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PERSONNEL AND READINESS

DACOWITS
Assignments Working Group
Request for Information

 What timelines, plans, or actions will occur before
and after 1 January 20167

« How will the “implementation” be monitored?

« What end date will be/has been established for
adding women to the training pipeline, at a minimum,
Into previously closed occupations?

« What does each Service accredit as sufficiently
meeting the established “implementation” deadline?





PERSONNEL AND READINESS

WOMEN IN SERVICE REVIEW

January 24, 2013 July 2013 October 2015
Rescission Memo Implementation Plans Released Studies Complete

May 2013 September 2015 January 1, 2016
Implementation Review/Validate Deadline

Plans Submitted Occupational Standards
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PERSONNEL AND READINESS

SERVICE TRAINING PIPELINE EXAMPLES

< 2 YEARS
8 16 24 32 40 48 56 64 72 80 88 96 104
WEEKS | WEEKS | WEEKS | WEEKS | WEEKS | WEEKS | WEEKS | WEEKS | WEEKS | WEEKS | WEEKS | WEEKS | WEEKS

INFANTRY

One Station Unit Training (Basic Training and Infantry School) — 16 Week%

INFANTRY

Recruit Training — 12 Weeks

Infantry Training Battalion — 9 Week

f

Military Training — 7 Weeks
NSW Prep School — 8 Weeks
BUD/S — 24 Weeks

Parachute Jump School — 3 Weeks

Seal Qual Trng — 26 Weeks

—

COMBAT WEATHER

Basic Training — 8.5 Weeks
Selection Course — 2 Weeks
itial Skille Trainina — 30 Weeks

Army Airborne — 3 weeks

Survival School — 2.5 weeks
Combat Control — 13 weeks

Special Tactics Training SQ — 12-15 months
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AES

Army Delayed Entry Program Attrition

Delayed N
Entr Definition
y RA — Regular Army FY12 Rate FY13 Rate | FY14 Rate
Program AR — Army Reserve
Attrition y
Delayed Entry Release of RA 19.9% RA 16% RA 14%
Women | Women/Delayed Entry Input of
Women AR 16.1% AR 10.4% AR 9.9%
0 0 o)
Delayed Entry Release of RA 11.9% RA 9.9% RA 8.2%
Men Men/Delayed Entry Input of Men
y y AR 8.3% AR 7.2% AR 6%
0, 0, 0
Total Total Delayed Entry Release / RA 13.1% RA 10.9% RA9.1%
Total Delayed Entry Input AR 10.1% AR 8% AR 7%

Methods Taken to Reduce Attrition of Women:

e Future Soldier Training Program
e Future Soldier Training System






AES

Army Basic Combat Training Attrition

BCT Definition FY12 Rate | FY13Rate | FY14 Rate
Attrition
Women | BCT Discharge of Women/BCT |, 144, 12.68% 11.41%
Input of Women
Men BCT Discharge of Men/BCT Input 5 44% 5 79% 5 47%
of Men
Total Total BCT Dlsﬁ]r;)ir?e/mtal BCT 6.97% 7 399 6.99%

Methods Taken to Reduce BCT Attrition of Women:
e Assign one female Drill Sergeant per Platoon as role model/mentor
* Implemented standardized Physical Readiness Training across all training centers to

reduce injuries and attrition
* Implemented Musculoskeletal Action Teams to mitigate injury reductions






AES

Back-Up






AES

Army Delayed Entry Program Attrition

Delayed
Entry .
Definition FY12 Rate FY13 Rate | FY14 Rate
Program
Attrition
Delayed Entry Release of
Women | Women/Delayed Entry Input of 18.9% 14.5% 12.8%
Women
Delayed Entry Release of 0 0 0
Men Men/Delayed Entry Input of Men 11.2% 9.4% 7.9%
Total Delayed Entry Release / 0 0 0
ete Total Delayed Entry Input 12.6% 10.4% 8.8%

Methods Taken to Reduce Attrition of Women:
e Future Soldier Training Program
e Future Soldier Training System






Top Three BCT Attrition Reasons
Convenience | Convenience SRl
Existed EPTS - Existed |Failureto|__.
of the of the : : . Failure to Adapt
G e ¢ Priorto |Priorto Service| Adapt
EY14 Attrition | SOvVernmen overnmen Service
Reasons
Rate Dlsc_harge/TotaI Rate Dlsc_harge/TotaI Rate Dlsc_harge/TotaI
Discharge Discharge Discharge
Women 17.70% 382/2158 31.19% 673/2158 40.59% 876/2158
Men 18.76% 565/3012 22.68% 683/3012 47.14% 1420/3012
Total 18.32% 26.23% 44.41%

Types per AR635-200 (Active Duty Enlisted Administrative Separations):

» Convenience of the Government: Voluntary and Involuntary Separation is in the best interest
of the Army

» Existed Prior to Service: Discharge for reason that Existed prior to Enlistment
* Failure to Adapt: Failure to Adapt to the Military Environment
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(UNCLASSIFIED)

INFORMATION PAPER

ARNG-CSO-EO
20 November 2014

SUBJECT: Defense Advisory Committee on Women in the Services (DACOWITS) Request
for Information for 4-5 December 2014 meeting.

1. Purpose: To provide DACOWITS with response to Request for Information for the 4-5
December 2014 meeting.

2. Question A3.

a. Of 351,362 ARNG Soldiers in the 54 States and Territories, 55,894 (15.9%) are
female. Women make up 353 (12%) of the total 2,945 ARNG RRNCOs. Therefore, the
percentage of female recruiters closely resembles the diversity of our force.

b. The Army National Guard selects the best qualified applicants to serve as RRNCOs,
regardless of race, religion, ethnicity or gender, that are representative of the demographics
of our force across the 54 States and Territories. Each State has the latitude to establish a
state-specific hiring process based on qualifications, personal appearance, personal fitness,
proposed sales skills, and overall military bearing and professional record. States screen
qualified applicants to ensure they are the right choice to represent the ARNG to the public
on a daily basis. Although the National Guard Bureau does not have a nationally directed
RRNCO diversity policy, the ARNG State Human Resource Offices ensure they have a
balanced and diverse recruiting force that represents our demographics. We understand the
importance of peer to peer recruiting and specifically the merits of hiring female recruiters to
help increase the number of female applicants to the ARNG.

c. ARNG Recruiting and Retention has advertising campaigns on eight social media
platforms, including Tumblr and Instagram, two platforms which have high female
participation. Additionally, ARNG Recruiting and Retention strategically ensures that half of

content posted on ARNG social media venues features women, including videos and
photos.

d. The POCs for the above information are MAJ Carol Stahl, 703-607-0959, and CW4
Lisa Bryan, 703-607-5922.

3. Question A4. An analysis of all ARNG enlistments. between Fiscal Years 2011 and 2013
revealed women were lost during basic training at a rate 9% higher than that of men.

Further analysis revealed that each month between enlistment and shipment correlated with
a 1% lower chance to complete basic training.

(UNCLASSIFIED)





(UNCLASSIFIED)

4. Question AS5.

a. The ARNG will meet its Strength Missions through natural attrition rates in the 54
States and Territories.

b. The ARNG G1, ARNG Diversity Office, ARNG Recruiting and Retention, and ARNG
Human Capital Management collects accession, attrition and retention data and conducts
analysis on trends, barriers and opportunities that influence lifecycle/talent management.

5. Question A6.

a. As of 30 Septémber 2014, the ARNG had 2,429 female E7s (11% of all E7s), 708
female E8s (9% of all E8s), and 148 female E9s (7% of all E9s). Additionally, this

represents an increase for all three Senior NCO grades. In 2004, Women made up 9% of
E7s, 7% of E8s and 5% of E9s.

b. These increases in female representation among Senior NCOs are consistent with

the service-wide increase. Since 2004, the ARNG has seen a service-wide 3.1% increase in
female representation.

c. As of 30 September 2014, the ARNG had 113 female First Sergeants (4% of all First
Sergeants) and 39 Command Sergeant Majors (4% of all Command Sergeant Majors).

Prepared by: Mr. Patrick Rinker/703-601-8147
Approved by: Mr. Alfranda Durr/703-607-1460

(UNCLASSIFIED)
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U.S. AIRFORCE

Overview

m Purpose
m Delayed Entrance Program (DEP)
m Basic Military Training (BMT)

B Summary
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U.S. AIRFORCE

Purpose

Provide DACOWITS with the Air Force response to the
Assignments Working Group Request for Information A4:

DACOWITS requests a briefing from the Services on the current

attrition rates for both men and women during delayed entry and

basic training, as well as what, if any, methods are being taken to
lower the attrition rates for women.

Integrity - Service - Excellence





\"/’ Delayed Entrance Program
v AmroRCE (DEP) Attrition

Year Male Female
2,229 904

FY12 (8.59%) (14.00%)
2,149 853

FY13 (9.47%) (14.56%)

Note: System limitations prevent pre-FY12 attrition data queries until after June 2015
and FY14 data is not complete until May 15.

m Factors
m Length of time in DEP (FY 12/13 Avg = 9 months)
m Medical Disqualification (physical injury, pregnancy)
m Moral Violations (criminal history, financial / legal issues)
m Pursued civilian job

Integrity - Service - Excellence
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\.;./ DEP Initiatives

U.S. AIRFORCE

m Improved DEP guide to better educate recruits

m Improved pre-accession nutrition information to better prepare
recruits for BMT

m Mandated interview by Recruiter’s Supervisor prior to release
from DEP pool

Integrity - Service - Excellence





\../ BMT Attrition by Gender
U.S.AI:FORCE (FYlO - FY14)

100% -
m Factors

m Medical Disqualification (physical injury)
m Mental Health
m Fraudulent Enlistment

90% -

80% -

70% -

60% -

50% -

40% -

30% -

20% - =/ Female
10.4% 59 9.6%
10% - [ 9 fi 7.3% 7.8% A o
" En — — : ~/—Male
0% 5.5% 5.0% 5.4% 6.0% 5.9%
(i) T T T T
FY10 FY11 FY12 FY13 FY14
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\.;./ BMT Initiatives

U.S. AIRFORCE

m Instituted AF-wide Developmental Special Duty nominative process

m Increased MTI manning and improved ratio of female MTlIs
m Increased total MTI levels by 22% (414 to 504)
m Increased number of female MTIs by 121% (52 to 115)
m Increased ratio of female line MTIs to 29% (from 17%)

m Improved MTI deliberate development training

m Added Sexual Assault Response Coordinators, Chaplains, and
Increased reporting opportunities (hotline, critique boxes, surveys)

m ID’d/addressing anemia and iron deficiencies in trainee population
m Redesigned BMT to 7.5 weeks with a Capstone Week

m Assessing attrition factors by squadron to improve response

Integrity - Service - Excellence
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U.S. AIRFORCE

Summary

m Female DEP attrition higher than males, but AFRS implementing
actions to address and better understand attrition decisions

m Female BMT attrition also higher than males, but numerous
actions underway in BMT to address

m Council on Recruit Basic Training (CORBT) provides cross-
service forum to compare and collaborate on solutions

Integrity - Service - Excellence
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U.S. AIRFORCE

Questions?
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US Coast Guard briefing to
DACOWITS

4-5 December 2014

Presented by:

CDR Gina Freeman

Gender Policy Advisor,
Office of Diversity and Inclusion






December Requests for Information:
Assignments #4

 Ensuring the Services maintain low attrition
rates during basic training is vital to the
replenishment of new accessions into the U.S.
military. DACOWITS requests a briefing from
the Services on the current attrition rates for
both men and women during delayed entry
and basic training, as well as what, if any,
methods are being taken to lower the attrition
rates for women?






