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EXECUTIVE SUMHARY

TITLE: Squadron Commandar Involvernent Progran

AUTHORS: UWilliam R. Harris, Llieutenant Colonal, USAF and
Jon A. Miller, Lieutenant Colonal, USAF

\\\'T) An indepth analysis of the literature that deals with
the role of the squadron commander in halping his or her
officera with their aasignmaeanta leads to the concluaion that
there is a need in officer profeaaional davaloprment for cloase
caraer guidance and caraeer ccunsaling by the squadron
commnndar. Tha draft Air Force Regulation 36-23 providas the
vary basica to establislk a program that raquirea squadron
commander involvement in the officer svaluation ayatem, the
preparation of the Officer Assaignmant Worksheaet, AF Form S0,
and the counseling sessions that are required in both of
these areas. There is evidence by bcth the declining rated
retention and the dissatisfiers cited 4in atudies that
indicate that aquadron commanders have to play an important
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CHAPTER I
INTRODUCTION
We need to take the aecrets out of an officer’s

profeasional devalopment and show our people tha ayaten
will take care of them as lonj as they concentrate on
doing their joba.l

General Larry D. Welch

Ailxy Force Chief of Staff

Professlional development of officers continues to be
a nmajor effort at all levals. One aspect of this effort is
the Squadron Commander Involvemant Program (SCIP). This is a
Military Adirlift Command (MAC) acronym that 4is used to
involve and lagitimize the process in which the aquadron
commander is the *“linch pin.” He or she is the dauily contact,
the role model, the teacher of officership, the one paerson
that is responsible for the profassional devalopmant of the
officers assigned to hts or hexr unit.

The SCIP program neads to be refined, improved, and
put in a usable format for the squadron commander to use as
soon aas pogssible after he or she assumes command. This
program needs to be adeptable to tha non-rated officers as
well as rated officers. There has been no effort to include
support officers in this program, and they should have the
same support from their squadron commander as the rated
officerxs,

MAC has been using this concept for the past four to

five years ip one form or another and has had mome success in




holping squadron commandors counsel and advizme their officers
in professional developmont and the assignment process.
Strategic Air Commund (SAC) has a program called tho
Commander Involvement Program (CIP) in which they send out a
nowsletter with all known assignmants on a quarterxly baaisa
and a monthly update on assignments. Tactical Alr Cormand
had & sinilar program, but due to the constraints on their
pilot reaources, the program has not been activaely pursused,

Air Training Command does not have an active progran
to date at the squadron level, but haz recently done away
with Air Force Military Personnel Centaer (AFMPC) holding the
Maojor Weapon System board for their Jdnstructors. The
assignments for their inatructors area dona by the wing
commanders which providas commander f{nvolvanment.

Tha draft Air Force (AF) Regulation 36-23 has
guidance that will insure that the squadron commander has an
input into the assnignment procesa for his or her officers.
This draft regulation is moving in the right diraection to
nake the squadron commander an integral part of the
assignment processa. The commanders will not only roview the
officer’s Form 90, but will ba required to make commenta on
the form before it is sent to AFMPC. This ragulation should
be published and in the field in the spring of 1983. It will
give the major commands guidance in developing a progranm
that involves the squadron # amanders in the assignment

process. It will also stress other officership areas that
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neced attention in the “care and fewding®" of the officor corps
to further thaeir professional development.

The purpose of this ressarch project wasz genarated by
thae Director of Assignmonte at Headquartaers Military Adrlift
Comnand who asked for assistance in refining the SCIP progran
and doveloping a pamphlet that could ba given to 1ll new
squadron commanders to prepare them to deal with all facets
of thae acsignments process and with asome of the officership
challenges that they will face during their command. Thia
paper wlll examine all of the data that has been produced to
date that has anything to do with the squadron commnandar’s
involvament in his or her officer asaignments and the many
aroas of professional development.

The authors assume that tho readers are familiar with
basic Air Force personnel management concaepts and the need
for further refinement to halp in any way possible to improve
officer retention, particularly rnted’officer retention which
is a very large problem area in the Air Force at this tinma.
The retention of non-rated officers is not a problem at this

tame, but they should also ba considered in this program.
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CHAPTER X1
A HISTORICAL PERSPECTIVE

In a 28 November 1388 latter cistributed to all Air
Force officars, Air Force Chiaf of Staff General Laxry D.
Welch diascusned tha ataps being taken to redefine ‘the
continuous proceas of increaaing the profeaaional compatence
of all Air Force officers in their current jobs and of
proparing officers for increased future responsibility.”
According Lo Generxal Welch, the redefined process encompassas
major areas of officer personnel managemant to ijnclude
performance evaluations, assignment policiaes, profaasional
military aducation, and commander/supervisor involvament in
the process. An attachment to the latter explaina that a
revision to AFR 36-23 will change the focus from career
development to profesmional development.l

A review of the draft ragulaticn reveals that the
changes go much deeper than the changa in name from 0Ofs..car
Carer Devalopment to Officer Professiocnal Development. The
updataed version of the regulation clarifies the philagqphy of
officer professional development and provides tha structure
for taking the actions neceasary to "“support the Aair Force
mission and to provide the professional growth our officers
expect."2

