA PROGRAM

The Army is responding to OSD guidance to develop ar. lIAM rTornn7

by converting its present Mobilization Designee (MOBDES) :tr grari. The

Army has had an officer MOBDES program since 1948 and an eniistd progr:im

since 1972.

A Mobilization Designee is a member of 0t, Individual Ready Reserve

who is preselected, pretrained, and assigned to occupy an authorized

active duty position upon mobilization. 7,, 3OBDES is In I-raining

category D, which pirovides for at. least 1.2 oa ! r ,'.rr:g tur i .

Annual training is performed with the office that the >IUBDES would join

upon mobilization and is directed toward maintaining prfi, ioncv in the

specific duties ind tunc tions w;hich wi il be p,.frmet .i r net: 7itt i..

MOBDES positions are iimit.d t headqartri, in stal at ,'ri -t,): ;. ' ti:i-

tig org~inization;, ot:. MOtD> pIiti i. :r t "'1 i: ti,' I. l'



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 positions.

MOBDES personnel are required to reoort for duty by M + 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

* 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 ahiut 5 00 new

positions will be added, all of which are programmed for aiumentation of

Army units. These posiLions will raise the authorizations from peacetime

to wartime strengths.

As can be seen in Table 5.2, the officer/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 enliste.i -> rsonnel have

a low propensity to participate in Reserve training and the rm.- ma- be

unable to attract enlisted personnel in sufficient nubers to fill the

identified positions.

It should be noted that the Army p!hns to rcr-it IA'..As :rn :m7ng

those officers and enlisted personnel being roleas . - ctv, ci:v .!no

plan to remain in the geographical area of the unit w ih iii.

served. By this means, a person of known capability migh.t - e persuaded

to remain associated with his or her unit in order to retain unit affili-

ation and to draw Selected Reserve pay. For members not planning to

live in the vicinity of their active duty unit or installation, the Army

will furnish personnel information to the nearest Reserve or Naticunal

Guard recruiter who will alsc recruit for UIA positions. The Army wil'

also consider direct enlistment of personnel into the rMA program if they

are qualified by reasons of prior service or cf.viliin-acquired e'Jlis.

MARINE CORPS IMA CONCEPT

Planning for the establishment of an IMA program within the Marilne

Corps began in mid 1980 ind, as of the writing of this report. :ui no. t

progressed sufficiently to yield a definitive I'A program. The Mari,

Corps generally supports the :oncept of the IMA program as d1,2 find "

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

The Marine Corns favnrs oreassignement of individia" ,i-rvi ste

and, for that reason, ikes the A conctqnt. Tie arine >:,rpe ,ijroac

is similar to thait f th Ar-: in thL it il; , r .



augmentation positions to LMA positions. I'hese incluoe augmentiti, n

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

Force, Atlantic (FMFLANT) Augmentation Unit and Special Mobilization

Augmentation List (SM.AL) positions filled by the IRR that augment active

headquarters in a manner similar to the Army MOBDES program described

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 OSD 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 OSD 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, OSD guidance currently limits IMA positions
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to the augmentation of ictive :nits because the Congres,; ;esirec alt

members of a Reserve unit to be in a single training category. Ehi s

would preclude IKGs in training category B or D from augmenting a Selected

Reserve unit (because ail Siected Reserve units are in t

A). Further, if an IMA can be rcuruLted into the Selectee Resrv. w

a 2-week annual training comnitment plus 24 or A8 drills, hiwe cuuld

probably be recruited directly into the Selected Reserve unit.

The Marine Corps approach on the augmentation of Selected Reserve

units is similar to the Reserve Unit Augmentee (RUA) program recently

authorized by OSD for Reserve medical units. Under this concept, m-embers

of the Army IRR are formed into augmentation units and designated to

augment Selected Reserve medical units and are required to traincc.nV

5 days per year. This special case for critically short medical skills

might be extended to other shortage skills if required :ir .urno;es ,f

mobilization. However, the use of IMAs is not appropriate for iaug:.entation

of Selected Reserve units.

NAVY LMA CONCEPT

The Navy does not vet recognize the need to establish an IMA

program as directed by OSD, for two principal reason rst, e ;a 's

wartime manpower requirement is not vet firmly est3:blii'2 , .

progressing on the Navy Manpower Mobilization System (NIMOS) wh.ch will

establish a time-phased wartime manpower requirement. Vhen cmp1~te

NAMMOS may identify wartime manpower requirements appropriate f-)r fill

by 17MAs structured along the lines directed by OSD.

The second reason that the Naw-' is not moving toward the establish-

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 constitut an IMA program as envisioned

by OSD because the individuals:

a Are in the Selected Reserve.
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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.

TABLE 5.3

NAVAL RESERVE UNITS

Personnel Required

No. Units (Wartime)

Surface

Commissioned Units 354 20,708

Augmentation Units 1890 47,796

Air

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 67% 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 differences. OSD guidance

directs the Services to assign IMAs in peacetime to the active unit that
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IMP-
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 effectively

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 augmentation 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 exist 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-Da;

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 unit. 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 OSD. 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 readily to IMA units If they were assigned to their active

unit for purposes of administration. These are primarily headquarters

augmentation units that are comprised of individuals (rather than teams)
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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 OSD, 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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0 Expansion of Service IA, programs to include Large numbers

of enlisted members may not be successful due to the low pro-

pensitv of enlisted personnel to participate in Reserve train-

ing.

0 The Marine Corps should not establish IMA )ositions for

mobilization stations or for augmentation of Selected

Reserve units.

* OSD 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 LMA program:

0 That OSD continue to support the development 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.

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

the near term by converting appropriate augmentaticn units to

I As.

* That OSD guidance regarding assignment and administrationr
of IMAs be as follows: "Administration of f-MAs 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

by 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,

Re,3vrve pay, etc."



That OSD 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.

5-21



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
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674 of Title 10. Section 273 also provides for ai inactive status list

in the Standby Reserve as follows:

" Permits transfer of a Reserve (if qua]Lf4ed) fr( m the active

status list to the inactive status list under regulations

prescribed by the Secretary concerned whenever .t i in the

best interest of the armed force concerned.

" Prohibits pay or promotion of persons .,hile Ii ffnactive

status.

The involuntary recall of the Standby Reserve requires that the

Congress declare war or a state of national emergency (Section 672a,

Title i0, US Code). However, a member in inactive status may not be

ordered to active duty unless the Secretary concer:ied, with the approval

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 .:ategorv 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

active status list and an inactive status list comrrlsed as follows:

9 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
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- Are temporarily assigned for hardship or other cogent

reason, with the expectation of being returned to the

Ready Reserve

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

required by law or regulation to remain members of an active

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

their transfer to the Ready Reserve. Those who are deter-

mined not to be required for mobilization are discharged.

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 67% 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 (3%)

Total 10,383 20,162 87 31,420 62,052

From DASD(RA) Official Guard ond Reserve Manpower Strengths and Statistics
(Reserves not on Active Duty) RCS:DD:M(M)1147/114, September 30, 1980.
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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 % Senioro% Junior % Senior
Grade Grade Average Grade Grade Average

SERVICE (01-03) (04+) Age (01-03) (04+) 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 % Senior %Junior % Senior
Grade Grade Average Grade Grade Average

SERVICE (El-E4) SE5+) Age ( (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

One member

No enlisted members
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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 memorandumI to the

Military Departments that stated that the Ready Reserve is the preferred

source of mobilization manpower and directed the Services to:

0 Screen members of the Standby Reserve to determine which

members would be mobilization assets and request that they

transfer to the Ready Reserve or, as a minimum, from the

inactive to active Standby Reserve.

0 Eliminate consideration of the Standby Reserve as a mobiliza-

tion asset (inactive status effective immediately; active

status effective end FY 1981).

a 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(MRA&L) Memorandum, subject: Standby Reserve Policy, 23 January 1980.
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0 Submit a plan for screening the activc and ina-tiv, 9tatus

Standby Reserve by 20 February 1980.

A subsequent memorandum from the Deputy A,_-istant Se,-reterv .f

Defense (Reserve Affairs)I clarified the eariLier poliov aird allowed the

Services to transfer members to the Standby Rest-rv.o ina-i,.c e) in -rder

to preclude officers from failing promotion and ;-coming subiect to

discharge or transfer to the Retired Reserve. This appliedi primaril-

to the Army and Air Force which are required to 'isoharge (r transfer to

the Retired Reserve (if they are eligible and apply) officers woo have

failed promotion twice. Navy and Marine Corps officers who twifce fail

promotion may be retained at the discretion of tle Secretary of the Navy.