What are the current attrition rates for men
and women during delayed entry program?

Coast Guard Recruiting Command does not track
attrition rates for the Delayed Entry Program
(DEP), relying instead on TRACEN Cape May
attrition data to drive management/caretaking
decisions for best preparing applicants to succeed
in the Coast Guard.

The Coast Guard views the attrition rate at Basic
Training as only one aspect of overall First Term
Attrition, defined by the Recruits that actually
arrive at Cape May and carried forward to the
end of the first enlistment contract.






FY14 Attrition Rate

Coast Guard Recruit Training attrition rates for
FY14 were approximately:

Male: 13.5%
Female: 24%
Overall: 16%






What methods are being employed to
lower the attrition rate for women?

 The Coast Guard spent ~S230K on reversions and
discharges annually due to both injury and
physical fitness failures among men and women.

[Training Center Cape May: Injury prevention &
physical fitness study].

e The Coast Guard’s overall attrition and reversion
rates are not only impacted by physical

conditioning, but also by an applicant’s personal
readiness to transition to military life.






What methods are being employed to lower
the attrition rate for women?

 While not specifically targeting attrition rates
for women, the Coast Guard Recruiting
Command’s Standardized Applicant Caretaking
Guide, implemented in September 2013,

prepares civilians mentally, culturally and
physically for the rigors of military training.






Recruit Attrition Efforts

1. Conducted aggressive social media outreach,
the Facebook "Come Ready" campaign,
encouraging recruits to arrive in Cape May as
prepared as possible. This campaign was
developed, produced, filmed, and monitored
entirely from within the Training Center Cape
May staff.






Recruit Attrition Efforts

2. Instituted arrival physical fitness standards to identify and immediately
separate those at greatest risk of costly injury attrition. Ultimately, it is
the goal to not have a Recruit arrive in Cape May without complete
confidence that they will pass this initial standard.

Ending Position






Recruit Attrition Efforts

3. In conjunction with Service-wide Sexual
Assault Prevention and Response efforts, we
have taken proactive measures to ensure that
every recruit finds a training environment that
is free of discrimination, recrimination, or
intimidation based on race, creed, color,
gender, religion, where they are from, or their
orientation; where they will be safe from
harassment or assault.






Recruit Attrition Efforts

4. Formalized the process by which we address
recruits who want to leave/refuse to continue
training:

" Prior to being discharged, the member is required to
meet with a mental health professional in order to

potentially resolve underlying issues/personal
problems.

Personally meets with the Commanding Officer of
Training Center Cape May to discuss the reasons for
their decision, events in the recruiting or training
process that may have impacted their motivation to
serve, and in most cases are offered the opportunity
to reverse the process and return to training.






Recruit Attrition Efforts

5. Recruits that are being considered for
discharge due to poor performance or general
unsuitability are given the opportunity to be
heard by a Recruit Evaluation Board,
consisting of active duty members not
involved in the training process in order to
provide an external 'check and balance' on the
Training Division.






QUESTIONS?






Points of Contact

Diversity and Inclusion CG-12B
CDR Gina Freeman

Gender Policy Advisor
202-475-5247
Gina.L.Freeman@uscg.mil

Coast Guard Recruiting Command

CDR William J. Makell Jr.
Operations Officer

Coast Guard Training Center
Cape May, NJ

CDR Matt Smith
Training Officer
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USMC Response to DACOWITS
Request for Information (RFI A4)

“Ensuring the Services maintain low attrition rates during
basic training is vital to the replenishment of new accessions
into the U.S. military. DACOWITS requests a briefing from the

Services on the current attrition rates for both men and
women during delayed entry and basic training, as well as
what, if any, methods are being taken to lower the attrition
rates for women?”

4 December 2014





Delayed Entry Attrition

FY11 8635 1138 21.6% 29.9%
FY12 7049 955 17.9% 25.5%
FY13 6929 955 17.7% 26.6%
FY14 5492 743 15.6% 18.4%
35
30
25
20 -
m Male
15 - O——0
B Female
10 - o——0
5 _

FY 11

FY 12

FY 13

FY 14






Delayed Entry Pool Management |

~ RFCRUITING COMMAND/

Detailed briefing with the Poolee and parents on the Delayed Entry Program (DEP)
and their enlistment decision
— Conducted within 72 hours of enlistment (Typically done at the Poolee’s home)
— Make the Poolee feel part of the Marine Corps team

— Ensure parents understand the role the canvassing recruiter plays in the
development of their future Marine

Weekly “Pool Functions” designed to inform and prepare appllcants for the mental
and physical rigors of Marine Corps Recruit Training
— Physical Training programs to improve upper body strength and reduce lower extremity injuries

— Professional Military Education (history, customs & courtesies, core values/ethics etc)
— Prepare each Poolee for the mental transition necessary from civilian life to recruit training
— Maintain a relationship with the Poolee’s family and keep informed about the Pool Program

Additional Female Poolee preparation

— Female Pool Functions

— Two-person integrity at all times

— Female mentorship Programs in Recruiting Stations
SNCOIC and Recruiter accountability

— Held accountable for DEP attrition
— Held accountable for Recruit Depot attrition






Basic Training Attrition

Recruit Depot San Diego I Recruit Depot Parris Island

MALE  FEMALE MALE FEMALE
FY11 6% NA 7% 14.8%
FY12 5% NA 5% 10.5%
FY13 5% NA 5.9% 13.5%

FY14 5% NA 7.9% 14.5%





Basic Training Attrition Mitigation &8

“\. RECRUIT MMAND <~

At boot camp, both male and female recruits benefit from evidence-
based physical training from individuals specifically trained in
kinesiology, performance enhancement and sports medicine

.

T ———

e Physical training at the recruit depots are led by masters level
trained individuals who are Physical Fitness Advisors to the
Commanding Generals

* Civilian Certified Athletic Trainers treat recruits as part of the
Sports Medicine and Injury Prevention (SMIP) program

These Athletic Trainers are experts in injury
prevention, treatment and rehabilitation

They have a dual role of assisting the Physical
Fitness Advisors and, when dealing with
injuries, complementing existing Navy
Medicine assets in dealing with
musculoskeletal injuries
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Recruit Training Command Attrition

Naval Service Training Command (NSTC) - CDR Kertreck Brooks

4 December 2014

Unclassified





RTC Attrition

24%
22%
20%

18% -

16%
14%
12%
10%
8%
6%
4%
2%
0%

11.90

17.35%

24.45%

15 Year Historical Attrition Rates
Male: FY99 - FY13=9.97%
Female: FY99 - FY13 = 14.39%

FY14 Attrition Rates:
Male: FY14 =9.16%
Female: FY 14 = 14.00%

16.70%

13.19%

Oct-13 Nov-14 Dec-14

.1 Male Attrition %

s Female Attriton %

Jan-14 Feb-14 Mar-14 Apr-14 May-14 Jun-14

—-—--Linear (Male Attrition %)

Jul-14 Aug-14 Sep-14 Oct-14

—— Linear (Female Attriton %)

RTC FY14-15 male and female attrition are below

their 15-year averages






Current Initiatives Underway to
Facilitate Reducing RTC Attrition

Adherence to Evidence Based Physical Training Matrix
* Reduced Stress Fracture Prevalence by 50%
Adopted Best Practices from other Services
« Boot Wear Phase-In
Mentoring
 *Female RDCs
« Peer-to-Peer Mentorship
Prospective Research with other Institutions
« Naval Postgraduate School Recruit Resiliency Study
« NCCOSC RDC C-School Resiliency Study
Proactive Psychological Assets
 PASS (Personal Applied Skills and Streaming)
 CARE (Counsel and Advocate in Recruit Environment)
 Empowerment Groups

* Efforts/Initiatives specifically designed to
support female Recruits.






Current Initiatives Underway to
Facilitate Reducing RTC Attrition

* Proactive Medical Assets
 *Women’s Health Initiatives
o Corpsmen-Led Foot Exams
= Proactive Chaplain Assets
» Religious Services
e P-4 day “Pick-up” Brief
» Stress Continuum Brief
e Chaplain Core Values Brief

* Trend Analysis on Female Recruits

« Examining factors that led to female attrition data points on Week 6 dayl-
Week 6 day 5 (week of final Physical Fithess Assessment)

* Efforts/Initiatives specifically designed to
support female Recruits.