The professional development program consistas of

three main elements. First, a career pattern for each Air




Force eapacinlty guides the officer into developing depth of
expartise early in his or her service and branching out
Jator to develop breadth of axpertise. Sacond, a training
and aducation program follows the careexr pattern by focusming
the officer’s efforta toward professional military education
and advanced degreas at appropriate points commansuratae with
the nead to deavelop dapth or breadth of axpertise. Third,
the program establishas formal counseling by the comnander or
superviaoxr to provide the officer faadback on his or her
perfornance and counseling on his or her profeszional
developnent. The commander and supervisor are the
“linch pins" of the offjicer profeasional davelopment progranm
through the aevaluastion of performance, profassional
development counsaling, and involvement in tha asgignmant
procesa. Tha commander makes recommendatione to AFMPC as a
result of his or har assessment of the individual officer’s
qualifications, neada, and aspirationsa. AFNMPC uses the
commander’s recommendation alecng with other considerations to
make the assignment to meet Air Force needs.3

Reemphasizing the commander as a key player in the
assignment process was one of several actions taken in an
effort to reverse unfavorable pilot retention ratesa,
Likewisze, the radefinition of the process of officer
professional development represents a culminating effort by
Alir Force senlor leaders to control through a broad range of
management actiona the fluctuating but seriously declining

pilot retention rates over the paat twenty years.
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Rotention, o complex and dynamic problesm, has been o
gubjoct of numeorous studies. A full revisw of the literature
oxamining all the fsctors which sesearchers have identified
aa snfluencing retantion ies beyond the acope of this papar.
However, a review of selccted atudias focusing on the rola of
assignment policios on retantion will help placze the current
squadron commander’s involvement program in a historical
porspectivae. Data on pillot inventory versus reguirements
wiisl introduce the literature review.

Figure 2-1 depicts the magnitude of pilot shortages
ond overages (pilot inventory minus requirements) for FY 66
through FY 89, Severe pilot shortages occurred during two
time periods: FY 67-71 and FY 79-88. The shortageaz during
the earlier period resulted fron increased cockpit
requirements for the Southeast Asia conflict and Jincroeasing
separations. Dramatic increaases in pilot trainlng production
and the decrease in Southeust Asia cockpit requirements
baginning in 1869 quickly corrected tha pilot shortage
problem.4 .

Cne study conducted in 1968 analy=ed the Air Force
assignment system as it stood then and discussed the reasons
for centralizing the assignment process at the AFMPC. The
a.thor noted that officers werae citing lack of assignment
choice and poor assignmantsz among their reasons fox

separating from the Air Force.2
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A 1969 study analyzed the responues of 72 young
officears at ona base to survey questions relating te their
opiniona aa to the advantagaeas and disadvantages of an Air
Force carwser. These officera liated lack of aay about
assignments uns one of the disadvantages of an Air Force
career. The author recommended increased control by thae
individual over his or her future asaignments as a way to
improve ratention.6

A study publishad in 1971 focused on the atructure
of the Air Force career davelopment program and the
importance of sound career counseling on retention dscisions.
The author commented positively on the eatablishment of the
Caraer Davelopment Center at AFMPC to provide diract contact
between individual officers and the assignment staff at AFMPC
rather than through the commander. Ha believed officers
would prefer to raceive asaignmant information from AFMPC
based on their inputs via the AF Form 90, Caraeaer Objective
Statement, and their letters or telephone calls to their
AFMPC career devalopment counsaelors.?

In another 1971 study, the author hypothaeasized that
declining retention rates during the late 13608 reflected
that young officers based their career decisions on factors
other than money. He characterized these factors as
"management factors" since they were under the control of Air
Force officials. He concluded that Air Force officers were
separating from the service because they were dissatisfied

with saveral management factors +to include assigument




policias. Hia rocomrendations to improve ratention includes
more caroer broadening assignments for rated officers and
more effective education for these officers on the workings
of the assignment system through diract contact betweon AFNPC
and the rated officer corpa.a
In 1972, a study of Air Force junior officer
ratantion linked raetention problems to the risa of
antinmilitary santiments in the United States and ¢to the
upcoming J4implemantation of the all-volunteer Iforce. The
atudy also analyzed the motivational factors iden%ified in
the Air Force New View study of officer motivation in ternms
of Herzberg’s motivation-hygiene theory. The author also
diacusaed the rola of peraonnel programa to include
assignment policies a3 dissatisfiers which influenced
officers to separate from the Air Force.®
After smeveral yaars of favorable retention rates, the
Alr Force aeaexperienced sarious daclines in retention rxrates
beginning in FY 79. Both of these phenomena are easily
observed 4in Figure 2-1. By this time, the Air Force had
developed a more descriptive measure of retention called the
cumnulative continuation rate (CCR). The CCR predicts the
percentage of pilots entering their sixth year who would
complete the eleventh vyear, assuming current retention
rates. Figure 2~2 graphically displays CCRa for FY 79
through FY 88.10 1In this relatively short period, CCRs
fluctuaced widely, generating considerable concern for broad-

based actions to stabilize retention at acceptable ratesa.
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Savaral studies addreassad the dynamica of pil. ratention
during this pariod.