The memoranduim also reminded the Services to sub-iot their screening plans

as requested in the January memorandum from the ASI)(MRA&L).

Service Implementation

The Military Services have taken steps to comp]v with OSD guidance

relating to the Standby Reserve. The Army and MIL~ne Corps no longer

automatically transfer members to the Standby Reserve for the final year

of their military service obligation (see Section 3 of this report).

Although members who enlisted prior to October 1Q78 remain eligible for

transfer, few of them so request. Thus, there are very few obligated

individuals remaining in the Standby Reserve. Llkewise, 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 ii a year.

The Marine Corps continues this practice despite )SD guidance to the

contrary.

The OSD guidance directing the Services to qcreen the Standby

Reserve is being implemented more slowly than thf foregoing initiatives.

Although each of the Services has taken steps toward the screening process,

many express some reservations about the program. The intelt of the OSD

guidance Is that neither the active nor the inactive Standby Pp-,rye

ODASD(RA) Memorandum, Subject: Standb Reserve Policy, 19 Marc: 198h.
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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

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 issue raised by the Services is that there is little cost

involved in maintaining the records of Standby Reservists while there is

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:

0 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.
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" The Department of Defense should sponsor egisatin to allow

the Army and Air Force to retain in rhe Reedy Reserve officers

who have twice failed promotion.

* The Standby Reserve should be considered 3 source , r mobili-

zation manpower to be recalled aftjs the Road'. • .esrve ut

before tho Retired Reserv,.

0 The Standby Reserve (ictf e) shold :,,mpris e i,ldiviJuiai,; who

are unable to par~icipate in the Rea>: Re.A r .e caus to 7y

are key employees, temporarily disbid, or other-ise are

unable to participate in training and have the t.<pe, tation

of being returned to thp Ready Reseru.

* The Standby Reserve (inactive) should comprise individuals

who are not required by law or regulatio n 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 Standby

Reserve for mobilization.

Accordingly, the study team recommends:

• That OSD amend its guidance to the Services no allow persons

to remain in the Standby Reserve under condit ions described

above.

" That OSD prepare and submit legislation to allow the Army

and Air Force to retain in the Ready Rese-rve officers who

have been twice passed over for promotion.
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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 positions.

However, retired personnel who are young enough to return to active

duty are fully capable of filling staff, administrative support, and train-

ing positions, thereby releasing other personnel for assignment 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 national

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 descrihes 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.
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CATEGORIES OF RETIRED MrLITARYlLESu;NFL

The pool of mi :itary r,t i ees Cn 1 ts om-nur;- perstnel.

In the first group, tern-:d ictive duty rt i rrees i:- this r,.pJrt, are found

regular officers and reola" en isttf (er!o,:ei , 4ve :-tired upon

reaching 20 or more -!ears of active *ervic'e. Some Rea-erv, officers whose

combined service on active dwv and ,ctive dacf tar :a;nii "-_ua, 20

or more years also qualif'y for .jttAv duty rtiro"..n'
.

In the second group, termed Reserve retira-; thi.- report, are

found Reserve officers and enlisted personnel who acc_.Mulat& a combination

of 20 "qualifying" years of active duty, active )Tt-: for training, and

inactive duty for training, thereby becoming eltioie to ,ray,, retired pay

upon reaching i-ge 60. The i,)'Lowiny subsectio-ne d-sc::-fbe ise groups in

more detail, including size, *omposition. and avci1abilitv for recall in

the event of natLonal emergency.

It should be noted that. personnel mav be r. ir~ a fr. military service

for reasons of physical disabil iv, baing pIaled . 2 a U sability

Retired List or the Temporary Disabilitv Retirc c.is- t . c <i condition

reevaluated every 18 months untiJ ret arned to a,., -e (utv *r D laed on the

Retired List or D!sability Retired List, or tran ,erred t the Retired

Reserve). For purposes of this - IBj-:-:, L ,e - I- A- - ace

not considered to be TobiLiz tfor a:zc ts ar. ,r. t - 2 r urther

in this study.

Active Duty Retirees

Officers

Under TitLe 10, USC. regula r and ReseLve , . ia Ia. a p Iv for

retirement upon reaching 20 or more vtars I.f activle ery to, which at

1
Reserve enlisted personnel must enlist in a Regular component in order

to serve on active duty for extended periods. Therefore, eserve en-

listed members attain active duty retirement inlv nfreqiuentlv.



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 63231

Air Force 10 USC 8911

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 avmilability 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
2

at any time. 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-
3

clared by the President. 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.

'Other sections of Title 10 grant authority to the President or Secretary

of the Navy to grant retirement at the 20-, 30-, and 40-year points.
2Authority: Army, 1') USC 3504; Air Force, 10 USC 8504.
3Authority: 10 USC 6481.

4 USC 672.
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Enlisted Personnel

Regnu ir erl !is tcd p.'' ;jOiic; ret I r iog w Lth I :0 oy .re ',-a ar. of se rvic-e

are imrnediauteic trros fe rrod to tLte R,,tired ''tt 'a: so . c to

recall under che --ame set-tions of law that '-ertain t'i re!gi'r n firersi.

However, r s r t iring borw'een '<seir 20th ind :0th -rv;1 - anni versaries

are tt ransf, rredi ,, the Rpes-er';e until they ruach thet I' Otl ,-ear or service,

at which time the.y ate pLaced, on the, Retired I~lst h,,-'rb' their Military

Deoartmvn t. Ina tihe Ar:m" Iu a.: r ire 10UC3'i ' and " 0 8q I,

respectivel1.'), no spear Li nai-ie i-i givxer, to rh~s ginou; ret irees and they

i r aa l 3ig:- - - toc t, e R tiLred (1, Ue v e. -huos , -hey. diu ) Sa Istatus as Retired

Regular personnel and mem'bers of the Xerirei R*-tserv,,. o: i'a's-ing the

iue Li o re -ava i!s i " ' ( a1 I. ;ii< '> r, i - r and the

Air Force !-tv, inu-2rpret.ed i,:' t Is >Ju ro- -heo ci 1 -'t-;red active

duty enlisi d per.;connel a-s in. - ' re !,ilar.s ;-s'A' - m-~reh-rs c the

Retired Rez,,'rve. Thus the': ire - On'iii.-reij 4runmeh( i, o; : fvi: KI r r,-call

by the President- at an. time.

In the case of the Navy and the Marine- Corls. en i'e pprsonel

retiring between their a0t dd 10th servict-anv'r-v ' ar-- transferred

to the Fleet Reserve or tiAe [ices~e Mar i.re !Jurps P-serv ' 10 1.KC 0,30s , where

they~ draw retainer 'iav and ri--:ss wit it heir lort -r--" s F:''er'arv. At

that time they are transfer-wtJ ,) the ipmropriare Re: I edi I i st tor to the

Retired Re!sE-re).

As members of the Fleet Re-.>lssve o r FRi ert Marin-. (orp' Reserve, enlisted

personnel may be ordered to acstiv"e dutyv "o- trsiinrsg and nrov be recalled

involuntarily as prescribed it:. 1 64C ,4o:

(.s a i member of rhe fPleet Pe:;ervt' sir the, Vi,-c"t i'
corp;i Reserve ma%: be 'irde!red by Cromp.'' .'nt

auth)oriti to active hA: without !Is'-, c:uss- Tit

(1) in time of war or national emrergency1-. d-leied
iy Cong re,-c,. for the ds-ratton ot t w' ir or

:1.3ri Or;17 ss rsr and ' r si -i s nt- o e

Authority: ArmV 10 'JS( 'J s Jl IT1!. Marl no f r; I'- 15' ,hW Air
Forre, 1C Iss 3W

2 For -aurposes4 of r(ail . e tiiw tln 51 voos-e: r'-gs lir and Reser-ie officers



(2) in 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
1

of 20 "qualifying" years of service. 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-
2

cipation in various Reserve activities. 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.

10 USC 1331, 1332, 1:33.

2E.g., training assemblies, Reserve schools, correspondence courses.
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Upon reaching 20 years of qualifying service, rha Reserv its ma.,

request either transfer to the Retired Reserve or discharge trri the Re-

serve altogether. Those who elect discharge return tic the Rtired Reserve

upon application at age 60 when they begin to draw retired pay. Thus,

during the interim period, Reservists who elected discharge hay. n, 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

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-
1

quired category who are readily available for mobilization. Thus, re-

tired Reservists are far less available for recall than regular officer

and enlisted retirees.