NRC Attrition

Navy Recruiting Command (NRC) — CDR Denise Spanier

4 December 2014

Unclassified





DEP Attrition

35%

30%

25%

20%

N
- &/
10% —
5%
0%
2001 2002 2003 2004 2005 2006 2007 2008 2009 2010 2011 2012 2013
——Female ATTRITION COHORT | 24.80% | 32.81% | 33.78% | 30.88% | 32.75% | 28.92% | 29.32% | 30.66% | 28.49% | 21.91% | 16.63% | 15.78% | 15.15%
== [Vlale ATTRITION COHORT 18.74% | 19.01% | 21.88% | 22.60% | 21.43% | 18.81% | 18.54% | 18.97% | 20.37% | 15.54% | 10.79% | 9.97% | 10.93%
e TOTAL ATTRITION 19.93% | 21.88% | 23.64% | 24.14% | 23.57% | 21.00% | 20.90% | 21.57% | 22.13% | 16.41% | 12.29% | 11.37% | 11.95%

Overall DEP attrition has been trending downward since 2003.

Female DEP attrition is the lowest its ever been.






Current Initiatives Underway to
Facilitate Reducing DEP Attrition

Future Sailor Delayed Entry Program (DEP)
» Comprehensive program to reduce Future Sailor attrition
 Mandatory and voluntary requirements

= DEP Meetings

» Verification of enlistment/rating/program eligibility
» Referral program, opportunity for promotion
e Education on Navy benefits and opportunities

= Mandatory face to face and telephonic contacts between
Recruiters and Future Sailors

» Personal Qualification Standards

» Every Future Sailor must initiate DEP PQS
* |[ndoctrination with family within 72 Hours of enlistment
= Voluntary participation in Initial Fithness Assessment (IFA)

* Efforts/Initiatives specifically designed to
support Female Future Sailors.






Current Initiatives Underway to
Facilitate Reducing DEP Attrition

» S.TA.R.T. Guide (Standards, Transition, Acknowledgement,
Requirements, Training).

* *Increase number of Female Recruiters (currently 12%)
« Working with NPC to increase number of female recruiters
= *Female Recruiter Placement
« Performed at the Navy Recruiting District level
= DEP Attrition Analysis
« Evaluation and analysis of Future Sailor attrition to identify trends
= *(Best practice):

« Some Navy Recruiting Districts conduct all female DEP meetings led
by Female Recruiters on as needed basis.

* Efforts/Initiatives specifically designed to
support female Future Sailors.
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Responses to RFl A6 — Senior Enlisted Women (NCOs):

Number of Major Nominative
E7-E9 Command Level *
Service Male Female Male Female Male Female

USA 46931 | %S | 4728 s 177 o
USN 25768 | oo 658 oo 106 i0%)
USMC | 12859 | (O 1,173 & 50 %

USAF 26739 | g 23 1) Combined !

USCG 3,023 o) 434 o Combined !

* Flag/General Officer Assignments

l|Page





INFORMATION PAPER

DAPE-MPE-PD
18 November 2014

SUBJECT: Request for Information (DACOWITS, Assignments Working Group, Issue
A6 - Upward Progression)

1. Purpose: To provide information on the upward progression of women into senior
enlisted ranks.

2. Facts:

a. The number of women currently serving in the United States Army as senior
Noncommissioned Officers (NCOSs) in the pay-grade E-7 through E-9 is 5,985. This
number represents 11.3% of the total senior NCO ranks (comprised of 52,916 NCOSs).
There are 4,440 E-7s, 1,287 E-8s and 258 E-9s.

b. The number of enlisted women serving in major command positions are as
follows:

Rank Total Females | Total Males | % of Females
Command Sergeant Major 75 1,394 5.4%
First Sergeant 297 3,334 8.9%

c. The number of enlisted women serving in Nominative positions are as follows:

Rank Total Females | Total Males | % of Females
Command Sergeant Major 2 140 1.4%
Sergeant Major 12 37 24.5%

b. A significant number of leadership requirements (IN, AR, 12B, 13B, 13D, 13F) call
for Soldiers who hold military occupational specialties that are otherwise closed to
females arising from the 1994 Direct Ground Combat Definition and Assignment Rule.





DACOWITS RFI

ISO 4-5 December 2014 Meeting
RFI Category and Number:
Assignments Working Group RFI #6
RFI Question:
The Committee continues to be interested in the upward career progression of women into senior
enlisted ranks. The Committee requests a report via a written response from each of the Services
indicating the number of women currently serving as senior NCOs (e.g. number of female E7-E9 as

compared to men, the number of women serving in major command leadership positions, and the
number of women serving nominative level assignment tours).

RFI Response:

1)

Navy E7-E9 Personnel

Male Female

Active Duty 25,768 | 2,807

FTS/SELRES 4,436 1,154

Position AC/RC Male | Female

Command Master Chiefs (CMCs) Active Duty 606 48
FTS/SELRES 76 9

Command Senior Chiefs (CSCs) Active Duty 52 3
FTS/SELRES 10 1

Fleet Master Chiefs (FLTCMs) Active Duty 4 2

Force Master Chiefs (FORCMs) Active Duty 13 2

Nominative Flag/General Officer .

(Navy/USMC) Agssignments* Active Duty 89 8

*There are currently two male Navy FLTCM's that are serving in Four Star Flag Officer Joint Assignments.

Other important Senior NCO Figures
To amplify the Command Master Chief (CMC) data, the following numbers are female CMC's in high
visibility Major CMD billets:

Major Command Female CMCs
Platform/Unit Females Males
At Sea | CVN 1 12
CAG 1 8
CG 1 22
LPD 1 9
Shore | DESRON 1 11
NIOC 1 7
CNIC Installation 3 62
NLEC Instructor 1 26






Aviation Type Wing 13
Naval Hospital 9
Test/Eval Squadron 1

7) On Submarines:

DACOWITS RFI
ISO 4-5 December 2014 Meeting

All Chiefs of the Boat (COBs) currently serving onboard Submarines are male. Navy is currently
identifying female CPOs for potential submarine duty and future professional development towards

qualifying for a COB billet.

8) In General:

The CMC/CSC Selection Board is held annually in January and is open to all CO/FORCM recommended E8

and E9s to apply.

POC or office responsible:

CMDCM(SW) Brent H. Tidwell
CMDCM/CSC Detailer, PERS 40FF

brent.tidwell@navy.mil
(901) 874-4560




mailto:brent.tidwell@navy.mil



DECEMBER 2014- USMC Responses to DACOWITS Quarterly Meeting RFls

A6. The Committee continues to be interested in the upward career progression of women into senior
enlisted ranks. The Committee requests a report via a written response from each of the Services
indicating the number of women currently serving as senior NCOs (e.g. number of female E7-E9 as
compared to men, the number of women serving in major command leadership positions, and the
number of women serving nominative level assignment tours).

Active Component Marine Senior NCOs (as of 12 Nov 2014)

RANK FEMALE MALE TOTAL
E9 60 1,471 1,531
E8 190 3,607 3,797
E7 503 7,781 8,284

Note: Marine E9 are either Sergeant Major or Master Gunnery Sergeant. Marine E8 are either First Sergeant of Master
Sergeant. All Marine E7 are Gunnery Sergeants.

There are 22 active duty female Sergeants Major and 39 female First Sergeants in the Marine Corps.
By the nature of the rank, these Marines are in leadership positions.

There are currently three active duty female Sergeants Major serving in nominative level assighment
billets. Additionally, there is one female Sailor serving as a Command Master Chief in a Marine Corps
major command.





Number of women currently serving as senior NCOs (E7-E9) as compared to men, the number of
women serving in major command leadership positions, and the number of women serving
nominative level assignment tours

RegAF ANG AFR
E-7
Female 4,643 2,768 2,050
Male 20,438 12,241 6483
Total 25,081 15,009 8,533
E-8
Female 956 710 723
Male 4,125 3,823 2,329
Total 5,081 4,533 3,052
E-9
Female 307 240 189
Male 2,176 1,670 783
Total 2,483 1,910 972
MAJCOM/COCOM/Nominative Leadership Positions* currently filled by Airmen:
MAJCOM COCOM/Allied Cmds FOA/DRU/IA SAF/HAF Staff
RegAF
Female 1 (AMC) 0 1 (DIA) 1 (SAF/MR)
Male 9 5 0 5 (Al & SAF)
Total 10 5 2 6
ANG
Female 0 0 0 0
Male 1 0 2 0
Total 1 0 1 0
AFR
Female 0 0 0 0
Male 1 0 0 0
Total 1 0 0 0

*Nominative positions above the MAJCOM are owned by the hiring authority and are not tracked by
the AF. Each hiring authority determines if/when Air Force is invited to nominate; unless the
incumbent is Air Force, the position will not be on the Air Force’s radar until the call for nominations.






SUB]J: DACOWITS RFI (FALL 2014)
FROM: Office of Workforce Forecasting and Analysis (CG-12A)

TO: CG-12B

A6: The Committee continues to be interested in the upward career progression of
women into senior enlisted ranks. The Committee requests a report via a written
response from each of the Services indicating the number of women currently
serving as senior NCOs (e.g. number of female E7-E9 as compared to men, the
number of women serving in major command leadership positions, and the number
of women serving normative level assignment tours).

The positions considered in this study as senior leadership assignments were the
following:

Gold and Silver CMC/SCS positions
Recruit Company Commanders
Academy Company Chiefs

School Chiefs

Officers in Charge

Aviation Leading Master Chiefs
Rating Force Master Chief's

Female Male Total % Female % Male

Senior Enlisted Leadership Assignments 19| 434 | 453 4% 96%
Normative Assignments 296 [ 3023 [ 3319 9% 91%
Total Assignments 315 | 3457 | 3772 8% 92%

LCDR Ryan S. Engel

Office of Workforce Forecasting and Analysis
Enlisted Team Lead

United States Coast Guard

202-475-5235





1 Dec 14

INFORMATION PAPER

SUBJECT: Female Representation among Senior Non-Commissioned Officers (NCOs) and
Senior NCO Leadership for the Army National Guard (ARNG)

1. Purpose. To provide to Defense Advisory Committee on Women in the Services
(DACOWITS) with response to Request for Information for the 4-5 December 2014 meeting.

2. Question A6.

a. As of 30 September 2014, the ARNG had 2,429 female E7s (11% of all E7s), 708
female E8s (9% of all E8s), and 148 female E9s (7% of all E9s). Additionally, this represents an
increase for all three Senior NCO grades. In 2004, Women made up 9% of E7s, 7% of E8s and
5% of E9s.

b. These increases in female representation among Senior NCOs are consistent with the
service-wide increase. Since 2004, the ARNG has seen a service-wide 3.1% increase in female
representation.

c. As of 30 September 2014, the ARNG had 113 female First Sergeants (4% of all First
Sergeants) and 39 Command Sergeant Majors (4% of all Command Sergeant Majors).