A atudy completed in 1982 examined tha Llying
squadron comnander’s role in rated officer retentiop, As
background, tha author listed career influences identified by
tho Af{r Force Retention Group and Air Force major ccmmands
from a seriea of axit interviewn with separating pilota and
from confarences with aircrew manbers. A recurring theme on
the negative aids wan dissatiafaction with the amaignment
procesa and the individual’s lack of input to it. The author
recommendad an increased role for the aquadron commander to
address the retention problem and officera’ concerna with
negative career influences such as assignment policies.ll

A 1984 study looked at the impact of institutional and
cccupational valuaes on retention. The author‘’s modela lumped
factors such as assignment policiesz in a category called job
satiafaction. Ha concluded that “satiafied people are more
likely to be retained than diassatisfied people” and cited
effective assignment policies as an avenue toward Jincreased
job satisfaction.1l2

A 1986 study examined the retention of six-to-aleven
year group fighter pillots and discussed the reasons many of
them were giving for separating from the Air Force. Among
other factors, the author reported that these pillots
perceived the assignment process as being arbitrary and
unresponsive to individual inputs, He recommended greaater

involvement by the squadron commaender in the assignment
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procass and batter educatlion on the way the assignmant systaer
operates.l3

Another atudy completed in 1986 analyzed ratention
from a historical perapactive uasing the concept of '"puah" and
“pull' factora. The authox dafinud "puah* factorzs as thoze
internal to the Air Forca which create disaatiafaction and
tend to influance officars to separate frcm the Alr Force.
“Pull" factora are external to the Air Forca and tend to
attract officera to leave tha Air Force for a civilian
caraer, principally with the commerical airlines. He
idantifiad the “lack of individual influence on the
asaignment process' as a commnon career irritant and a “push"
factor which nagatively influencaea retention.l4

A third study conducted in 1985 compared the
retention problem in 1986 with the ratantion problem in 1979
and concluded that the reasons for low retention rates in
both years wara the same. The author cited an AFMPC iasue
paper as identifying aaasignment policiea aa one of the najor
push factors which were key to future ratention rates. 15

A atudy published in 1987 analyzed the ability of
flying aquadron commanders te perform their roles as career
counselors and asaignmant selection and notification
officiala under the SCIP. The authora asurveyed all Air Force
flyng squadron commanders and concluded that aquadron
commander involvement in the assignment process was working

but needed improvement. Specifically, squadron comnanders

-
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needod additional proparotion to offeciivaly serve ao key
raenbars in tho profussional development procasc.le

The laterature review reveal= a consiatent Iinfluance
of assignrent policies on retention ratos. The review also
documents o decided shift in attitudes towaxrd the sguadron
compandar’s role in the assignment process and in attacking
the retention problen. Until the revision of AFR 36-23,
howevaer, only minor changes have baen made to the assignment
pProcess which wevolved 4in the late 1960s. The SCIP
roprosents a concrote expression of the renawad intorest in
using the saquadron commander as the point nman between
individual officers and the Air Force in matters raelating ta
professional development. The following chapters of this
paper hopefully will provide squadron commanders with
information which will muke them more effective players in
the assignment process and the SCIP. This information may

also help the SCIF become a more meaningful way to solve the

ratention problem.




CHAPTER IXX
THE SCIP/RATED

Tha Air Forcae has formalized tha Fact that the
squadron commander haa an irvaluable effect on hia or her
officer corps and their profeasional davalopment. This can
be sean in the naw Officer Evaluation System (OES), the naw
AF Form S50, and the whole assignmant procass. All of theae
programs have put more amphasis on the squadron commandar to
bacome morae involved in matching the right officer with the
right assignment and in raecording the officer’s primary duty
performance. Counseling occura avery time an AF Form 80 lia
produced or the officer bacomes available for reassignmantl
and when an officer performance report iz written.2 Thisa
program should provide big dividends in the pilot retention
situstion that the Air Force is currently aexperiencing.

Tha SCIP needs to ba more than another opportunity
for the aquadron commander to maet with hia or her officersa.
He or she must use this time to learn more about each and
every officear under hia or her command, their likea/dialikes,
anmbitiona, carear goala, familiea, and anything else that
helps him or her understand them as much as possible. This
session can also be uesed to explain the assignment proceas,
promotion criteria, OES program, local squadron policies, and
any unique situation that exists in +the squadron. The
session should not be a “hard sell" session, but a time for

information flow in both directionsa. It should be conducted
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informally with the officer being put in a relaxed atmosphare
and as open a mannar aa posaible. It ia i{mportant that the
apouse ia also iavolved and given the opportunity to attend
the informal session to enaure that he or she feala a part of
thia process.

Not every squadron commander will fael comfortabla
conducting this kind of session, but muat be a good listaner,
be honaest, show empathy, be considerate, be positive, maasure
what ha says and how ha sayas i{t, not lactura, and not force
responsaes.3 The squadron commander must keep al) of thaese
zsessions and the information given by the officer as
privileged information and not use any of tha information in
any prejudicial way.4% If the officer does not fael
comfortable 4in the squadron commander’s office, maybe an
alternative location ahould be chosen. The main factor
involved in this process is that the squadron commander musat
make this program work and give avery one of his or her
officeras the opportunity to participate in the assignment
procaess and their professional development.

There (& no empirical data available at any level
that quantifies the number of rated officers that the SCIP
program has helped retain in the Air Force. Tha Director of
Assignments at Haadquarters Military Airlift Command, Colonel
James H. White, who worked C-141/C-5 pilot assignments at
AFNMPC from 1977-1979 during the last pilot retention problen,

states:




Inportantly. conmnanders now dotormine who goon
whore, not personnel buroaucrats in thair air conditioned
officea., X’m cenvinced that our currently poor retantion
ratea would bu significantly uworse if {t were not for
SCIP. Further, the numerous profesaional developmant
changas that we’re now pushing forward with «will fail «£
wo don’t continue strong emphasis on SCIP.S

Ho baliaves that the program is so successful that he has
askod for thia rasearch offort to be conductad to see if the
other comnands can benefit from the progran.