MANAGEMENT INITIATIVES

Introduction

The Military Departments, under the guidance of the Office of the

Secretary of Defense, have undertaken management initiatives that will

improve the utilization of retirees as mobilization assets bv pnrmitting

the orderly recall and assignment of retirees in -"It t-.,01t o nrtrional

emergency. In providing guidancte to the Services, OSI-: def imno classes

of retirees for the purposes of mobilization maranymen, ;is fc lrws:

Retiree Class Status

I Under age 60, non-disahil t-v ro 'o ,,nt.
retired no more than 'years

IT Under age 60, non-disabili." ret rmnmt,
retired between 5 and 10 ears

ITT All other retirees

110 USC 672
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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 -- nd-FY 1981

("ass II -- end-FY 1983

* Preassign retirees in peacetime to mobilization positions that

are required to be filled by M + 30 and are appropriate for

fill by retirees

Service response to the foregoing guidance varies widely as is explained

below.

Army 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 identified, 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 CON-US base during

wartime and identified those not appropriate for fill by retirees. The

lists of mobilization positions, which were prepared at the installation
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level, have been consolidated by Headiuar~ers, Dc- :rt ,m. ", tt- A*Mr

as shown in Table 7.1.

TABLE 7.]

ARMY MILITARY POSITIONS IN CON' q

,As of 30 April 1i9S))

Off icer WO El iis L... otal

Peacetime Requirements 35,55 ,432 88,72< '8,01)

Wartime-only Requirements 40,973 408 8 1. 3,59H

Total Wartime Requireiaents 7(-,828 3,840 17(,),I 2i',61()

Less:

Positions Not Appropriate 1i,590 1,344 13,125 6,05'j
for Fill by Retirees

Total Wartime Positions 65,238 2,496 157,817 225,551
Appropriate for Fill
by Retirees

As can be seen, approximately 901 of the total CON'S wrtime military

positions have been identified by th Army as beiig aporpri.te for fill

by military retirees. The Army pLans to review these positions semi-annually

in connection with updates of its CONUS manpower A:.Jthorizati'T documents.

Retiree Personnel Data

Management of personnel data for retirees presented sp-cial problems.

Prior to 1977, when the Army began thinking abiot tlo lst, of m litarv re-

tirees to offset shortfalls Ln pr,-trained manp,,wer, o3: "ke!eton" personnel

records were maintainoeu. Reserve Components F-r ionne1 Aomto rrin Center

(R(-PAC), which is responsiie for managing retired pr'-nn l, maint.,ined

only name, SSAN, sex, and officer or enlisted 1dent tfiiat!.- cndes 3n It-;

automated personnel files, re-,rd!; that were lnsif 1 P,,,t ",)r h,' Mboage-

ment of retirees as mobili7ation isseti. According,.", RCr'A)) .egan - manual

review of its retiree paPe 7erds t) establish -. z'i -omrkft -ut 'mated

fils. Comletion lat(-s )t th, review are a' fr iws
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Retiree Class Completion Date

Class I October 1979

Class II

RA Officers March 1980

RA Enlisted June 1981

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)

Class I Class II Class III Totals

Officers

Regular 8,811 7,726 1,319 17,856
Reserve 16,194 49,478 113,036 1

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 OSD, 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 II 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 impaict on ret iree d istr ibuti ion .iie t. I hi 3, Uif f~r, ce ini

definition. fhe net et r ec t ,however , is r )nr~s K P MW, bersi ): retir ees

in Class I I ac t ie.xpense of Class III. T here is i '-rreipondinc increlse

in the numhers : Arm%' rettrees available for recallI.

As discusso d previously, Reservists with .20 or rare (iuallfying years

but who are less than age 60 may elect discharge in llieu of transfer to

the Retireo Rese ryze. They must rczouest Reserve :ratrus upoul reaching age

603 in order to draw Reserve re tired pav. Du.ring 'iv interim, they are

unavailable for recall uoen mobilization. Althouigh figure., ore not main-

tained, RCP-AC personnel est imate that about 2000Re orve retirees are

in this group. The proble'm isCOmteOUnded bv Lic !icr that- -ha Reservists

must request transfer to the Reti[red Post-rve upon re~i.-'i" g tile mandatorv

removal date.. ()therwi se! th2 tt I!V Zn .S U ic to 0.s iir her .

Legictior is -reTt- eO to solvec this prob7reu.

As ot late 1980, the Armv was continuiing t.)mp i i ers'n.nel

data for Class I and TI retirees. A survey of the dai-a tii'- ti November

1980 showed that skill, addres;s and other ciitic;l inforla-cion was missing

from a substantial number of retiree reco~rds. This rieprese nts a signi-

ficant degradation in obl1'oncaonib i. i v tia tt ii: i o ::re ised

attention on the part of h Any

Preassi~nment Act1 tns

The Army in; moving rApidlv toward 'rea.ssiignmenit f C:1.1ss I ;ird 11

retirees. A pilot program asconducted during 1180 at four Army installa-

tions (Fort Carsoni, CO, F, R; lv, KS, Ft. Lewis;, WTA, Fl-. Benming, GA).

The program was detsigned i-do termine pol 'c'; rpqui remut- Ind operational

details rela-ted to the r-ec~il of retiree.; and to assess ho th vol1untarv and

involuntar,, assignment programs. During the test, :i total o)f 11, retirees

(255 ofticers, 147 enjisted) were selected for involunry oreassignment to

the four Installations. The voluntarv portion of the test was conducted by

US Armv Forces Commnand kFORSCOM) and the report on the test is not yet

available. Highlights of the involuntary portion ot th-e te.' t conducted

by Headquarters, Department J. the Arm. and RCPAC orre as; fol lows:



0 Requirements were limited to garrisons and hospitals at the

selected test sites.

0 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%

of the enlisted personnel were fitted to requirements that

matched their grade and skills. The others required grade

substitution (mostly downward) using a rule of "one up, two

down."

* 1102 retirees were involuntarily preassigned 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.

0 The overwhelming majority of retirees responded positively

to their preassignment.

& The recall of retirees may create problems related to uniforms,

pay, insurance, promotions, medical standards, etc.

Based on the test, the Army is developing plans to preassign a

substantial portion of Class I and II Regular retirees in accordance

with the following schedule:
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8o,_00d --- F n- ' 8

100,O00 -- End-FY 195

"20. 000 -- Ed -FYI 

The Army has not yet begun to preasign Reserve rettre-s becaus. , the pro-

vision of Title 10, USC, 672(a) that specifies that retired '.eservists may

not be involuntarily ordered to active duty durin' ,ar or Congr,-ssioni I
>
v

declared emrrgency until the Secretary' concerned .iaks a detvrmi ation

that qualified Reservists in ictive status or the Inac ive Notinai Guard

are not readily available. The Arrnr interpreted this :anguage to meran

that retired Reservists could not be preassigned in peacetime. Howevor,

the OSD Ass is tant General Counse ruled o *he cL ntrar-, :i dcclVion that

was announced to the Military Departments by ASD(MRA&L' memotandum on

12 December 1980. This ruling cleared the way for pre. ssignment if rt,--

tired Reservists If the Army so desires.

In the preassigning of retirees, the Army select- retirees to fill

wartime jobs by grade, skill, and geographic location. RCPAC u'-cs a

newly developed computer program to match retirees to requirements. The

program is capable of making skill and grade substitutions as reqcired.

However, Army requirements are nct time--phased with the result trat all

retirees are ordered to report within the saine t::mn period.

The preassigned retiree re' *,ivteo a 1e'tter f jost n-,ti n ;i d a

mobilization order, an example of uh -0 is ContaiT-eli is App-,-'di: P, and

is directed to report within 7 d;vs . t full. rmobilizati n. The retiree

is instructed that full mobilizati'n will be- anm_,un,-,ed 'i tIe President

on television, radio, or other pews media. DMe or,r stateis tt it is

automatically resoc inded - tln :0 e rtii v re, ' ie ', or h ,r It!, 5- t hday.

All preassigned retirees will be directed to report to ine of 40

CONUS Mobilization R.ep,rtinv Installati-ons where prepos;itioned rosters

provided during Vucet ime by RCPAC wil I Ist t'ta iye ;ssignments. il-

stallation commandpr; ':v-!, in ioyrlv -,o modtfv u1I speci tic a:isignments
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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

and grade substitutions. Geographic criteria for selection are first,

that the retiree lives within 300 miles of the installation, then the same

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-

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.