Prepared By: Mr. Patrick Rinker/703-601-8147
Approved By: Mr. Alfranda Durr/703-607-1460
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		1.  Purpose:  To provide information on the upward progression of women into senior enlisted ranks.
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GAO

Results in Brief

Background

United States
General Accounting Office
Washington, D.C. 20548

National Security and
International Affairs Division

B-280253
June 30, 1998

The Honorable Charles S. Robb
Ranking Minority Member
Subcommittee on Readiness
Committee on Armed Services
United States Senate

Dear Senator Robb:

In your letter of June 20, 1997, concerning a variety of questions related to
gender equity in the military, you raised the issue of whether men and
women might both need to register with the Selective Service System (sss)
to provide an adequate pool of potential military personnel in the event the
United States had to deal with a prolonged conflict. As agreed, this report
identifies the legal, staffing, and funding changes that would be needed if
sss were given the mandate to expand registration to include women. The
question you raised concerning whether the United States’ ability to
engage in a prolonged conflict would be affected by restrictions on women
participating in ground combat will be addressed in a later report.

Selective Service System could register women if its authorizing
legislation, the Military Selective Service Act, were amended to provide for
registering women. Currently, the act only obligates males to register.
Selective Service estimates that it would need 17 to 23 additional staff and
about $4.6 million to $5.2 million in added funding to carry out such a
mandate.

Until 1973, the U.S. military relied on a mix of draftees and volunteers to
fill its ranks. In 1973, the draft ended and the military became an
all-volunteer force. Currently, the Military Selective Service Act (MSsA)!
requires that males between the ages of 18 and 26 register under
procedures established by a presidential proclamation? and other rules
and regulations.

sss is an independent agency within the executive branch of the federal
government. Its missions are to (1) provide untrained manpower to the

150 U.S.C. app. 451-471a.

2Proclamation No. 4771, 45 Fed. Reg. 45247 (1980) issued by President Carter following the Soviet
invasion of Afghanistan.
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Department of Defense (DoD) for military service in the event of a national
emergency declared by the Congress or the President, (2) administer a
program of alternative service for conscientious objectors in the event of a
draft, and (3) maintain the capability to register and forward for induction
health care personnel if so authorized and directed in a future crisis. sss
carries out its function with an authorized staff of 180 civilians (170 on
board as of May 1998); 15 active military personnel; 745 part-time
reservists; 56 part-time state directors (one in each state, territory, the
District of Columbia, and New York City); and 10,605 uncompensated
civilian volunteer members of local, review, and various appeal boards.
Currently, the boards receive periodic training in classifying registrants in
the event the draft is reinstituted. The fiscal year 1998 budget for sss is
about $23.4 million. Its registration database of men between the ages of
18 and 26 contained about 13 million names as of March 1998.

Currently, sSs operates as a backup for recruiting shortfalls in the
all-volunteer armed forces or major expansion in military force structure.
DOD does not foresee a military crisis of a magnitude that would require
immediate reinstatement of the draft, but continues to support registration
for all men between the ages of 18 and 26. If the draft were reinstated,
current DOD requirements are for the first inductees to arrive 193 days after
mobilization notification and the first 100,000 inductees by day 210. First
medical personnel (doctors, nurses, and others) inductees are slated to
report on day 222. poD based these requirements on the expectation that
existing active and reserve forces would be sufficient to respond to
perceived threats, thereby mitigating the need for an immediate infusion of
inductees. According to DOD, the current requirements maintain an
adequate margin of safety and provide time for expanding military training
capabilities to handle a large influx of recruits.

DOD’s view regarding maintaining an all male registration is contained in a
November 16, 1994, memorandum from the Assistant Secretary of
Defense, Force Management, to the sss Director updating mobilization
requirements. DOD views the exemption of women from registration as
being consistent with its policy of restricting women from direct ground
combat. DOD also cites a 1981 decision of the U.S. Supreme Court that
upheld the exemption of women from registration as additional support
for this view. Rostker v. Goldberg, 453 U.S. 57 (1981). Appendix I provides
historical information on the issue of registering women for a draft.
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Under article I, section 8 of the Constitution, the Congress has broad and
sweeping authority to raise and support armies and to make all laws
necessary to that end.? Pursuant to this power, the Congress enacted MSsA.
MSSA does not provide for the registration of women. Section 3 of MSSA
(60 U.S.C. app. 453) requires that only male citizens and residents between
the ages of 18 and 26, unless exempted, register with sss. The Congress’
primary reason for not requiring women to register was DOD’s policy of
excluding women from combat assignments.* Requiring the registration of
men but not women was upheld as constitutional by the Supreme Court in
1981 in the Rostker case.

Registering women would require the Congress to amend MsSA.® Since
other federal and state laws and regulations currently deny benefits
(including educational assistance and employment eligibility) to males
who fail to register for the draft, amending MSSA may require other
legislative or regulatory changes.

sss officials estimate that the agency would need 17 to 23 more staff over
its fiscal year 1998 authorized staff level and about $4.6 million to

$5.2 million over its fiscal year 1998 budget if it were required to register
women in addition to men. The funds would be needed to cover costs for
personnel, printing, program contracts, U.S. Postal Service
reimbursement, postage, procurement of state Division of Motor Vehicles
lists of names and addresses, awareness materials, equipment, supplies,
and services. The sss estimates vary depending on the timeframe available
to register women and to build up the database of names and addresses
and on two scenarios. The two scenarios are (1) a nonemergency
registration and database buildup characterized by lower increases in
resources and at least a full year’s time to complete and (2) an emergency
registration and database buildup characterized by higher increases in
resources and a usable database in only 42 days. Registering women
would add approximately 14.4 million names and addresses to the
estimated 13 million men’s names and addresses in the sss database.
Table 1 shows the current operations and the estimated effects of

30.S. v. O’'Brien, 391 U.S. 367 (1968); Selective Draft Law Cases, 245 U.S. 366 (1918).

4At the time, women were excluded from combat by law and DOD policy, but some changes took place
in 1991 and 1993, respectively. The fiscal year 1992-1993 National Defense Authorization Act,

P.L. 102-190 (Dec. 5, 1991) lifted the ban on the assignment of women to combat aircraft. The fiscal
year 1994 National Defense Authorization Act, P.L. 103-160 (Nov. 30, 1993) lifted the ban on the
assignment of women to combat ships. Currently, the DOD policy is to exclude women from
assignments below the brigade level whose primary mission is to engage in direct combat on the
ground.

5At 50 U.S.C. app. 453, 456, 466.
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registering women under these two scenarios, nonemergency and
emergency registrations.

Table 1: Estimated Effects of a New
Mandate for SSS to Register Women

|
Current operations ~ Nonemergency Emergency

Effect fiscal year 1998 registration registration

Legal

Military Selective No change Amended for gender Amended for gender
Service Act

Operational

Authorized 180 197 203

civilian personnel

Time to register and No change 365 or more days 42 days

build up lists of
names and addresses

Total number of 13 million men 27.4 million men and 27.4 million men and

names registered women women
Budget
Funding $23.4 million $28.0 million $28.6 million

Note: Some figures rounded to nearest hundred thousand.

Source: SSS estimates.

Agency Comments

DpoD and the Director, sss, reviewed a draft of this report and provided
technical comments, which we incorporated as appropriate.

Scope and
Methodology

To identify the legal, staffing, and funding changes that would be needed if
sss were given the mandate to expand registration to include women, we
reviewed applicable laws, congressional committee reports, and the U.S.
Supreme Court decision in Rostker v. Goldberg, 453 U.S. 57 (1981). We
drew from our previously issued report entitled Selective Service: Cost
and Implications of Two Alternatives to the Present System
(GAO/NSIAD-97-225, Sept. 10, 1997) and obtained additional information from
sss officials who estimated the additional staffing and funding that would
be needed if sss were to register women in addition to men. We did not
verify these sss estimates, but we judged their reasonableness through
discussions with officials and by reviewing previously obtained budget and
staffing information. We reviewed DOD documents to obtain DOD’s position
on registering and drafting women. We also reviewed a November 1992
Presidential Commission report on the Assignment of Women in the
Armed Forces for the commission’s position on registering and drafting
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women. We did not review the policy implications of registering women
for a possible draft.

We conducted our review from April to June 1998 in accordance with
generally accepted government auditing standards.

We are sending copies of this report to other interested congressional
committees and Members of Congress, the Secretary of Defense, and the
Director of the Selective Service System. We will also make copies of the
report available to others on request.

If you or your staff have any questions concerning this report, please call
me on (202) 512-5140. Major contributors to this report are listed in
appendix II.

Sincerely yours,

Mokt € S hoatic

Mark E. Gebicke
Director, Military Operations
and Capabilities Issues
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Appendix I

Historical Perspectives on Women and the
Draft

The United States’ change from a military force based on a mix of
volunteers and draftees to an all-volunteer force ended the draft in 1973. In
1975, President Ford terminated registration under the Military Selective
Service Act (MssA) by revoking several presidential proclamations.!
However, in July 1980 President Carter reactivated the registration process
for men in response to the Soviet invasion of Afghanistan.

Discussions about registering and conscripting women have periodically
taken place. Section 811 of the Department of Defense Authorization Act,
1980 (P.L. 96-107, Nov. 9, 1979) required the President to send to the
Congress a plan for reforming the law providing for the registration and
induction of persons for military service. The President sent to the
Congress his recommendations for Selective Service System reform in a
report dated February 11, 1980. This report included a recommendation
that the act be amended to provide presidential authority to register,
classify, and examine women for service in the armed forces. Although
women would become part of the personnel inventory for the services to
draw from, their use would be based on the needs and missions of the
services. Department of Defense (DOD) policy, which was not to assign
women to positions involving close combat, would continue. In response
to these recommendations, the Congress agreed to reactivate registration,
but declined to amend the act to permit the registration of women.
Specifically, in the legislative history for the Department of Defense
Authorization Act, 1981, the Senate Armed Services Committee report
stated that the primary reason for not expanding registration to include
women was DOD’s policy of not using women in combat.