Thea SCIP program must not be a ona-way flow of
communication, but has to have the full asupport of the major
comnande and thae Air Forca Military Personnal Canter. The
squodron commander nust be given the hard data and facts that
ara available to pass to his or her officers. The availuble
assignmants nust flow to the squadrons in a timely mannor to
give the commander as much time as possibleo to work with his
or her officers. This information can flow in any nanner
that is easily understood and gives the criteria that zre
required for each position. Both MAC and SAC provide this
information every month. This document could also include
rotoention issues and facts, &any assignment changas that are
new, and any new command personnel policies.

The SCIP program does not start with the sgquadron
commandsr, rather it starts with the MAJCOM personnel
directorata. The HMAJCOHM must select the most capable
officers to be their squadron commanders, give them the fools
with whicn to work and support them when they make

raconmendations for assignments of their officers The

squadren <c<omnander must then execute the program with vigor
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and support his or her officers to the beat of hias or her
abllitiea. Tha squadron commandar must ba held accountable
in the adminiatration of thia program and the NAJCOHM nuatbt
keaep atatiatice to show how affactively the program ia
working. If the program is working, the officera ahould be
more asatiafied that they are i{ndeed {nvolved in thair
assignnants and professional development. As a ratired MAC
Major Genaral said smome 10 yeare ago, "It is time wa atop

whiapering in their eara and peeing on their lega."
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CHAPTER 1V
THE SCIP/SUPPORT SQUADRONS

Commanders of support aquadrons play an Jimportant
role in the professional developmant of their officers za do
connandera of flying saquadrons. MAC recognized the
inportance of this role by including aupport aquadrona in the
SCIP test. Howaver, the SCIP for support squadrons operated
differently than for flying squadrons. The MAC Support
Officer Assignment Division exarcised the SCIP by sending
support squadron commanders messages Iinforming them of
assignnents MNMAC or AFMPC was proposing for their officers
and asking for the commanders’ comments. MAC considersd the
commanders’ comments in the decision process and aither
notified the officer being reassigned through personnel
channels when the assignment was approved or conductad
another round of assignment negotiations if the assignment
was not finalized. Tha Asaignmant Diviaion also sent a
monthly message to the field listing asaignment vacanciea for
the coming moqths by Air Force Specialty Code (AFSC), gradae,
and duty location. Commanders had the option of nominating
their officers for appropriate assignments on the 1list of
vacancies.

NAC implemented the SCIP for support specialties

without modification from the test configuration. Support
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squadron commat.-dera and officers ganaxrally exprosaad
satisfaction with the way the SCIP worked during the test.}

In addition, other factors influenced the decision to
implemant tha SCIP diffarantly for support unita than for
rated unita:

a. Support spaciaslties represant a wida variaty of
disciplines which call for uniquely qualified individuamls to
neet technical and operational requirements. Considerable
study would be nacessary to dexign a detailaed SCIp
inplamentation which would work for aach spacialty.

b. The structure and populations of thes support
spacialtias lend themselves toward centralized managemant of
asaignments by AFMPC. Firsat, moat support specialties are
not command-uniquae as are pilot weaponas syatens, AFHMPC can
best mnanage intercommand transfers of support officers to
meet assignment requiremants. Second, thea small numbars of
officers assigned to many aupport apaclalties make
decentralized management by major command highly inefficient
if not unworkable. Finally, the total number of officers in
a specific support specialty assigned to a .purticulur base
fraequently is small. Allocating assignments to a base to
£ill as is done for pilot assignments could gene:te
assignment inequities by bypassing the fair assignment
pclicies AFMPC strives to maintain.

The decision on how to structure the SCIP for the
different support specialties should ba made by AFMPC with

the overall goals of the professional development system in
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nind. In addition, the commandar needs to have at hias or
her dispcsal the right approach to use to enaure the
ratantio of ¢the beat qual.fied officers. The raesultsz
attuined will deyend on the guality of communication and
coordination among the individual officersa, their aquedron
commanders, wmajor command functional managers and parsonnal
officers, and AFNPC,

Soas support anecialties are best managed centrally.
Othars may allost some flexibility in eatabliashing a lesasz
centralizad SCIP. For oxamplo, s3o0re aspaects of the nissile
operations spoacialty are similar to the pillot apacialty.
Misasile operationas officers serve on crews and face long crew
duty days, scheduling problens, alertsa, waapon saysten
qualification programs, proficiency training, standardization
evaluations, and time away from home. Missile operations

squadrons alzo consaiast of large numberc of officers similar

to flying squadrons. However, unlike their pilot
countarparts, missile operations officers face fewer
roassignments within the missile operations specialty. Most

reagsignments are to positiona outside the field and
genearally outside the squadron commander’s area of expertisa.
The commander’s detailed involvement in the assignment
process could be of help for the officer trying to cope with
an unfamiliar assignment. On the other hand, the commander
could face heavy tasking in an unfamiliar area, making him or

her contribute less effactively to the SCI1P.
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Coentralized managoment of assignmnants does not
necossarily preclude the implemantation of a vianble SCIP 4in
support apecialties asc the HAC tost domonatrated. AFMPC hag
the optlon to tallor the SCIP to meet the requiraments of
each functional araa. The squadron commander can gtill have
a diract input into the acsignment procass via contact with
command functional managers and personnel officers as well asn
AFNMPC. Support squadron commanders perform their moat
valuable service in the SCIP by counaeling their officers
face~to-~face regarding their profescional davalopnant
requiremants, the assignment process, and the neads of the
Alr Forcae.