However, the recall of General Officer retirees is managed on a case-by-case

basis at Headquarters, Department of the Army.

Retiree Management

As discussed previously, RCPAC is re3ponsible 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

" Reviewing requests for medical exemptions

* Answering queries from retirees

" Screening retirees annually to update reccrds (address,

physical status, skill, etc.)
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It should be noted that RCPAC has no plans to conduct any refresher train-

ing for retirees. RCPAC estimates that it would cost 540 million per year

to provide biennial refresher training to Clsss T and 'I rptlree,.

RCPAC has identified a requirement fur 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. It 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 military would be about $0.i8 million

per year (@ $14,500 per military man--ear). Thus, the direc_'t 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. Thesc include:

0 Promotion consideration

* Uniform allowance

* Insurance corversion (Veterans to Servicemen's Group

Life Insurance)

* Survivor Benefit Program

* VA disability compensation

* Accessing retirees to the active pay system

• Recomputation of retired pay upon release from active duty

* GI Bill/Veterans Education Assistance Program

* CHAMPJUS entitlement

• Reemployment rights

* Skills acq'iired since retirement
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" Nonmedical deferment/exemption

" Assistance to dependents

* Key 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

" Professional certification for medical, legal, and ecclesiastical

personnel

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-

zation occurred today. The Army's current program will meet or exceed the

OSD 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 rptr ees is based only on

one scenario--full mobilization. Alt!Qugh the Army 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 days. Although

the actual reporting dates will vary, up to 120,000 retirees

will be reporting over a period of a few days. 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 IFS. Thc requirements

determination system should be modified 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 fies 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 selective 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

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.

Mnbilization 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-Ol) have

indicated 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-

assignment of retirees against mobilization positions.

Retiree Personnel Data

Responsibility 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 fjr update of the

files. The Navy plans to query its retirees regarding missing information,

skills, physical status, etc.

The Navy has a substantial pool of nondisabilitv retirees as shown

in Table 7.3.

TABLE 7.3

NAVY RETIREE DISTRIBUTION (NONDISABILJTY)

(As of January 1980)

Class I Class IT Cla, s III Totals

Officers

Regular 10,718 10,283 38,630 59,631
Reserve 5,545 10,281 90,688 106,514

Subtotal Off 16,263 20,564 1211,318 166,145

Enlisted

Regular 4,141 14,950 8-,455 104,546
Reserve 2,072 4,466 9,285 15,823
Fleet Reserve 45,412 35,182 1,374 8oi_9)68

Subtotal Eni 51,629 ;4,598 9t,114 202,337*

Total Officers
and Enlisted 67,888 7!.,1b2 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 143,000 retirees in( Classes I and

II (as defined by OSD) who could be available for recall upon mobilization.

However, the retiree files, particularly for enlisted personnel, 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 18,060 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 wartime 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

OSD guidance.

Retiree 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 its retirees, a significant personnel management

workload may be created similar to that experienced by the Army. At a

minimum roll-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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Navv Reie ecall Program Summary

in sum~mation, the Navy retiree recall program i, progress ing, 1)ut

slowly. The following major points pertain:

" It appears that the Navy is capable of meting OSD guidance

to preassign iLv ond-*F'Y 19481 retirees requred to fill positions

between M--Dav, and M+30. However, -here i no evldence that

tht. Navy i.Ic to preassign tseret iree-

" The- Navy retiree personnel records are c:? ihl ! -7 -:1prting

mobilization asa ic,,nment accions today. H( i-v,-r, mi ih work

re.r:nins to be done ir upda ting the record

" dentificaition of po!sitions to be filled b: retirees is

impeding the Navy's capability to utilize ret~reE S inl the

event mobilization occurs in the near future.

" The absence of resources for retiree manage ment could impair

the future effectiveness of the Navy's retir, e recall program.

Marine Corps Retiree Recall Program

The Marine Corps is moving to establish a retiree recall program

in accordance with OSD guidanre. Major parts of the retiree recall

system were !xertised succeonsfully during exercise PROUD SPIRIT in late

1980 and planning continues as described below.

Mobilization Positions for Retirees

The Marine Corps is :n thle process of identifying mobilization posi-

tions to be filled by retirees. Retirees will be assigned primarily to

positions in CONIJS including suaffing of the 50 mobilization stations, base

support activities on Marine Corps installations, and for duty as casualty

assistance personnel. In addition, some retirees may be assigned to the

Force Servic:e Support Groups of the Marine Divisions. Current plans call-

for the identif4iation of about 15,000) positions to be f'illed by retirees

tinder the present. (4 Divisions,;/Wings) wartime force srcue
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Responsibilitv 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

Manpower staff members select positions to be filled by retirees and con-

struct a "requirements" tape which is sent to the Marine Corps Reserve

Forces Administrative Center (MCRFAC) in Kansas City. MCRFAC compares the

retiree file to the requirements tape and issues assignment orders.

Retiree Personnel Data

MCRFAC is responsible for maintaining automated personnel 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

7-21



event of mobilization, they wiould likely, he rec-illed act '.'e duty' and

sent to a CONUS installation to fill a certain type w~ posit ion. Upton

mobilization, the Marine Corps plan., to finalizt. the r-3tirct. r,-qiirement;,

make assignments, and notify selected retirees bY Expr'ss ML. Mailgrams

are not used due -,o the uncertainrty surrounding W eqterni Unien'si ability to

handle the load imposed upon Lt at: the time ,f irohili- iticn. Vie Mtarfxe

Corps believes that Express 'ail, with its everto gl t v 'e: ~i I b,.

able to meet Marine C,)trps nov ification PqienI

TABLE 7.4

MARINE CORPS RETII EE DISTRIBUTION (Nf"'fDISAP!,LtY'
(As uf 31 January 1981)

Class I Class !I Clas94 III Totals

Officers

Regular 3,481 3,135 ,11 11,747

Reserve 1,288 71-5 <,64 3.767

Subtotal 4,769 3,850 ,895 15,514

Enlis ted

Regular* 7,553 11,350 14,231 33,134
Reserve 629) 436 4717 1,533

Subtotal ,1311,786 1.'.708 34,667

Total Officers
and Enlisted 12,Q4-' 15,636 263 50, 181

Includes Fleet Marine Corps Reserve

Retiree Manj emen t

A~t the present time, Marine Corps resourres devoted r,. nianagement of

retirees are litmited to the maintenance and upda-.ting of personne) records at

MCR-FAC. There ;ire nu pldans t) adid personnel matiagnrS ,r tifelinf-s

to handle retitket queries and personnel nrohlom' tl it. A,- V 11- -IT i e

as a result )f th " 'eaT 8c'tirf" tr.



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 employees. Approximately 80% 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 missiois and resources to MCRFAC, the Marine Corps will be unable

to respond ad3quatoly to retiree personnel management problems as they

arise.

Marine Corps Retiree Recall Program Simmary

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 OSD's guidance to

preassign by end-FY 1981 those retirees required to fill

p)sitirns between M-Day and M+30. However, the Marine Corps

plans 'o retain flexibility by providing only general noti-

ficatiin to its retirees rather than issuing preassignment

orders.

A~thou.:h the Marine Corps retiree records require considerable

:,)date and improvement, retirees could be assigned against

r.,quirt-d positions if mobilization occurred today.

* 1lie ab:ence of resources to manage retirees could reduce

the ef ectiveness of the retiree recall program.

Air Force Retiree P,.call System

The Air Forcc is also moving to establish a retiree recall program

along the lin.s of the guidance from OSD. The following discussion

shows that th. Air Force is presently capable of recalling retirees to meet

wartime requir-ementg and will meet schedules prescribed by OSD for establish-

ing data file on (ass I and II retirees. However, the Air Force currently

has no plans -o preissign retirees except for AFEES augmentation. Details

of the Air Force prgram are described below.
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Mobilization Pc-sitions FurRetitees

Mobilization positions fo-r Air Force reti-ees are not id,ntifihd

advance of the mobilization event. Instead, th, Air ;-orce uses its "Pull

system," described ini Section 3, to identify in,:ividu,.l man;.,owEr requirE-

ments after mobilization.

The Air Force will normally recall retirees to r-placc a deplovyed

member or fill a wartime requirement in a unit that hao; no-, vet dePoo.'ed.