(S. Rept. No. 96-342, at 157 (1980)). Additional reasons cited in the report
included agreement by both civilian and military leadership that there was
no military need to draft women and congressional concerns about the
societal impact of the registration and possible induction of women.?

The exclusion of women from the registration process has been
challenged in the courts. In 1980, a lawsuit brought by several men
resulted in a decision by the U.S. District Court for the Eastern District of
Pennsylvania that the MSsA exclusion of women from registration violated
the due process clause of the Fifth Amendment and the District Court
enjoined registration under the act. On appeal, the Supreme Court
reversed the District Court’s decision and upheld the constitutionality of
the exclusion, ruling that there was no violation of the due process clause

Proclamation No. 4360, 40 Fed. Reg. 14567 (1975).

>The conference report for the Authorization Act endorsed the findings on registration of women
contained in the Senate report. See H.R. CONF. REP. NO. 96-1222, at 104 (1980).
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of the Fifth Amendment. (Rostker v. Goldberg, 453 U.S. 57 (1981)). The
court based its decision largely on DOD’s policy of excluding women from
combat. The court reasoned that since the purpose of registration was to
create a pool of potential inductees for combat, males and females could
be treated differently. The court also noted its inclination to defer to the
Congress since draft registration requirements are enacted by the
Congress under its constitutional authority to raise armies and navies and
observed that the Congress had in 1980 considered, but rejected, a
proposal to expand registration to women.

In 1992, a Presidential Commission on the Assignment of Women in the
Armed Forces reexamined the issue of registration and conscription of
women. In its November 1992 report, by a vote of 11 to 3, the Commission
recommended that women not be required to register for or be subject to
conscription. The Commission cited the 1981 Supreme Court decision in
Rostker upholding the exclusion of women from registration as the basis
for its recommendation. The Commission also discussed enacting existing
ground combat specialties exclusion policies into law to provide an
additional barrier to any amendment of MSSA to provide for the
conscription of women. However, an appendix to its report suggests that
public opinion was divided on the issue. This appendix, which included
the results of a random telephone survey of 1,500 adults, showed that in
the event of a draft for a national emergency or threat of war (and
assuming an ample pool of young men exists), 52 percent of respondents
indicated women should be drafted, about 39 percent of respondents
indicated women should not be drafted, and 10 percent responded they
did not know.
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Major Contributors to This Report

Carol R. Schuster

National Security and William E. Beusse

International Affairs George M. Delgado
Division, Washington,  Carole F. Coffey
D.C.

Office of the General =~ Maureen A Murphy
Counsel, Washington,
D.C.
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Health Affairs Briefing: Military
Health System (MHS) Review

Cara J. Krulewitch CNM PhD FACNM
Director, Women’s Health, Medical Ethics and Patient Advocacy
Office of the Assistant Secretary of Defense (Health Affairs)
Clinical & Policy Programs

December 4, 2014

Office of the Assistant Secretary of Defense (Health Affairs)/Clinical & Policy Programs





Background

* Driving forces behind MHS Review

* MHS long-standing engagement with many
external organizations

e The Joint Commission

* National Committee on Quality Assurance /Health
Employer Data Information Set (HEDIS)

 American College of Surgeons / National Surgical
Quality Improvement Program (NSQIP)

 National Perinatal Information Centers

Office of the Assistant Secretary of Defense (Health Affairs)/Clinical & Policy Programs






Final Report to the Secretary of Defense

Military Health

System Review

In May, SECDEF ordered a 90-day
comprehensive review of the MHS, with
particular focus in areas of access, quality,
and safety.

Each team led by Service Flag/GO, with
DHA participation and HA oversight.

Review included six leading external
experts: three to review methodology
and three to review performance.

SECDEF was presented with final product
on Aug 29, 2014. It included six over-
arching recommendations, with 77
specific recommendations.

Office of the Assistant Secretary of Defense (Health Affairs)/Clinical & Policy Programs

I'74





External Experts

 Pamela Cipriano, PhD, RN, FAAN
Associate Research Professor of Nursing, University of Virginia

e Janet M. Corrigan, PhD
Distinguished Fellow, The Dartmouth Institute for Health Policy and Clinical Practice

* BrentC. James, MD, M.Stat.
Chief Quality Officer and Executive Director,
Intermountain Institute for Health Care Delivery Research

 Katherine L. Kahn, MD
Senior Scientist RAND
Professor of Medicine, David Geffen School of Medicine at UCLA

* Peter Pronovost, MD, PhD, FCCM
Johns Hopkins Medicine, Senior Vice President for Patient Safety and Quality

* QiZhou
Executive Director, Performance Measurement Program Strategy & Quality Programs
Oversight, Blue Cross Blue Shield of Massachusetts

Office of the Assistant Secretary of Defense (Health Affairs)/Clinical & Policy Programs





Overarching Findings

 MHS provides good, quality care that is safe and timely, and
comparable to that found in civilian sector

* There is wide performance variability

* There is no single set of metrics used across the enterprise to
monitor performance in access, quality and safety

* Direct care and purchased care components are not aligned in
terms of data collected or metrics used

* Greater transparency required — both internal and external

 Need a better mechanism for patient input and feedback

Office of the Assistant Secretary of Defense (Health Affairs)/Clinical & Policy Programs






e SECDEF announced MHS
Improvement Plan on October 15

 SECDEF, DEPSECDEF, PDUSD(P&R),
ASD(HA) and Surgeons General all
present

e SECDEF Memorandum outlined
action plan

* Follow-on action group is
established and have begun
implementation of
recommendations.

Office of the Assistant Secretary of Defense (Health Affairs)/Clinical & Policy Programs





Action Plan

* Take immediate action to improve low-performing outliers
across all domains of access, safety and quality

e Establish a common performance management system -- clear
enterprise performance goals with standardized metrics —
across both direct care and purchased care settings

* Establish and implement principles of a high-reliability
organization (HRO)

* Expand transparency — share information with everyone:
patients, providers and policymakers, American public

Office of the Assistant Secretary of Defense (Health Affairs)/Clinical & Policy Programs





SECDEF MHS Review Directives

Timelines for SECDEF Mandated Actions

October November December

6 13 20 27 3 10 17 24 1 8 15 22 29 5
I

January 2015

12

19

26

~Access to Care
30 Days - Action Plan to Address Outliers on Access
365 Days (Due 10/01/2015)

Complete study on access to care for TRICARE Prime enrollees
with civilian PCMs

Complete study on patient satisfaction with direct and
purchased care

Quality and Safety
45 Days - Action Plan to Address Outliers on Quality and Safety

90 Days - Plan to Address Quality and Safety in Purchased Care

Transparency and Performance
Management

30 Days — Plan to provide all access, quality, and safety
information to the public

30 Days — Plan for ongoing patient engagement

90 Days — Plan for addressing all MHS Review
recommendations

90 Days — Establish Performance Management System

295 Days (Due 07/2015): Report that demonstrated how
PMS is driving system-wide improvement.

d

e
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Background on Conclusions

* The data in the MHS Review, as well as the
information shown in the NY Times stories are our
data...we agree with the summary findings

 The MHS holds itself to higher standards than
“average”

* In the absence of national comparative data, we
participate in a number of strategic partnerships with
national organizations

* Some of our public information shows how we perform
against a smaller subset of American medicine

Office of the Assistant Secretary of Defense (Health Affairs)/Clinical & Policy Programs





Xxte)nal Validation: Perinatal Care

MNP'E * There are no “national averages” for

emper . . .

Hospitals, Obstetric / Perinatal quality outcomes.
85 * In absence of national standards, DoD

(2% participates in comparative analysis

through the National Perinatal
Information Center (NPIC).
* 85 participating, high-volume
perinatal hospitals
* Provides wide-range of measures on
quarterly basis for quality outcomes
based on administrative data.

Office of the Assistant Secretary of Defense (Health Affairs)/Clinical & Policy Programs
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Perinatal Outcomes

* DoD higher performance

* Mortality (Death Rates). From 2010 to present, DoD’s inborn mortality rate for
infants > 500 grams were notably lower than NPIC benchmarks MHS wide.

* Cesarean Delivery. MHS C-section rates are consistently lower than participating
NPIC civilian-sector facilities.

* Challenges and areas for improvement

* Post-partum hemorrhage (PPH). Increase in this measure is a trend currently
impacting all of American medicine. DoD rates are higher than National Perinatal
Information Center (NPIC) comparison rates. DoD is actively engaged in an
improvement effort and collaborating with external partners to more effectively
address PPH.

e Birth Trauma. Indexed trauma to infant rates are significantly higher in the MHS as
compared to the NPIC average. Part of the challenge is proper coding in
administrative data in identifying what constitutes “trauma.”

Office of the Assistant Secretary of Defense (Health Affairs)/Clinical & Policy Programs
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NSQlP * DoD participates in the American College of Surgeons (ACS)
Hospitals, National Surgical Quality Improvement Program (NSQIP) -- a
400 highly regarded, national, outcome-based, risk-adjusted
(8%) program to measure and improve the quality of surgical care.

*Participation in NSQIP allows DoD to compare its performance
on surgical-specific mortality (death rate) and morbidity (illness
rate) against more than 400 leading hospitals in the United
States.

*Seventeen (17) DoD hospitals participate in NSQIP —9 Army
hospitals, 4 Navy, 2 Air Force and 2 DHA (Walter Reed National
Military Medical Center and Fort Belvoir Community Hospital).
Other DoD hospitals were not participants in NSQIP due to their
low surgical case volume; DHA is currently working with NSQIP
to explore adding additional hospitals.

Office of the Assistant Secretary of Defense (Health Affairs)/Clinical & Policy Programs
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Surgical Outcomes

* DoD higher performance

* Mortality (Death Rates). From Jul 2010 to present, DoD risk-adjusted surgical
mortality rates were within national statistical norms in every hospital for
every reporting period.

* Challenges and areas for improvement

e Surgical Morbidity. DoD tracks overall morbidity, as well as performance
across 9 sub-measures of morbidity. Four facilities were statistically significant
outliers for overall surgical morbidity in some capacity since 2010.

e 13 hospitals were within national norms (with some fluctuation within
reporting periods).