The pamphlot in the attachment should be useful to
squadron comnanders as a guide to counsaling tholr officers
under the officer professional daevelopment (OPD) progran,
regardless of the laevol of their involvemoent in the SCIP.
The assignment process is only one facet of OPD; professional
development counseling is a key commander raesponsibility

which the guidelines in the pamphlet will greatly facilitate.
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SHAPTER V
RECOMNMENDATICNS

The authors beolisvo that tho SCIP is working today 4in
¥ and should bo adopted by the Alir Force. The SCIP putx
+ne emphasics and tho authority where it should be--on the
squadran connandaor. lie or she iz the porson that is nost
xnowledgeablo of the officer’s talent and potoential. He ox
sho iz tho ono that can talk “aye-hall to cyo-ball" and inow
what tho officer thinks about his or her future and what the
spouso thinks.

MAJCOMS should establish an avenue of ecasy accesas to
tha personnel officor t¢ allow squadron commanders the
abrlity Lo work assignments for their officers. There arc
many timas that the peraonnel officer is not able to bo
raachod becauze the phone i1s busy. This coculd be nanuged bf
having a call waiting fcature on his numboer, installing nore
nunbors, or establishing set times that he will bao frece from
ather duties.

Junior officers should never be allowed to talk to
the personnel officer at the HAJCOM ox AFNPC. Thay ahould
wark through the squadron commander only and let hir or her
work with assignments perzonnel. This in itself may help the

personnel officers’ acces: and cthe telephone probien. The

sguadren conmander should he the bronker for all aassaignmente




Rated asasignmants should flow to the zquadreon
compnandar as aarly as possible, dividad into ‘msoft
assignments" and “hard assignments.” Thao “soft aasignmeonta®™
ara those that are available for anyone with the applicable
AF&C; and the "hard assignmenta" are those that have been
allocated to that wing to £41ll. This will allow a fair and
aquitable distribution of asaignments acroas tha command. It
will also allow the squadron commander to adverti{se the
agssignnents to all of his or her officers and allow time for
individual counseling.

The squadron commander should s«d up o system that is
easy and provides all the information that he or she naads in
an organized format. This can ba done by following the
guidalines found in tho pamphlet <(Attachment 1). This
approach sets up a procedure that allows for accomplishing
initial and recurring counseling sessions and a convenient
format that 18 not cumbersone. It should have basic
information on the spouse and children as well as detailed
information on the officer. If possible there should be a
work number for the spousa in case there is an emergency and
the spoumse neede to be reached.

The base Director of Personnel should eatablish a
program that would give ample time for all new saguadron
commanders to interface with base functions that they will
deal with as commanders. This would last from one to twe
weeks and include time with: Staff Judge Advocate, Social

Actions, Chief of Socurity Police, Installation cChaplain,
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Chief of the 0Office of Special Invaatigation, Chief of tha
Family Support Centar, Chiof of Corractional Custody, and any
other function that the Diraeactor of Parsonnael daams
appropriata, Thisa program would give the new squadroan
commander a chance for facaea-to-face contact, and infornation

on what each function can offer whan he neceds support.
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WORKING GUIDE FOR THE

SQUADRON COMMANDER

Thias space should have a neszaga from the MHAJCOM
connander that expresses hia thoughta on command and
raaponaibilitiea of a squadron commander, He should al=zo

give saupport to the SCIP program and hia philosophy on the

asaignnent process.
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GETTING STARTED

You must first do vomo homnowork bafare you ovaen stars
te think about setting up your fLirst gsassion. Start my
raviewing tho racords of your officars. Thic should bo done
by breikine your afficers up into groups that can ba caaily
roviewed in o relativoly short time. A you review the
records use tho officer workshoot to take notes that wlll be
important whon you conduct your sinterviow. Theso workshoots
bocone veary 4important when thare is a pronotion board cominng
up  that will require a Promotion Racommendation Form (PRF)
and whon tho officar’s Officer Performance Report (OPR) 3
raquiraed. Take thoe workasnoat and start a notohook that haas
the lateat SCIP letter, retention fact sheets, computer runa
that give date arrived gstation, ov+« ‘ceas retuxrn date,
promotion criteria, and any persconnel policy letters either
local or from the MAJCOM.

Now that you have gotten a atar: on knowing your
officers, you can start by sending a short letter ta all the
officers in your squadron explaining that you will have a
meeting with all of them in the near future. If you want
them to bring a draft Form %0 with them, put that requirement
in the lstter.

For the newcomers in the squadron, make sure that
they receive a copy of o welcome letter for their spouse, if

narried, fron the orderly room that gives basic facts about
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the sguadron and soma conmon dofinitions. Then set up a
neoatang of your choice to meet the newcomer and his oxr her
spouse o gat acquainted and anawer any questions that aefther
of thaem bhave. A lunchaeon at the club or a dinner at your
hsuse works vory nicoly ond it isc a mora ralaxed atnosphore
Zar a snall group of your new peopla. Thay gat to naet you
and your spouse@ and some of the othar new peoploe in tho
asgquadran and theay all facl like they are welcome ana 2 part
of the new family.

Some of the nmost important items to cover on the
initral meoting with the officer during tha counseling
aeasion are:

1. Professional davelopment--the most amportans
indicator of potential of the officer is his or har dailv
performance. The progression in crew peosition, o6
responsibility, and the quality in which he or she does the
job relates directly to promotion.