Thus, retirees aro not required to be on active iuty untti I ac:sirI

(but unspecified) number of days after mobilization. -lie Air Force b-

lieves that its "pull system" wi ll be able to identif': requl ren.,nts f ;

retirees afte-r I-Dav 4-n time to meet the needs of thto !A.JCOMs;. Huwevc r,

a detailed review of Air Force rime-phased wartime maii,.ower req'iireme:rts

may identifv additional positions that must be filled within tlhe first

30 days before the retiree assignment system is able !)respond. Tf o

retirees should he preassigned to meet these earlv ri-:lirelnents.

Retiree Personnel Data

The responsibi lity for maintenance of rtetiree r,Lrsonnel', tir is spl it

between the Air Force Manpower and Personnel Center (A ' C) ind the Air

Reserve Personnel Center (AP.PC). Althioughi nn autnmti f! le iq niaint:eined

by AFMPC fur all reti rtes, Ar.MVC updz; tos thie I i .; f- rcguii r -tt ire4 s

while ARPC updates those for Pe.,ervfo retirees. ilrd - .,v ro,<'rfls for itl

retirees (except for General Officers and those on the% Ftmporar Disal. til y

Retired List) are stored at the National Personril! li : trds r ill sr.

Louis, MO.

The Potential use of ret iree-; upon Mohi li~ation hias rauspi the Ail-

Force to upgrade its retiree records. The file( l..as conqtructed originally

to comply with the require-ments of law that the Secretar-,y maintain a "retired

list." That "compiance file" contained only a minimal Informa3tion includ-

ing name, rank, date of birth, date of retirement, and s;ection of law uinder

which the individual retired. The Air Force upgraded the information ly

extracting the Air For.e Finance Center records and by quer-.ing retirees

for recent skill, hea',h, and iddress changes. Records for Class I retirees

are now in reasonably 4ood condition while those on lssIT roquire 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 available 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

Air Force-wide.

The Air Force does not plan to restrict to CON-US the assignments of

retirees recalled in the :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 is 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--

istrativq 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 1980)

Class I Class II Class III Totals

)fficers

Regular 14,530 12,028 28,142 54,700

Reserve ?,342 7,529 65,161 75,032

Suibtotal Off 16,8,. 19,557 '-3,303 129,732

nli :ted

Regular 68,705 114,699 159,410 342,814

Re-'erve 5 0 3,409 3,414

Subtotal Enl 68,71.0 114,699 162,819 346,228

%otal Offi.:ers

and Enlisted 85,582 134,256 256,12' 475,960

Preasisignment Actions

With the exception of the AFEES program, which is discussed below,

the Air Force does not plan to preassign (hip-pecket orders) or predesignate

(computer nacch of person and requirement) its rtirees in peacetime. The

Air Force believes that its policy provides the most f:exibilitv to meet

a wide range of mobilization and deployment scenarios. Further, for reasons

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.

Upon mobilization, or earlier when requirements are firm, ARPC

receives automated assets (regular and Reserve) and requirements informa-

t',n from AF PC. Assets are matched against requirements and the indivi-

dual Is notified by Mailgram. ARPC then transmits assignment data to AFMPC

r-c 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 mailings 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 AFEES augmentation, Air Force retirees will

not be preassigned in pcacetime. Retirees will not be

used to fill the earliest wartime requirements.

a 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 3ubject 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 bu updated automatically.

* Air Force time-phased manpower requirements should be re-

fined to identify positions requiring earl., fill by retirees

and individuais should be preassigned to c-Uose Fpsitions.

JOINT AUGFmNTATION! UNITS (JAUs)

OSD has established a special program to utilizk! retirees upon

mobilization to augment the Armed Forces Entrance and Examining Stations

(AFEES). The AFEES are under the control of the Military Enistment

Processing -ommand (MEPCOM), a aint activity for which the Army is Execu-

tive Agent. There are 67 AFFES throughout the United States and its ter-

ritories.

In the event of mobilization, the AFEES muct 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.

The AFEES program was initiated h'. the estaiJ'ishment of 67 Joint

Augmentation Units (JAUs) on the basis of one for eah AFEES. Augmentation

positions f,,r full mobilization totaled 5,524 military personnel. The

Services were tasked by OSD to fill the requirements as indicated in Table 7.6.

By memorandum of 24 March 1980. the Assistant Secretary of Defense (MP, A&L)

directed the Services to preassign retirees to fill, the JAUs positions not

later than I January 1081.

Although each Service has taken some actions to fill JAUs positions,.

progress has been slow. Administrative proble-,r 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(M R&L) memorandum of 28 October l'uSO and assignments tr' the

JAUs has begun.
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TABLE 7.6

AFEES MANPOWER AUGMENTATION AUTHORIZATIONS
FOR FULL MOBILIZATION

AIR MARINE
SPECIALTY 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 ill 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. In 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 !ositions. If successful, this approach might be used

by the Army and Navy to conserve scarce medical resources. However,

neither the Army nor the Navy is able to identify accurately Class III

medical retirees in its current automated records. 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 coiclusions are presented in this section followed by a

list of related recommendations.
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Conclusions

* The inaiti at ives undertaken by OSD a 2 12 r .n:

to utilize retirees upon mohill z-i z, _,,

the stopp lv of pretrained individual.fI ';

duty.

* All S.?rvices have taken steps tow-ar: r~t a- Cn of

a retireo recall program. Alt :OUg.: vary in

their degree of progress, eachnI :<:I- -I,-) r'-(o2 hog

some r~t-Lrees in thne event of inobihi: iti,

" The rotiree recall programs are strrure acco rding to the

wartino,- manpower requirements and mane rS'rctire pecu-

liar ta each Ser-itce. These differeces should be of little

concerni to OSD so long as each Servi.ce is c-apalble (if utilizing

retirees to supplement the supply ot ,iartime manpower in the

event of mobilization.

* All Services have incurred manpower o-ndi funding costs in

establishing their retiree recall programs.

" The Army, with its forthcoming retiree preassiginent program,

recognizes a substantial retiree personnel management workload

fo r thie foreseea'-lo future. If the _:rher Sjervices undertake

a preassignment program comparable to that planned by the

Army, they should also anticipate th~, need to provide resojur!es

for retiree management.

* Neither the Army nor the Navy receives automated information

on VA-awarded disabilities for use in tiheir retiree recall.

progL~lms. Both should find ways to dto so.

" Regular and Reserve personnel who have re-tired ith 20 or

more vears; of active service should bet equally v.ulnerable to

r-call -in thoe Cvnt of mohil11 at~er. ~ro is requIred-

to amend Ti tle 10, USC for this purpose.

* Under current law. Reserve retirees ma- ieqiiest, d scho rge

while awaiting the attainment of age 1,0 iel '..nnuen of
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retired pay. Title i0, 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

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

most part, will not be preassigned. The Air Force does not

now plan to preassign or predesignate its retirees.

0 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.

a Retiree 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 OSD

working group has been formed to assist the Services in

finding solutions to these problems.

The Army's retiree requirements determination system should

be improved to identify time-phased reporting requirements.
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" Assignments of retirees to fill wartimtrit siti. is In

AFEES is lagging behind the schedule ests,.'ishe i b-, 0D.

The Air Force has made the least progresc. All Se-vi, f-s

and MEPCOM should make a major effort to ;eect .n': aDi.Ln

retirees to the JAUs positions.

" The use of Class 1ll medical retirees in AFEES ould reduce

the drain on scarce medical resources among Cla-s I and TI

retirees. However, Army and, to a lesser -xten ,',:AV, automated

records on retirees are not sufficient to permir the identi-

fication of Class III medical retirees.

* Only the Army has identified resources for management of

preassigned retirees. The others will also reqi.ire additional

resources if they preassign substantial numbers of retirees.

Recommendations

GRC makes the following recommendations related to tht retiree

recall programs:

• That OSD continue to urge the Services to refink their

time-phased wartime manpower requirements and tc identify

in peacetime positions to be filled by retirees in wartime.

" That OSD guidance to the Services continue to en.r7hasizc

preassignment of retirees to positions required to be filled

by M + 30.

" That OSD sponsor legislation to amend Title 10, JSC to:

- Equalize recall vulnerabill t for all persons wh',

have retired ifter 20 or more ear- of active se:vi.:e°

- Require Reserve retirees to maintain membership in

the Retired Reserve as a condition for dra,4ing r-tired

pay at age 60.