* Of the 9 reported morbidity measures, there are 3 sub-measures that have
chronic underperformance -- Surgical Site Infection (SSI), Urinary Tract
Infection (UTI); and Return to Operating Room (ROR).

Office of the Assistant Secretary of Defense (Health Affairs)/Clinical & Policy Programs
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Moving Forward

e Qutliers

o SECDEF required Service plans to address outliers on Nov 1st.
Outlier performance will be tracked as part of Performance
Management System, with reports due back to SECDEF.

* Performance Management System

o The MHS must establish a common, enterprise-wide
Performance Management System by Jan 1, 2015.

* Transparency

o MHS will share and make available all aggregate statistical
information and develop process for patient engagement and
education surrounding access, safety, and quality data.

Office of the Assistant Secretary of Defense (Health Affairs)/Clinical & Policy Programs
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Core Measures for Performance Management System

Aim Measure

Readiness |IMR

HEDIS Diabetes Index

HEDIS Cancer Screening Index

HEDIS Appropriate Care Index (low back pain, pharngitis, URI)

HEDIS (30 Day) Mental Health F/U

HEDIS All Cause Readmission - Army concerns

ORYX Transition of Care Index (asthma, VTE, Inpt psy(2))

AHRQ Prevention Quality Indicator (PQI) Index

Risk Adjusted Mortality (All Cases)

NPIC Post-partum Hemorrhage

NPIC Vaginal Deliveries with Coded Shoulder Dystocia linked to an Inborn >/=2500 grams with Birth Trauma
National Surgical Quality Improvement Program (NSQIP) (30 Day)All Case Morbidity Index
Satisfaction with Getting care When Needed (Service Surveys)

Average number of days to third next available future appointment (primary care)
Average number of days to third next available acute appointment (primary care)
Percent of direct care enrollees in secure messaging

PCM Continuity

PSI 5 - Foreign Body Retention

HAI (CLABSI)

Overall Satisfaction with Healthcare - Inpatient

Overall Satisfaction with Healthcare - Outpatient

PMPM

Total Purchased Care

Private Sector Care Cost per Prime Enrollee

OR Utilization - Deferred until data available

Cost Prime Enrollment

Pharmacy PMPM - Pending technical update

Productivity Targets

PCM Empanelment Targets

ER/UCC Leakage

Care

DRAFT Proposals: Based on internal review and discussions with other leading healthcare organizations DRAFT





Summary

“The Military Health System is unique in its scope and complexity as a world-
wide health system, operating in every type of operational environment. This
report...identifies many things the Military Health System is doing well. The
report also identifies a number of areas for improvement. Our performance -
and our challenges - reflect what is found throughout American medicine...We
will expand our strategic partnerships with leading, external institutions...and
leverage the exceptional talent we have within the MHS to make these
improvements in our system. We can do better, and we will.”

- DrJonathan Woodson, ASD(HA)

- Lieutenant General Patricia Horoho, US Army Surgeon General

- Vice Admiral Matt Nathan, US Navy Surgeon General

- Lieutenant General Tom Travis, US Air Force Surgeon General

- Lieutenant General Doug Robb, Director, Defense Health Agency

Office of the Assistant Secretary of Defense (Health Affairs)/Clinical & Policy Programs
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From MHS Review, page 108

Direct Care System

Table 4.12 Perinatal Performance Measures Summary — 2013 Annual Rates

NPIC Direct
No. Measure Care Army | AirForce | Navy | NCRMD
Average
Average

1 Percent of inductions prior to 37 weeks

gestation with a medical indication 97.1% 99.2% 98.3% 100.0% | 99.7% | 100.0%

2 Percent of C-sections prior to 37 weeks

’ : T 94.8% 96.0% 92.7% 98.9% 98.4% | 100.0%
gestation with a medical indication

3 PSI 18 - Obstetric Trauma-Vaginal

delivery with instruments 0.1481 | 0.1449 | 0.1285 | 0.1145 | 0.1604

4 | iy woinout epmante o 0.0207 | 0.0177 | 0.0178 | 0.0167 |0.0165
5 | Shoulder dystocia 0.0226
6 | Postpartum hemorrhage (PPH) 0.0340
7 gg:ipartum Readmission to Delivery 0.0098
8 | Inborn Readmission to Delivery Site 0.0113
9 | PSI 17 Birth Trauma-Injury to Neonate 0.0020
10 | Inborn Mortality Rate >= 500 Grams 0.0026

Rates are statistically significantly better than the NPIC average

_ Rates are statistically significantly worse than the NPIC average.
Rates are observationally better than the NPIC average; but there was not enough data
for calculation of confidence intervals thus statistical significance could not be determined.
Lower is better for all measures except Measures 1 and 2.
2014 MHS Review Group
Source: National Perinatal Information Center Database, July 2014






THE SELECTIVE SERVICE ACT

Maria A. Fried
Associate Deputy General Counsel
(Personnel and Health Policy)






History

» From 1940 until 1973, during both peacetime
and periods of conflict, men were drafted to
fill vacancies in the armed forces which could
not be filled through voluntary means.

» All-volunteer military force began 1973.

» Registration by males between ages 18-26
still required by Selective Service Act to
augment all-volunteer force in the event its
needed.






CHANGING LANDSCAPE

» Prior to 1991, women were statutorily precluded from flying Air Force or
Navy combat aircraft or from serving on combat Navy vessels.

» By policy, the DOD risk-rule precluded women from being assigned to
non-combat units and positions and in other assignments where the
combat risks equaled or exceeded those of combat assignments
(infantry, artillery).

» With the enactment of the DoD Authorization Act for Fiscal Year 1992,
P.L. 102-160, (Dec. 5, 1991) Congress repealed statutory limitations on
assignment of women to combat aircraft and required the establishment
of a Presidential Commission to study and make recommendations on
combat assignment restrictions for military women.

» On January 13, 1994, Secretary Aspin’s Direct Ground Combat
Definition and Assignment (DGCA) Rule memo, dated January 13, 1994,
established the DOD rule governing combat assignments for women,
effective October 1, 1994,

» On January 24, 2013, SECDEF rescinds 1994 Direct Ground Combat
Definition and Assignment Rule (Memo).






Now what?

» Rostker v. Goldberg, 453 U.S. 57 (1981)
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Responses to RFI A3 — Outreach and Recruitment of Women:

Social Media Utilization Mobile Apps
Total
Service % of Marketing € ﬁ @ @ - X
Branch R:rmuiatI:rs Budget Wﬁs) Faceok Twitter | Instagram Yue Pinterest Flicker Tumbler zt)glﬁ iPhone Android
(Women)
USA 8%
Reserve 13‘;: $225M X X X X X
S45M
usn | s | EMOOX X X X X XX X XXX
$105M
usMmcC 4% (62M) X X | X | X
USAF 16% $92Mm
AFRE ozl X X XX | X X
ANG 33% S18M
S800K
USCG 20%
" | ($400K) X | X X
NGB 16% S400M
ARNG 12% (s100M) X X X X X
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Responses to RFI A3 — Outreach and Recruitment of Women:

Service Strategy to Increase the # of Female Recruiters:
Branch
Army Reserve female recruiter strength has been historically representative of the force. The Regular Army on the other
hand has not been able to regularly maintain female recruiter strength at the same level as noncommissioned officer’s
USA (NCQ’s) in the force. The Army is committed; however, to efforts to increase the percentage of Regular Army female
(NGB) recruiters in order to at least equal the Army's female NCO percentage. The Army's female percentage Army-wide at skill
levels 2, 3, and 4 is 12%. As a part of the effort to assign more female Soldiers to the Army Recruiting Command, all
female Regular Army NCOs are routinely screened for assignment to recruiting duty.
Recruiting is volunteer special duty that requires screening. NRC attempts to get the very best personnel to become field
USN recruiters. We work with the Detailers in NPC to ensure we get the strongest possible Sailors while attempting to

maximize the overall diversity of the force. We have also reached out via the Senior Enlisted Leader network to pass the
word to talented female Sailors about the importance and advantages of recruiting duty.

The efforts that are being taken to increase the # of female recruiters are numerous. During FY14, Basic Recruiters Course
attendance of female students increased, which resulted in 40 new female enlisted recruiters. Additionally, the increased
usmcC # of company grade female officers in 0SO/OPSO/X0 assignments resulted in 10 female officer recruiters. The % of female
officer recruiters increased from 4% to 10%. The plan for FY15 is to add another 10 female officers and continue increasing
the # of female Marines assignments to the Basic Recruiters Course.

USAF There are currently no plans within recruiting to increase the presence of women. AF recruiters are hired through the
Developmental Special Duty (DSD) nomination and selection process; one of 10 special duty assignments. Members are
Guard nominated by their Commanders. Within the DSD process, gender is not considered. Guard/Reserve: Both the ANG and
Reserve AFR select the best person for the job and are confident there will continue to be fair representation of each gender.

There are currently no plans within recruiting to increase the presence of women. Recruiter billets are considered special

assignments, for which all ratings are eligible to apply. Every year CGRC has an aggressive Recruit-the-Recruiter campaign,
uscG the main focus of which is to target a highly qualified and diverse workforce. CGRC uses current female recruiters as
ambassadors to assist in recruiting their successors.

2|Page





INFORMATION PAPER

DAPE-MPA
14 November 2014

SUBJECT: Response to DACOWITS RFlIs for December, HQDA Task#1410116553, Task
A3 1-4.

1. Tasks:

A3-1: What is the current percentage of female recruiters?

8.4% (633 out of 7487) Regular Army, 12.5% (180 out of 1434) Army Reserve, 12% (353
out of 2,945) ARNG.

A3-2: What efforts are being taken presently or in the future to increase the number of
female recruiters?

Army Reserve female recruiter strength has been historically representative of the force.
The Regular Army on the other hand has not been able to regularly maintain female
recruiter strength at the same level as noncommissioned officer's (NCO'’s) in the force. The
Army is committed, however, to efforts to increase the percentage of Regular Army female
recruiters in order to at least equal the Army's female NCO percentage. The Army's female
percentage Army-wide at skill levels 2, 3, and 4 is 12%. As a part of the effort to assign
more female Soldiers to the Army Recruiting Command, all female Regular Army NCOs are
routinely screened for assignment to recruiting duty. In spite of these screens, the demands
on female NCOs to attend professional development training and to be assigned to critical
operational or developmental assignments and to Drill Sergeant and Advanced Individual
Training Platoon Sergeant duty, severely limits the availability of women for assignment to
recruiting.