2. Professional Military Education--should continue
to build on the foundation laid down in the officer’s pre-
commissioning training and should be taken when the orfficer
needs to improve the required skills--not u square filling
nove,

3. Advanced degrees--are important to the ofificer to
support and strengthen his or her ability to deal with the
nore complex jobs as thoy move up in rank and responsibality.

4, Qfficer Evaluation System--a clear cut systen

that i5 designed to accurately provide Zfeedback on j0b
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purarnanca., A thorough knowledge of AFR E6-10 ia requirad

to counszel your officers.

S. The promotion system--u fair and conpetitive
procoss to advance the bast qualifiod officarg to positions
of groater responsibilitias.

6. AF Form 90-=-a worksheet that an officer can £i11
out to lat AFHMPC parsonnel officers know what thoir ambitions

and career qoals are during their careser.

7. Assignment system--a procoss that matches
officar’s abilities and training to Air Force needs. A

integral part of officer professional developmont and to
increase rank and responsibility with an Air Force carcer.

8. Spouse employment--if desirod, civil service
gives crodit toward placenont in the civil service syctem for
spousaes of active duty military. The Family Support Center
can also give assistance in obtaining employment in the local
area.

There are many other areas that are unique to certain
missions and areas that should be included ain the counseling
session and maintained in the nctebook. This book will
contain some very sensitive information and should ke treated

and protected with that in nind.
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TG Each New Spouso

On behalf of tho men and wonen of the .
I walcome you to Baaea. My wife, __. . and 1
are saincerely intereated in making vour tour pleasant and
anjoyable. We ara avallable anytime to anower quentions,

discues problems, or provide advice.

Wo have put together a package containing information
on the Jlocal araa, the base, and apecifica about the
sguadron. WVe’va also included an attachment that defines
saveral of the terms you will hear you apouse talking about
and provides answers to queations that may arise when he or
ashe is gone on a trip.

Thore are many activities in the wsoquadron and we
encourago you to take an active role in as many as you can
because we think they are fun and you will meet new and

interaeating friends. Wa like to think that we are one happy
Air Force family.

Again, welcome to the and (location). Wo
are looking forward to meoting you, and if there is anything
we can do to help you gat settled, please let us know,

John Doe
Comnander,

&}

[38]




XX+h SQUADRON

Welcone to the XXth MAS. Wa are glud you aro joinina our
fanily and want you to fecl at home here at (name of basws.
W know you have nany guestions, and we have triod Ro
antacipate the moat ceritical ones and pruvide you thd answara
i thia package. If you have any othar gueations, plaase
call at (talephangs nuaber).

1. WHEN MY HUSBAND IS ON A TRIP, HQW AN X FIND QUT WIERE HE
IS AND WHEN HE MIGHT GET HOME?

You can call MISSIiON CONTROL any time (It’s = 24-hour
number), howavar, for the most racent update, «all auring
normal duty houra (0730-1600, Honday threc.gh Friday). The
duty offilcar can get the informatlion much, nmuch gquicker i1f
vyou know the name of the aircraft commander your husband ia

with. S0 it is a good idca for you teo £find that out hafere
yoeur husband lcavea. Pleoose don‘t feel insulted 1f yeu ara
aaked to identify yourcelf. The aquadron does not want Lo

give out the information that your husband L out of town and
won’t be back for gaveral days to anyone not authorizad to

lknow that. Be aware that changus in misoions and delaye &a
oecur und  your husband’s trip may last saveral days longer
than expected. We know that this can be discourag:ng and

snconvenient at  timea (aspecially when you‘’ve lined up a
aitter for the aquadron party and he geta home two days
later). We sympathize and hope it will not happen too often.
You can call MISSION CONTROL by diaiing (telephone number).

2. WE HAVE AN EMERGENCY (Baby is very sick, death in family,
ete.). HOW CAN I REACH MY HUSBAND WHO IS ON A TRIP?

a. Call MISSION CONTROL (telephone number) or the
Operationa Officer (telephone nunber). Call the Thief Pilot,
Chief Navigator, Operations Officer, or Commander.

b. The squadron wives ara set up to help one mnothor
in enerqgencies, 30 plcase <all) the comnandexr’s wife
(telcphone number) and she’ll make arrangenents to help out
unti. your husband gets home or things are back to nornal.

3. I NEED TQO ASK MY HUSBAND’S ADVICE ON SOMETHING WHILE HE
IS OUT ON A TRIP. IT IS NOT REALLY AN EMERGENCY, 3UT IT I&
INPORTANT. 1S THERE ANY WAY I CAN GET IN TOUCH WITH HIM?

You cannot talk <o your hushand darectly, but cali
AIZSION  CONTROL and the auty officer will relay the nessage

T hir. Be sure you twii the duly officer the name of the
AIRCFAFTT COMMANDER. It :ight take a while (10-12 hours ai
L
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mout)  depending on the whoreabouta of tha mission, but  you
will qet a mozaaega back.

Y. HOW DO I KNOW EXAGTLY HHOW LONG MY HUSBRARD WILL BE GONET

Unfortunatoly, we <an navor be absolutaly aurae whan <
craw will raturn. Howeovar, each trip haa a planned duratien
ar.d abocut SU percant of our tripa arae completed as  oxpactad;
but, experience has chown that the other half axe one o
thraa days late. The antaire MALZ ayotam ig primad o asaist
crews who get atuck out beyond the FRT (FIREM RETURN TINEY.
Agsk your husband what his FRT 1z and you can prehty woll plan
on ham baing homa within 24 hours of his FRT.