" That the Services and MEPCOM be directed to acce",cr,te

efforts to assign retirees to AFEES poitions.
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" 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 managemenc

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 of 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 tiat 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 suply of pretrained Individual manpower for mobilization.

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 done to determine t1he relative costs and be:i,- its ,tie .ar-ocs

initiatives. Additional ana ysis should be undertaken by OS) co dk-velop

the cost-btnefit relationshiT.s of present ind future -;rengrh initiatives

and to dev.1op methodology tc assist OSD and thE Servl es in tlhe projection

of future strengths of the IFR, ING, and TMA prc-4rars

The suppl; of pretrained individuals depends nor only > n aav-Flont

initiative,, to im.crove the present program tut a'.so V iOy ,r.ib -5 01(1

as length cf military service obligation, enlistment t!ons, etc. B ,sed

on the res:lts of this study, it appears that OS. ha," onsidt-red most of

the availalle management initiatives and that these wi 1 produce limited

strength improvpme:nts over trie. Major addition I improvmen!.tS io strength

will come only oit.: changes i:i policy such as:

" Longer military srvice ohliga,.ion

" Creation of a now Reserve category tl.at permits rhe call-up

of individuals who are beyond their controtual period of

service (possibly requiring special authcrization by Congress

under conditions of dire national emergency)

A conscious decision to accept the sharply increased costs

of shorter periods of active duty in order to strengthen

th- IRR

* Expansion of direct enlistment and II< reenlistment bonus

programs

Research in these and other areas would be beneficial to OSD 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 individual, that require further analysis. The first is the

extent of participation by enlisted members of the lIR. The .,eond is

the issue of skill refreshvr training for the IRP.
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Enlisted Participation

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 obligated 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 analysis 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.
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MANPOWER MOBILIZATION ISSUES

Several areas of analysis have been identified for re.olutior under

this heading.

Wartime Manpower Requirement>;

The development of timv-phased, wartime manpower requirements it criti-

cal to the success of the pretrained individual manpower prc-,ram, With-

out accurate requirements, it is not possible to know whether the supply

of pretrained individuals is adequate to meet Service needs. Althcugh

the Services have made progress, much work remains to 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 un or immediately after M-Day is not well defined. 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 effort 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. OSD should

undertake additional analysis in this important area to identify 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)

* Type of position

* Urgency of fill

* Responsiveness of the personnel assignment and n, tficatic:

sVs tems
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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 in 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

0 Policy guidance on issues such as the recall of retirees

short of full mobilization

The objective of such research is to develop OSD 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

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 OSD 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
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factors such as the iize 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 analysis should be undertaken by OSD to identifv

potential vulnerabilities and to assure that the mobilization of pre-

trained individuals can be accomplished in support of Service mobiliza-

tion plans. Areas of 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

" Medical examination policies

" Capability to process individuals to active personnel and

pay systems

" 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 OSD

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 Army, with its large wartime manpower shortfall and ability to

utilize relatively inexperienced personnel in some jobs, is pursuing pro-

grams to add such individuals to its IRR. The Air Force, on the other hand,
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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

minimally trained individuals required in the early days of a war. If

the requirements cannot be met by other means, OSD should direct the

Services to establish programs such as IRR direct enlistment to meet the

early needs for marginally qualified individuals.
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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 (MRA&L) (Military Personnel
Policy)

Army

Headquarters, Department of the Army

Office of the Deputy Chief of Staff Operations and Plans
(ODCSOPS)

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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Deputy Chief of Naval Operati-ns (Manpower,
Personnel and Training)/Chi, f of Naval Personnel
(OP-01)

Naval Military Personnel Command (NMPC), Arlington, VA

Naval Recruiting Command, Arlington, VA

Naval Reserve Personnel Center (NRPC), Ne%' 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-l, 4th Marine Division, New Orleans, LA

G-l, 4th Marine Aircraft Wing, New Orleans, LA

Air Force

Headquarters, Department of the Air Force

Office of Deputy Chief of Staff, Manpower and Personnel
(AFIMP)

Office of the Chief of Air Force Reserve (AF/RE)

Air Force Manpower and Personnel Center (AFMPC), San Antonio, TX

Air Reserve Personnel Center (ARPC), Denver, CO
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APPENDIX B

LIST OF ACRONYMS

The following is a list of acronyms used in this study. 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 Active component

AD Active duty

\DA Air Defense Artillery (Army)

XDP Automatic data processing

\FEES Armed Forces Entrance and Examining Station

kFM Air Force Manual

\FMPC Air Force Manpower and Personnel Center

\FR Air Force Reserve

\FSC Air Force Specialty Code

\PDS Advanced Personnel Data System (Air Force)

ARNG Army National Guard

ARPC Air Reserve Personnel Center

SD(MR-A&L) Assistant Secretary of Defense (Manpower, Reserve Affairs

and Logistics)

.,VF All-Volunteer Force

BPO Consolidated Base Personnel Office (Air Force)

CRXKPUS Civilian Health and Medical Program of the Uniformed Services

,ONUS Continental United States

(ONUSA Continental United States Army

(RPO Consolidated Reserve Personnel Office (Air Force)

.A Department of the Army

.A- Department of the Mr Force

.S Deputy' Chief of Staff
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DCSOPS Deputy Chief of Staff for Operations and Plans (Army)

DCSPER Deputy Chief of Staff for Personnel (Army)

DEP Delayed Entry Program

DOD Department of Defense

DRC District Recruiting Command

EMTMS-USAR Enlisted Mobilization Training and Management Syster -U,

Army Reserve

FA Field Artillery

FMFLANT Fleet Marine Force Atlantic

FY Fiscal year

GRC General Research Corporation

IDT Inactive duty training

IG Inspector General

IMA Individual Mobilization Augmentee

ING Inactive National Guard

JAU Joint Augmentation Unit

JUMPS Joint Uniform Military Pay System

MA Mobilization Augmentee (Air Force)

MAJCOM Major Command (Air Force)

MAPTIS Manpower Personnel and Training Information System (:avy)

MCRFAC Marine Corps Reserve Forces Administrative Center

MEPCOM Military Enlistment Processing Command

MILPERCEN Military Personnel Center (Army)

MOBDES Mobilization Designee (Army)

MOBPERS Mobilization Personnel Processing System (Army)

MPP Mobilization Preassignment Program (Army)

MPPC Military Personnel Processing Center (Marine Corps)

MRA&L Manpower, Reserve Affairs and Logistics

MSO Military service obligation

NAMOS Navy Manpower Mobilization System

NCO Noncommissioned officer

NGR National Guard Regulation

'RPC Naval Military Personnel Command

NPS Non-prior service

NRPC Naval Reserve Personnel Center
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OASD(MRA&L) Office of the Assistant Secretary of Defense (Manpower,
Reserve Affairs and Logistics)

JCAR Office of the Chief, Army Reserve

)DASDA(RA) Office of the Deputy Assistant Secretary of Defense

(Reserve Affairs)

)JT On-the-job training

) 1AR Operations and Maintenance, Army Reserve

)PMS-USAR Officer Personnel Management System, US Army Reserve

)PNAV Office of the Chief of Naval Operations

?AS Personnel Accounting System (Air Force)

,DM Program Decision Memoranda

IEC Program element code

1IM Pretrained Individual Manpower

NCO Personnel management noncommissioned officer

>'MO Personnel management officer

POM Program Objective Memoranda

11C Reserve component

1CPAC Reserve Components Personnel and Administration Center (Army)

ITA Reserve Personnel, Army

ITIRS Reserve Personnel Information Reporting System (Army)

IUA Reserve Unit Augmentee

,GLI Serviceman's Group Life Insurance

IA Station of Initial Assignment (Marine Corps)

AL Special Mobilization Augmentation List (Marine Corps)

EOA Separate Operating Agency (Air Force)

SAN Social Security account number

TAADS The Army Authorization Document System

1AG The Adjutant General

7AR Training and Administration of the Reserve (Navy)

LSAR US Army Reserve

LSAREC US Army Recruiting Command

LSMCR US Marine Corps Reserve

LrC Unit type code (Air Force)

V\ Veterans Administration

V AP Veterans Education Assistance Program
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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 is 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 program

* Preassigning IRR members to installations/bases or to specific

mobilization positions

0 Establishing an Inactive National Guard (ING) program
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" Individual Mobilization Augmentee program

* Screening members of the Standby Reserve for transfer to the

Ready Reserve

" Leislation to delete Selective Service screening prior vV

mobilizing members of the Standby Reserve

" Identification of mobilization positions that could be filled

by retired military personnel

0 Establishing personnel data files on retirees and developing

appropriate management programs

" Preassigning retirees in peacetime to appropriate mobilizition

positions

* Selected Reserve NPS enlistment options
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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.
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See lnstructons on reverse of Copy No. 3

AUTHORIZATION FOR INDIVIDUAL INACTIVE DUTY TRAINING
(THIS FORM IS SUBJECT TO THE PRIVACY ACT OF 1974)

A UTHORITY 10 U S.C. 1332. Entitlement to Retired Pay;E.O. 9397. 22 Nov 43, Numbering System for Federal Accounts Relating to Individual Person.