CPT Lawrence M. Tobin/(703)695-6720
Approved by: Mr. Paul Aswell





INFORMATION PAPER
SAMR-MR
19 Nov 2014

SUBJECT: WISR Response to DACOWITS RFI # A3 (3)
1. Purpose: To Respond to the Implementation Plan Question from DACOWITS

2. Question: What is the total dollar amount spent on marketing and how much of
those funds are designated specifically for targeting women and/or increasing women’s
propensity to serve?

3. Response: In FY14, the Army spent $225M on marketing. 98% of all FY14
advertising funds target the General Consumer Market (GCM), which is gender neutral.
Army marketing is gender and ethnic balanced in graphics, advertising and collateral
marketing material--20 of 46 FY14 projects emphasize females.

Jan Jedrych

SAMR-MR

703-545-3436
jan.v.jedrych.civ@mail.mil





INFORMATION PAPER
SAMR-MR
19 Nov 2014

SUBJECT: WISR Response to DACOWITS RFI # A3 (4)
1. Purpose: To Respond to the Implementation Plan Question from DACOWITS

2. Question: What social media methods are used to target millennial women and
Generation Z young women?

3. Response: The target market is the 18 to 24 year olds and targets all genders. The
Army uses various social media platforms such as Facebook, Twitter, Pinterest,
Instagram and GoArmy.com. Army uses gender and ethnic balance in all graphics,
advertising, and collateral marketing materials. The Army provides an authentic social
media experience that resonates with women. Women spend more time consuming Army
generated content and asking questions on our various sites and they convert to
contracts better than males based on content consumption and social engagement.

Crystal De Leon
SAMR-MR
703-545-3458
crystal.g.deleon.civ
@mail.mil





DACOWITS RFI
ISO 4-5 December 2014 Meeting

RFI Category and Number:
Assignments Working Group RFI #A3
RFI Question:

The Committee requests a written response from each of the Services to address these
follow-up questions:

(1) What is the current percentage of female recruiters (active/Reserve)?

(2) What efforts are being taken presently or in the future to increase the number of female recruiters?
(3) What is the total dollar amount spent on marketing and how much of those funds are designated
specifically for targeting women and/or increasing women’s propensity to serve?

(4) What social media methods are used to target millennial women and Generation Z young women?

RFI Response:

1) What is the current percentage of female recruiters (Active/Reserve)?

Answer: Current Navy recruiting force is 14.63% female (the highest it has ever been). This includes 456
Active Component and 137 Reserve component personnel.

- Active: 13.51%

- Reserve: 20.24%

- Total Force: 14.63%

2) What efforts are being taken presently or in the future to increase the number of female recruiters?

Answer: Recruiting is volunteer special duty that requires screening. NRC attempts to get the very best
personnel to become field recruiters. We work with the Detailers in NPC to ensure we get the strongest
possible Sailors while attempting to maximize the overall diversity of the force. We have also reached out
via the Senior Enlisted Leader network to pass the word to talented female Sailors about the importance
and advantages of recruiting duty.

3) What is the total dollar amount spent on marketing and how much of those funds are designated
specifically for targeting women and/or increasing women's propensity to serve?

Answer: S Millions
Year Media Base Total
2009 24.9 59.0 83.9
2010 18.8 48.7 67.5
2011 43.6 40.2 83.8
2012 41.4 53.1 94.5
2013 7.7 22.5 30.2
2014 23.6 21.8 45.4

All of the budget is used to target females — some specifically female oriented social channels are addressed
below, but even the remainder of all M&A products are deliberately structured to include imagery,
messaging, and themes to attract and connect with females.





DACOWITS RFI
ISO 4-5 December 2014 Meeting

4) What social media methods are used to target millennial women and Generation Z young women?

Answer:

a.

Women Redefined Campaign. Beginning in 2009, the campaign spent $1.7 M to increase
awareness and interest among recruitment aged women highlighting the vast array of
opportunities available to them in Navy.

Objectives:
- Raise awareness among women about opportunities in the Navy.
- Facilitate the decision making process.
- Generate leads.

Tactics:

- Find and interview females currently in targeted ratings to film/photograph.

- Create and enhance social properties to stimulate conversation and provide a means for
interested parties to talk "one on one" with women who are doing these jobs/living this lifestyle.

- Develop the Navy.com/women landing page

- Execute 90 day media buy to build immediate awareness and momentum within the market
place: Increased female cost per lead buys, video game onscreen advertising featuring women-
centric Navy ads; special in-cinema advertising featuring female Sailors in the aviation community
and a specific call to action to visit Navy.com/women.

- Women Email “blast” that featured specific email content pertinent to women, and was sent
to females on our purchased email lists.

b. Enduring feature of the campaign today: Women Redefined Facebook Page. This page provides
updated information and a discussion forum on life for women the U.S. Navy.

[oN

- Fans: 34,934
- Reach: 24,169 (The number of people your post was served to.)
- Engagement: 2,189 (Likes, Comments, Shares)

Other Facebook pages: There are 16 distinct Facebook pages focused on various careers,
specialties and interests. Facebook allows us to track the percentage of female followers for each.
The current percentages of female followers for each page are:

AIRR (Rescue Swimmers): 25%

Athletes: 28%

Chaplain: 30%

Civil Engineering Corps: 15%

Cryptology & Technology: 28%

Diver: 21%

EOD: 17%

Events: 38%

Healthcare: 51%

Latinos: 35%

Life: 33%

NROTC: 32%

Nuclear Propulsion: 23%

Reserve: 37%

STEM: 31%

Women Redefined: 82% Note that accessing this page via the Women in the Navy section of

Navy.com (http://navy.com/inside/winr.html) crosslinks to all of the above specialties as well.
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DACOWITS RFI
ISO 4-5 December 2014 Meeting

d. Other Social properties: Twitter followers are 31% female, YouTube subscribers are 12% female, and
Pinterest followers are 82% female. NRC has 2,600+ followers across its 28 different Pinterest "boards",
each with a category where users share photos, captions and links. The categories include Aviation, the X
Games, the Navy Reserve, Uniforms and Healthcare, just to name a few.

POC or office responsible:

CAPT Dave Bouve, NRC N9
david.w.bouve@navy.mil
(901) 874-5061
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DECEMBER 2014- USMC Responses to DACOWITS Quarterly Meeting RFIs

A3. Outreach and recruiting of women is critical to ensuring the U.S. military has the strongest possible
pool of highly qualified individuals to draw from in meeting its leadership needs. The Committee
received briefings during the September meeting from each of the Services on the accessions of females
into the military. The Committee requests a written response from each of the Services to address these
follow-up questions: 1) What is the current percentage of female recruiters (active/Reserve)? 2) What
efforts are being taken presently or in the future to increase the number of female recruiters? 3) What is
the total dollar amount spent on marketing and how much of those funds are designated specifically for
targeting women and/or increasing women'’s propensity to serve? 4) What social media methods are
used to target millennial women and Generation Z young women?

The current number of female recruiters is 159 out of 3760 (4.2%). The efforts that are being taken to
increase the number of female recruiters are numerous. During FY14, Manpower and Reserve Affairs
increased the female student attendance at the Basic Recruiters Course resulting in 40 new female
enlisted recruiters joining the force. Additionally, Manpower and Reserve Affairs increased the
number of company grade female officers in 0SO/OPSO/XO0 assignments resulting in 10 additional
female officers joining the recruiting force. The percentage of female officer recruiters increased from
4% to 10%. The plan for FY15 is to add another 10 officers to the force. Manpower and Reserve Affairs
plans to continue increasing the number of female Marines assignments to the Basic Recruiter School,
out of the eligible population.

The total advertising budget for FY 14 was $105,821,577.12. Total funds allocated to targeted female
initiatives were $1,563,858 (1.4 % of total budget). Targeted initiatives include mailings to graduating
high school females, female digital campaign, enlisted female brochure, Marines.com female content
update, and female propensity and advertising research.

MCRC ensures that all social, digital, and print media is gender diverse. On a daily basis, women are
shown in various roles on social content across Facebook, Twitter, and Instagram. Usually this content
is speaking to the Marine Corps in general, not about being a woman Marine specifically. The goal of
all social media posts is to drive users, regardless of gender, to Marines.com. On 16 December 2014,
MCRC will launch a targeted female digital campaign. This campaign has incorporated lessons learned
from female propensity research initiatives to speak directly to millennial women. As part of this
Marines.com campaign, posts will be made on social media to help tell this story and drive users to
the main campaign home page.

Along with social media, MCRC has historically had several initiatives that target women. These
initiatives include: Fighting With a Purpose campaign with Captain Monica Meese, female print
advertisements, female posters, female brochures, female photos and tri-folds, web video content on
Marines.com that speak to being a woman in the Marine Corps. The web content also contains a
myriad of information on female specific training requirements.





AIR FORCE RESPONSE — DACOWITS RFI A3
DECEMBER 2014

1) What is the current percentage of female recruiters (active/Reserve)?

Answer:

In Air Force Recruiting Service (AFRS) (Active Duty), 16% of recruiters are female (294 of 1,821).
In the Air National Guard (ANG) 33.5% of recruiters are female (119 of 335).

In the Air Force Reserve (AFR) 32% of recruiters are female (137 of 422).

2) What efforts are being taken presently or in the future to increase the number of female
recruiters?

Answer:

Active: Air Force active duty recruiters are hired through the Developmental Special Duty (DSD)
nomination and selection process. This process provides commanders an opportunity to
nominate their best Airmen to fill recruiting special duty positions. Within the DSD process,
gender is not considered. The Air Force defines developmental special duties as (1) Positions
which create and develop the world’s greatest Airmen through oversight/leadership of multiple
Airmen (2) Positions that care for Airmen and their families through oversight/leadership of
multiple Airmen/families (3) Positions that represent the Enlisted Corps and Air Force on a
National Stage involving supervision/mentorship of subordinate/peers. This DSD process is
managed by Air Force Personnel Center and recruiting is one of 10 special duty assignments
that utilize this process to select Airmen to positions where the duty requires unique leadership
roles and the responsibility to mentor and mold future leaders. Recruiting special duty
assignments are temporary in nature and are performed by Airmen for a period of up to 4
years. There are currently no plans within recruiting service to increase the presence of
women.