5. WHAT ARE THE BASE NURSERY PROCEDURES?

You need to call for a roaservation (talephone number)
at  leuse one waek in advonce, particularly in the sumner.
AMaditiona: space ia provided for OWC luncheons and coffeos,
ao call early (two weeks bafore the function, Lf pozaible)
and otate that you will be attending an QWS funciion.

5. AtM I ELIGIBLE TO SEE A FLIGHT SURGEON? HOW DO I MAKE AN
APPOINTHENT? ARE MY CHILDREN INCLUDED? ANY RESTRICTIONS?

Wives and children (6 yoors of ago and oldor) of
f£lying personnael can sce a Fligant Surgeon. Dapendent’a
appointments can bo made by calling (telephone numbar).

7. I WAS TOLD THAT THE BASE DOESN’T HAVE AN EMERGENCY &OON.
WHAT CO I DO IF MY CHILD GETS SICK, MY HUSBAND IS GONE, AND
IT IS LATE AT NIGHT?

You may use the emergency facility at .
or you mnay use tha nearest civilian hospizal for emergency
care. If you use a civilian hoapital for energency care, it

will be handled through the CHAMPUS progran. Be sure you
have your ID card with you to verify your right to treatment.
Keep 4in nind that some charges may be incurred {f you uae a
civilian facility. CHAMFUS pays 80% of the alliowabis chargen
after the deductible haa been asatiafied. You will be
responsible for the first 20% of the charges. Everyone Jis
acvizsed wo familiarize themaclvea with the elinie’s policy
before an emergency arisesn. Stop in at the clinic anc psck
ugp the necessary informaticn.

3, Scon your husband will be speaking 3 new language and to
help you underatand what in the world he ia talking about, we
are providing you with the attached liat.
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AN EASY GUIDE TQ SFE? AING Al

AZET = Aircrow Standardazation and Evaluatison Toan==a NAC
headquartera staff viasit to aee L1f our crows ard fuily
qualified. Taata are adninsatarad, and they L1y with dur
crowd., You’ll find thiz & tense pwuriod for your spouso.

=ERT TIME - Threc hours and 15 ninuzos bafore takeoff. he
ajzvadran will phone to "“alert' you husband z2or his aLusdioe.

He thoen has one hour to report to the squadran.

SACQWTINE = One hour after alert, «r twe hours and i% maiputes
b&fare takeoff. Thias i3 the timne the craw reporto to Ui
sgquadron to start prepar:ing for “ha minsaion.

CREW REST - Theroe are throw typos:

a. Pre~Doparturs Crow Rest - Not schoduled for any
flying dutios for the 24-hour poriod bofore cvhow time. Your
husband paoy be acheduled for office projects or additional
dutizs for the firat 12 hours of this periecd, but he can’t bo
achoduled for angthing the laat 12 hoursa.

b. En-Route Crgu Rast - While on & miscion tho croew
is glven ot leaat 15 hourz and 1% minutee to eat,  ahap WX
wiatevery, and asleep befora taking cff agasin.

c. Post Hission_ Srew Xest ~ If your huaband ia away

rom (name of base) more Lthan 16 hours, he has free =ime when

A returnas, He gets one haur off for each three hourese he vou

away up to a maximum of three days. Mont crows got two to
zhree dalys off when they gqet hone.

CREW PCSITIUNSG:

Aircraft Commandes (AC) - The pilot in command of the
cravw and responsible for the safe and tinmely cperation of the
Aigaion.

First Pileoz (FP) - A nore experienced pilot who a1z
nearly ready to be an alrcraft commander.

Copilot (CP) - A pilot who assiste the aircrafs
Connances.

Navigator (N) -~ The officer crewnenber responsibie
for the aircraft position and timing for spocializeg
Rissions.
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Sarabt Enginear (TE) = Snlisntea crowmenbear: (0 wha
prarate the airceraft systens, L.9¢ Fugl, C.OCRrsve, 1€ Gar

wechnical axparts on aircraft aystens,

Loadmasier (LMY - CTravnembar roatensible For the
loadang and unloading of carygo and enauraa what it 123 cafe o
carry.

Inssructor - An oupert at his crow position, wpilox,
navigator, sngineer, or loadmaster, «who Iinstructs now
crawnenbars in thelix dutiea.

Flight Exaniner (FE) =~ Responzible Yor evaluating the

périformance of a craunanbear, Tharae ars, again, pilot,
navigator, aenginaer, and loadmastar flight examinwra. Thin
{a tha ultimate gqualification a craumembar can at:main.

DNIF = Duty not including SLlying--zhia reans that vyaour

husband may have a cold, broken arm, or an illncss aa

datarminad by the flight surgaon which would pracluda hin

from flying. You will probably aew a lot of him if he 1a
NIF!

BISSIQN CONTRQL =~ The squadron command post. It is a
squadron office that is manned 24 hours a day and is the
offica which alerts your husband for his nissiona and the
office that you call anytime to find out whore he Iz and when
he will be hona. If you naed to contact your huaband, call
mission control and they will put him in zouch with you or
pssz along a message to bain. Keap their aonoe nunber handy:
(telephona nunber).

QORI - Operational Readiness Inspaction. An inaspection by HG
MAC to determine the wing’s ability to do i{ta prinary 3o
airlift/airdrcp mean and naterial under wvartina coenditions.
You will £ind this another tensc pariod for your huzsand.