PRINCIPAL PURPOSES To authorize the computation of payment and years of service in determining the inactive duty training performed by the
Reserve member. Use of SSAN Is necessary to make positive Identification of the ndividual and record.
ROUTINE USES Tu compute years of service and eligibility for retired pay, for evaluation In awarding uniform maintenance allowance, to determine if
member meets requirements for retention in Ready Reserve, and for review during promotion consideration. Information may be disclosed to any DOD

component including the Department of the Air Force at base. major command. and HQ USAF levels, and upon request, to other Federal, stare. and local

agencies in the pursuit of their official duties.
DISCLOSURE IS VOL UNTAR Y. Failure to provide the information. Including the SSAN. could result in the improper recording of training and retirement
credits, thus adversel. affecting retirement actions.

I. AUTHORIZATION

THIS USAF RESERVIST IS AUTHORIZED TO PARTICIPATE IN INACTIVE DUTY TRAINING AS INDICATED BELOW

1. LAST NAME. FIRST NAME. MIDDLE INITIAL 2. GRADEf 3.11SAN 4. ORGANIZATION OF ASSIGNMENT

S TRAINING LOCATION 6. TRAINING DATE(SI

ELIGIBILITY FOR TRANSIENT QUARTERS AND SUBSISTENCE

See AFRs 90-9, Chapter 4 and 146-7 Chapter 5, Section. Reservists on inactive duty training (IDT) are authorized to occupy VOOQVAQ, to include

use of contract quarters, at the location and on the date(s) shown above. On an IDT day, enlisted reservists in pay status axe authorized subsistence in

kind provided the duration of training is 8 hours or mote 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

S, TYPED NAME, GRADE II UNIT OF AUTHORIZING OFFICIAL SIGNATURE DATE

ilI TRAINING DATA
NO. POINTS 10 TRAIN. NG UNIT ORf ACTIVITY (Address. City. State and ZIP Code) I.TYPE OF TRAINING

I HER(Specifj
NO. "OURS

I2 DATE OF TRAINING (Yr..Ito, Das
v
) 1a STATUS is. PAY STATU6 I4. IS THIS THE IR T TIME AF FORM 40A

IS BEING SUBMITTED SINCE CURRENT
ASSIGNM NT? IF YES. ATTACH A COPY

SRAOY PAY OF ASSIGNMENT ORDERS

STANDEY NONPAY 0 YES NO

I7 REMARKS

CERTIFICATION

[he penalty or wtlltully making a false claimII is- A maximum fine of $10,000 or maximum ,,nprTISn,,sent i 5 years
(L S Code Title 1. SeCtion 287 )

i g RESERVIST (Reservis$ must sign and date upon completion of training and prevent to rltfyin .,fflcial.

I certify that I performed the training described in Section I1 and ill statement, are :rut' md cor ,'lee.

[ PEo NAME, GRADE. SSSN OF RESERVIST SIGNATURE DATE

IS CERTIF YING OFFICIAL i(ernfving official must sign and date upon completion of training and forward without delai'

re member'servicing CRPO or CBPO for payment and point credit

I certify this Reservst satisfactorily participated in the training indicated inSc, ?In It.

0Y~ NA MGADE TITLE OF UP6RVISN OFFICIAL SIGNA^TURE DAT

AF P 'I0661 408 PREVIOUS EDITION WILL me USED CtOPY 1 - CRPO/CSPO



PREPARATION OF AF FORM 40a
(Preibtf Dretivef I AFR 35-41. Volume II)

(uidance on award of po:fts and perforiance of IDT is in Chapters 2 and 4. Complete this form in three co Di i)itr , u' , '.h
i'e made as follows

a. Cop) I - sent to merbe 's CBPO or CRPO by the certifying official not later than 48 hours after the iit ,cr coiw f!.

his or her training.

b. Signed copy 2 - kept at the unit for file in reservist's training folder. (Optional for unit personnel)

c. Signed copy 3 yven to i ie reservist.

SECTION 1: AUTHORIZATION (Complete prior to resae bts'aponlafochedi ed tminbiIo provide authorizaron for VOQ,!1 40 and stibsren- .

1-3 Enter reservist's last name, first name, middle initial; grade; and SSAN.
4. Enter the unit and lnca, ton to which the member is ASSIGNED.

5. Enter the name ut the Air Force Base or Facility where the training is to be performed.

b. Enter the date(s) training is to be performed.

7. The authorization for ,:wrters include the night before through the morning after the scheduled training date(s). If the e'ni-
listed member is not authorized subsistence, enter following in item 17, "Subsistence is not authorized."

8. Authorizing official is thVc coninder of the unit of assignment of the member or chief of the: at tivii5 tU, which the m ei.
Ls attached for training. The commander may delegate this authority IN WRITING to a specific office, or l'', nes.P-a .! t."
activiiy. Duties to be performed saere direct military/civil service supervision of training is not practal ,p-"Mar'. *! area.. " ... ,
yuppn'r see paragraph 2.6c) should )-,. briefly defined in item 17. Any documentation resulting from the ;,erf,:in ,ce ef ,. h 0
should also be defined in itnm 17.,ignature will be legible and in ink and must be that of the authoriz.in o ficiil'

SECTION It: TRAINING DATA

Q. Show the number of hou-s and points (4-hhrs-Ipot;ehr, oormore-2poinm). Forms are for I day on!: except tho,.s .o-
tivities authorized to accumulate time or for IDT served on colnecutive days. The breakout of points carnel ,'l 1,. 17hown in rte's -

by date and hours of duty performed. See paragraph 4-6 for rebictons on IDT duration.

t0. The unit address where the training is performed (NOTthe mwuber home adw)
I1. Examples of authorized training: (Check appropriate blok or den in -Other").

TP - Training Period ettb ut* aa oftlIE o Oatehi )
ET - Equivalent T raining (to make up. mnimd reufmw 1p)
ERI-Equivalent Reserve Instuction (arrendnaprofentuat or trade eonvenion. authorized In advance
CSP -Community .,ervice Projects

See paragraph 2-6 for more complete information.

12 This is the date that the Irairting ivm actuailly performed. It may be the same, but no earlier than the date indicated in item
8 (Year. Month. and Day

13. This item will retrn t tbe norw, ot duty in which training was performed.

14. Check approprnatt ,,,. ,,ow i.urrent Reserve status.
I5. Check the pay b ,x when pay is authorized for the training. Check the non-pay box when pay is not authorized or when

maximum training for pay ,:,s been reached Separate forms will be submitted for pay and for non-pay training The maximum IIr)"r
periods for which a membet an qr.illr'y for pay are:

C~!tSchah Month Each He" Fiscal Year Each Fscat Yea,

A 24-MA., 28-UnIt mbrs 48
8 6 1 24

With the exception in Fir',:note . 'o able I - I. 4 UTAs for unit members; 8 TPs for Selective Service Syst.m MAs,. b l-Ps fcr ailother MAs

16. Self-explanatory

I. As requWired - See ite ms 7, 8t and 9 a bove.

SECTION III) CERTIFICATION

i8 Reservist's name and signature will be that of the reaervist whose name is cited in item I Signature will he legihl and in
ink.

19. The certifying official is the military member or civilian who aupervisd the training and has knowledgv that t- %,.is pt
formed. He may also sign as the authorizing official (we tear 8). Signatire of certifying official will he legible and in ink Vh. , 2'1

tIdying official's autovon telephone number is required to verify and expedite audit trail, if necessary. The certifying official wsll then
send original to member's CBPO or CRPO not later than 48 hours after the member completes his or her training



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.