STAGE - A way to gat tha aircraft back to ita hase cuichkly-
unfortunaz&ly, 4Lt means that the crew is out longer. ?cr
eZanple, your husbhand will £fly cthe aircraft to Hawaii wheilw
it is on the ground three¢ hours and anothor crew takes it o
Guan. The original cravwv goes into crew raut at Howall ans
picks up the next airplanz coming through. This continues
throughout the system. It means that the aircraft returna =,
the base after about three days, but your husband may be Jono
for 10 days.

TYPES QF MISSIONS:

AR - Aderial refueling mission. A magsion in whish a
C-141 takez on fual from eithar a KC-13% cr Ki-10 tanker
alreraft.
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Airdrop - Formation £flightas of C-14las that usually
asrdrop troops or cargo. Most of thosa missions arce training
missions flown here at (name of basa).

Down Under Mission - Miasions to New Zaaland and
Australia.

Line Hission - Regularly acheduled cargo missions to
the Pacific area. Thia is Lthe moat common miscion flown fron
(nama of bhase).

ogal - A training flight in the (name of bapse) area,
lasting approximataly four and one~half hours.

SKE - Station Keeping Equipment--spacially equipped
aircraft that fly formation in clouds. Used on airdrop only.

WING STANDBY CREW ~ A backup crew that the wing maintaina in
case somathing happens to a mission craw. Your huaband nusat
ba at home and available for a 12-hour period. He may geot
launchaed to go anywhere in the world. In additien, the wing
nay be& tasked for a special alert crew hy MAC hecadguarters,
The procaedures are the same as for the wing atandby crew.

80N - Remain overnight. The craw finally gets some sleep.

Fl
[
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As of:

MAJOR PROMOTION BOARD

Eligibility Zones:

a. Promotion Board:

b. Primary Zone cutoff:

c. BP Zone DOR:

HAJOR Eligibles

a. Above the Zone

o
o

PILOTS NAVS

b. Primary Z2one

c. Below the Zone

(1) One year below

(2) Two years below

(3) Qutside BP Zone
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As af:

LIEUTENANT COLONEL PROMOTION BOARE

Eligibility 2oneas:

a. Promotion Board:
h. Primary Zone DOR:
c. BP Zone DOR:
LT COL Eligiblea

a. Above the Z2one

PILOTS

|
(o)
=
>
<
n

b. Primary Zone

c. Below the Zone

{1) One year balow

(2) Two yeara below

(3) OCutaside BP Zone

[y
o
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A of:

COLCNEL_PROMOTION BOARD

Eligibility Z2onas:

a. Prormotior, Board:

b. Primary Z2one DOR:

c. BP Z2one DOR:

COLONEL Eligiblesa

a. Above the Zone

PILOTS BOR

4
>
<
1L}

b. Primary Zone

c. Below the Z2one

(1) One year balow

(2) Two years balow

(3) Outsidoe BP Zone
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1. Rocorde Reviow fenotive, Strenqgthaféesdnanges
= Latact OPR/UPR UOeravations, Tudoroomemts!
= Career Potlurn tw this Poinc!
=~ PNE/QCAv EuJ!
Code, DOR. TAFNLG (year groupd, Hates
Form 90 (curxentil, whuat i& choula say!

2, HNaxt Promotaon Yoatd

3. Reasuslanmenz? How Lo pighk/wers. Fovs &9 e ve,

1. Diagram Caxewer Lind w/PHE, promction phase points.

5. Harried/single?

. How does spnuce S abuwub AFT Jommitment. Ty Mo
Comnand?

7. Specisl medicol nacds foac dependenca?

&, UWife’s carearxt

J, Job satisracticni What naxt in gquueransbase; (ARl
goala?

10. Where do you want te finish? Altornativea,

11. How to gat tharni

12. Where I think you alivoula go. AF nusdnt

13. Likes/Dislikes ~ AT, MAC,? Solutionz!

14. What improvasenta wauld you make?

13. Keep a record for your ratexr/OPR.

16. Specific TO DGS! “han? llow? End on poaitiva naze.
ARD FOR FIELD GRADE

1. “THEY" you are one of tigm! Act like ft. Take th
raaponsibility.

2. Part of Leaderahip: help/meld/inctruct/correct GLhe
younger officeva‘senlisted. You are part of the
solution. How wall ue do rests with ycu.

3. INVOLVEMENT: fou are being obeerved by Seniorx
Leadership. Wivas/spousas have the opportunity %o bhe
involved. DBe part of thae “fanlly." Pick a major,
bassa/wing, project vhich will finislh 3~ nontha balor e
your promotion board/OPR clozaoul.

4. All work togethar. I’/m hore to halp:-come to me.,

A
s C A
o S w
] C ]
MASTERS
YRS
IN 1 2 4 a 19 1z 15 19 -
sve NAF/MAJCOM_STE. MAJCOH/UNTZAIR_STAEE
1 Cc B M B L B e
L A T A T T T G
T P 2 J z c e L
B B B R I
R R R I Y
D o} D 1] I

CARESE (PRUELT JLl ASSAGNIENT, SOUNSHE NG,
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NAME:

RANK:

see—

DATE OF NEXT PROHC [JARC

Are @ W w— ke

l{éf:I_EI_V.E.QER.%

Where I think he should go:

Whore he wantas to go: Whan!

PROBLEM AREAS:

DATE

CARE

COMt:

ER
1.

AFSC:
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