E
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09PARTM'NT OF THE ARMY

OPPICE Of THE ADJUTANT GXNERAL
U.S. ARMY RESERVE COMPONENT PfrtSONNEL ANO ADMtMISTRATION CENT-$R

ST. LOUIS. MO 63132

IM REPLY am F~ff TO,

AGUZ-RAO COL 61L9A 30 May 1980

SUBJECT: Preassigrment for Mobilization

COL USA Retired

Englewood, CO 80110

Dear COL

You are probably aware that the Army is faced with a significant manpower
shortfall if 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) installation pcsitions, thus providitg 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 list 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 physically qualified Regular Army and Army Reserve
Retired personnel less than 60 years old will eventually Pe needed for emergency
recall, we are starting by alerting Regular Army personnel who have been on the
retired rolla less than five years.

Your status and availability must be kept current to ensure validity of this
order; therefore, the Army will make periodic contact with you for verifying
items of information. Many details 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
call and discuss the mobilization program, your preaseignment, and -your
responsibilities in case of full mobilization.

1 Incl ROBERT 3. YUN &~~
Order Brigadier Genera-, USA

Comanding
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DEPARTMENT OF THE ARMY
OFFICE OF THE ADJUTANT GENERAL

U.S. ARMY RESERVE COMPONIENTS PERSONNEL AND ADMINISTRATION CENTER

- --.--.A.r ST. LOUIS. MO 63132
-- IN *EPILY USSgl 70,

S -75778 30 May 80

AGUZ-RA
COL

COL 61L9A
Englewood, CO 80110 REGULAR ARMY RETIRED

EFFECTIVE UPON rECLARATION 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 LOCATION TO THE REPORTING STATION
SHOWN BELOW.

ASSIGNED TO: FORT CARSON, CO 80913
REPORTING STATION: FORT CARSON, CO 80913
REPORTING DATE: WITHIN 10 DAYS OF FULL MOBILIZATION AMIOUNCEMENT.
AUTHORITY: SECTION 3504 OF TITLE 10 UNITED STATES CODE.
PURPOSE: MOBILIZATION
ACTIVE DUTY COMMITMENT: DURATION OF WAR OR EMERGENCY AND SIX MONTHS.
MOVEMENT DESIGNATOR CODE: IAO
ADDITIONAL INSTRUCTIONS: (A) DO NOT REPORT AT THIS TIME. YOU DO NOT COMPLY WITH
THIS ORDER UNTIL THERE IS A NATIONAL EMERGENCY AND FULL MOBILIZATION IS ANNOUNCED BY
THE PRESIDENT ON TV, RADIO, OR OTHER NEWS MEDIA. FAILURE TO REPORT WHEN AN EMERGENCY
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 RESCINDED. DO NOT REPORT IF YOU
ARE PAST YOUR 60TH BIRTHDAY.
(C) YOU WILL PROCEED TO YOUR MOBILIZATION STATION BY THE MOST EXPEDITIOUS MEANS
AVAILABLE USING YOU OWN FUNIS FOR WHICH YOU WILL BE REPAID. IF YOU DO NOT HAVE
SUFFICIENT FUNDS TO PAY FOR THIS TRAVEL, A COPY OF THIS ORDER AND APPROPRIATE
IDENTIICATICH PRESENTED AT ANY MILITARY INSTALLATION WILL ENABLE YOU TO RECEIVE
TRANSPORTATION 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) SHE REVERSE FOR SPECIAL INSTRUCTIONS
FORMAT: 120

BY ORDER CF THE SECRETARY OF THE ARMY:

* TAG, RCPAC
* OFFICIAL

DISTRIBUTION: ROBERT S. YOUNG
INDIV (1) BRIGADIER GENERAL, USA
AGUZ-SOP (1) COMAIDING
AGUZ-RM-M (OMPF) (1)
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SPECIAL INSTRUCTIONS:

A. TRANSPORTATION OF DEPENDENTS AND HOUSEHOLD GOODS IS NOT ALTHOP,!ZED BEFORE YOU REPORT
FOR DUTY DUE TO THE UNCERTAINTY OF YOUR FINAL ASSIGMENT. H0WEVER, UPON YOUR APPLICATION
SUBSEQUENT ORDERS MAY BE ISSUED BY THE GAINING COMMAND IF YOU ARE ENTITLED TO SUCH MOVE-

B. YOU ARE STRONGLY ADVISED TO REPORT TO YOUR MOB STATION PRIOR TO MAKING PLANS IN ORDET
TO RECEIVE PROPER COUNSELING CONCERNING YOUR SITUATION. YOU SHOULD ALSO REPORT TO YOUR,
MOB STATION BEFORE BRINGING EXCESS PERSONAL PROPERTY OR A PRIVATELY OWN-rED 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 HOUSING.

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 YOUE
POSSESSION.

E-4
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APPENDIX F

AIR FORCE REGULAR RETIREE 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 nonths following their retirement. The

completed forms are used to uplate the retiree data base.
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RETIRED REGULAR STATUS AND ADDRER VERIFICAC DATE

(READ INSTRUCTIONS ON REVERSE. RETURN WITHIN 15 DAYS AFTER RECEIPT.)

THIS FORM IS SUBC TO S VACY OE 1R7

AUTH RITY: 1 USCTLE 10 SC . d4 _3._
PPJNCIPAL PURPOSF: intomration concemingl chanlges in your martial sltatus and occupation is needed to pdate Your Master Personnel Fiie.'

ROUTINE USES: in the event of a national emrn|.cy, information will be used to daeerine evail4blifiv for mobilixetiorm

DISCLOSURE IS VOLUNTARY: How-ever. should you fail to keep the military advised of change s in your satus, it could affect the

condition& of your retirement.

I. NAMEA ADDRESS PRINT CHANGES OR CORRECTIONS

DAEPCDI RETIRED UNE IL0STATU

6. IYEAR/MONTH/DAYI

PL ENA COMPLTE RE FOLLORING:

7. MARITAL STATUS'Slaited. osdowed, J,vorced, scnasred. single) a. TOTAL DEPENDENTS !Oo rrot ,ncluda voursalfl

9 PRESENT EMPLOYER

t0. joB TITLE AND DESCRIPTION OF CIVILIAN DUTIES

PHYSICAL CONDITIONS No YES

.. ARE YOU COLLECTING VA DISAILITY? (F YES, ATTACH DOCUMENTATION AND INDICATE
PERCENTAGE OF DISABILITY.)

b. D YOU HAVE ANY OTHER PHYSICAL DISA8ILITY, SERVICE OR NON-SERVICE CONNECTED. THAT

WOULD PREVENT YOU FROM PERFORMING ON ACTIVE DUTY? (IF YES, ATTACH DOCUMENTATION.)
C. ARE YOU DRAWING WORKMEN'S COMPENSATION OR ARE YOU MEDICALLY RETIRED UNDER ANY

OTHER PUBLIC OR PRIVATE PROGRAM? IF YES. ATTACH MEDICAL DOCUMENTATION.)

CERAFICA TE

I cerrttlY to (he best of my k nowledde and belief I have no Mediczal condifion or physicalI defect that would

Prevent MY PerffoMAnce Of active mtlit.iry service at mobilization. except as follows:

SIG (YATUREMONTATE

s toPS F-3 'USE REVERSF IlE FOR REWA..S.



GENERAL INFORMATION PERTAINING TO THE

RETIRED REGULAR STATUS AND ADDRESS VERIFICATION FORM

1. As a retired member of the USAF, you represent a valuable asset to our national de'ense. In the event of serious national
umpwnpcy. the President may detennine that your expertise is again needed to serve the United States.

a. The President has the authority to recall Retired Regular Air Force members (all retired regulax officers
mad esisted regular retirees) under Title IC-, U.S.C. 8504.

Is. Congress has the authoriy to recall those enlisted personnel with less than 30 years activeiretired status, under
Title to, U.S.C. 675.

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
svent of a national emergency when your skills may be required.

3. 1 the event you have a medical condition that would prevent you from serving on active duty that is not already a matter
orcord, Le., non-service connected disability, you should obtain verification 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 it a
matter of record unles it becomes a p,!rmanent disability. However, if you have a temporary disability and are recalled, you may
be elile for a delay or deferment according to the rides in effect at that ime.

4. Inquiries regarding mobilization status or this form should be addressed to ARPC/DPRS, Denver CO 80280, or phone
hlfa.m 800-525.0102, extension 307.

S. Inquiries from Retired Regulars regarding other aspects of retirement. i.e., benefits, receipt of Newsletter, etc., should be
addressed to AFMPC/MPAR, Randolph AFB TX 78148.
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