Guard: The ANG selects the best person for the job based on qualifications and merit and will
continue the current process to select the best and brightest to ensure end-strength is met.
The guard is confident there will continue to be fair representation of each gender.

Reserve: The AFR selects the best person for the job and given our current ratio do not feel a
need to increase female representation. The reserves will continue to select the best of the
best and are confident this will ensure there is fair representation within the recruiting ranks to
ensure outreach to reach all audiences.





3) What is the total dollar amount spent on marketing and how much of those funds are
designated specifically for targeting women and/or increasing women's propensity to serve?

Answer:

Active: The AFRS objective is to reach a broad audience in terms of demographic variables, one
of which being gender. We take advantage of the efficiencies that exist thanks to the co-
viewership/co-readership that takes place in the marketplace. Since men and women watch,
read, visit many of the same media properties, we can reach multiple audiences with the same
communication.

In FY14, our total national marketing budget was $91.6M. Of that amount, $51.9M was
devoted to media advertising (TV, on-line, theater, etc.). Based on our analysis of audiences,
we estimate that 51% ($26.5M) of that media spend reached female audiences in an effort to
increase their propensity to serve. Some media (TV, online and direct mail) was specifically
targeted to women on networks, programs or websites that have significantly higher female
audiences and several of our creative executions prominently featured women. Examples
include featuring a female B-52 pilot in “Futures Magazine”, female engineers in STEM
advertising, female F-15 pilot, lawyer, physician, firefighter, nurse, air traffic controller, cyber
operator, and astronaut in TV commercials. While still in development, we are currently
producing a new TV commercial featuring a female nurse that will run in Spanish Language.

In addition to media advertising, AFRS uses other marketing efforts to reach women. AFRS’s
latest theme for our primary website, “Barrier Breakers” on AIRFORCE.COM, features stories of
women breaking barriers. This new theme builds on our earlier American Airman series that
featured several women in prominent roles including a female 4-star general and a female
Search, Evasion, Resistance and Escape instructor. Finally, AFRS buys space and attends a
variety of conventions, events and programs that attract major female audiences.

Guard: The ANG spends approximately $17M per year in its overall advertising, event marketing
and internet interactive integration efforts. The effort as a whole attracts a recruiting
population mix of 20% female and 80% male. On 17 April 2014, JAMRS research briefed the
attributes and benefits of the ANG are the most favorable to women of any service they polled
(40% polled stated they are interested in learning more, 24% would be interested in joining).

As a result of this, the ANG began to place additional emphasis on imagery in its advertisements
to portray successful women in the ANG.

Reserve: The AFR spends approximately $18M annually on recruiting advertising. The AFR’s
female accession rate for FY14 was 28.6%. With such a high accession rate, there is currently
no focused advertising on specific genders. Recruiters are trained to target the best candidates
regardless of gender.





4) What social media methods are used to target millennial women and Generation Z young
women?

Answer:

Active Duty: AFRS uses Facebook, Twitter, Tumblr and Instagram to target millennial and Gen Z
women. We estimate our social media efforts currently reach over 109K female users with
about 42% representing Gen Y and at least 8% in Gen Z. Since our Comscore reports don’t
provide data on users under 13 years old and Gen Z users are currently 14 years old or younger,
our Gen Z data only represents a portion of that group that may be active in social media.

Guard: Due to resource constraints within ANG, recruiting is focused to reach mass audiences.
In order to target specific genders or demographics, the ANG would require a significant
increase in advertising funds. The ANG will continue to lean forward with its initiative to include
imagery and focus on successful women in the ANG, but will not be able to specifically target
this audience with advertisement/social media placement or engagement unless funding levels
increase.

Reserve: The AFR uses a variety of advertising mechanisms to achieve its annual accession rates
but do not use targeted social media tools specifically for female recruits. AFR recruiters are
trained to recruit qualified applicants regardless of gender, race etc. In fact, in some cases
we’ve found that such targeted recruiting may hinder our ability to find the best qualified
recruits. As such, we recruit for the masses and since females account for a good portion of
those eligible/qualified to serve, historical trends show that the AFR has done a good job of
recruiting and building a diverse force that represents nearly every segment of our society.





SUBJ: DACOWITS RFI (FALL 2014)

FROM: Coast Guard Recruiting Command (CGRC) and Training Center (TRACEN)
Cape May

TO: CG-12B

A3: Outreach and recruiting of women is critical to ensuring the U.S. military has the
strongest possible pool of highly qualified individuals to draw from in meeting its
leadership needs. The Committee received briefings during the September meeting
from each of the Services on the accessions of females into the military. The
Committee requests a written response from each of the Services to address these
follow-up questions:

1) What is the current percentage of female recruiters (active/Reserve)?

e There are currently 58 women recruiters, which is 18% of the recruiting
corps.

e In 2015 the Coast Guard expects to have 67 women recruiters, which will be
approximately 20% of the recruiting corps.

2) What efforts are being taken presently or in the future to increase the
number of female recruiters?

There is no specific recruiting rate in the Coast Guard. Recruiter billets are
considered special assignments, for which all ratings are eligible to apply.
Therefore, every year CGRC has an aggressive Recruit-the-Recruiter campaign,
the main focus of which is to target a highly qualified and diverse workforce. In
2013, an African American female model was used for the campaign flyer. In
2014, CGRC’s commanding officer sent an email to all rotating E5-E7 and
another email through the Gold Badge Network, describing a recruiter’s
responsibilities and emphasizing the long term benefits of a diverse workforce.
CGRC also uses current female recruiters as ambassadors to assist in recruiting
their successors. Additionally, CGRC hosted a phone conference to answer the
questions of potential recruiters; this event had a considerable number of
female participants.

3) What is the total dollar amount spent on marketing and how much of those
funds are designated specifically for targeting women and/or increasing
women’s propensity to serve?





The FY15 Media Plan consists of an $800,000 digital media budget - 50% of
that total budget is spent targeting females. The following media vehicles
were strategically chosen to reach females, raising awareness of opportunities
for women in the United States Coast Guard.

Shape Website: A premier active lifestyle content brand for women.
Shape’s audience is comprised of health-conscious and active females.
More than 13MM consumers turn to the Shape brand each month across
their various platforms to find out the latest fitness and wellness tips.

DataXU: A programmatic marketing software that enables the Coast
Guard to leverage data and analytics to increase efficiency and
effectiveness in attracting women. In addition the platform helps to
elevate brands by providing insights that can influence campaign
strategy.

Tribal Fusion: A premium publisher network with over 2,000 broad
reach sites. Tribal Fusion provides the Coast Guard a customized women
targeted solution that is efficient in scale, impact and cost.

Sponge Cell: An advertising mechanism that retargets women consumers
that have engaged with the Coast Guard’s digital ads. Additional banners
and video ads are the mechanism of retargeting.

4) What social media methods are used to target millennial women and
Generation Z young women?

e Facebook: The Coast Guard’s Facebook page has appreciated a net increase of
12,693 “likes” from November 2013 to November 2014. This represents a
6.4% increase in female audience growth. CGRC continues to ensure that its
imagery in all media methods, particularly Facebook, is rich with female
representation.

e YouTube: The Coast Guard’s channel has multiple videos specifically designed
to attract women to enlisted and officer career tracks.

Points of Contact:
CDR William J. Makell Jr.
Operations Officer
Coast Guard Recruiting Command

LCDR Frances Fazio
Chief, Mission Support
Coast Guard Recruiting Command
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INFORMATION PAPER

SUBJECT: Female Representation among Senior Non-Commissioned Officers (NCOs) and
Senior NCO Leadership for the Army National Guard (ARNG)

1. Purpose. To provide to Defense Advisory Committee on Women in the Services
(DACOWITS) with response to Request for Information for the 4-5 December 2014 meeting.

2. Question A3.

a. Of 351,362 ARNG Soldiers in the 54 States and Territories, 55,894 (15.9%) are female.
Women make up 353 (12%) of the total 2,945 ARNG RRNCOs. Therefore the percentage of
female recruiters closely resembles the diversity of our force.

b. The Army National Guard selects the best qualified applicants to serve as RRNCOs,
regardless of race, religion, ethnicity or gender, that are representative of the demographics of
our force across the 54 States and Territories. Each State has the latitude to establish a state-
specific hiring process based on qualifications, personal appearance, personal fitness, proposed
sales skills, and overall military bearing and professional record. States screen qualified
applicants to ensure they are the right choice to represent the ARNG to the public on a daily
basis. Although the National Guard Bureau does not have a nationally directed RRNCO
diversity policy, the ARNG State Human Resource Offices ensure they have a balanced and
diverse recruiting force that represents our demographics. We understand the importance of
peer to peer recruiting and specifically the merits of hiring female recruiters to help increase the
number of female applicants to the ARNG.

c. ARNG Recruiting and Retention has advertising campaigns on 8 social media platforms,
including Tumblr and Instagram, two platforms which have high female participation.
Additionally, ARNG Recruiting and Retention strategically ensures that half of content posted on
ARNG social media venues features women, including videos and photos.

d. The Fiscal Year 2014 recruiting budget was approximately $400M, with recruiting
marketing being approximately one quarter (approximately $100M) of the total recruiting budget.

e. Advertising and Marketing media platforms are optimized to provide a similar digital
experience (engagement) as that of mobile apps, without having to expend dwindling resources
on cost-prohibitive development of individual apps. The only two apps we have engaged with in
the past were for Guard Experience Magazine (GX 3k) and our Soldier of Steel theater
advertising campaign back in 2013.

f. The POCs for the above information are MAJ Carol Stahl, 703-607-0959, and CW4 Lisa
Bryan, 703-607-5922.

Prepared By: Mr. Patrick Rinker/703-601-8147
Approved By: Mr. Alfranda Durr/703-607-1460
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DACOWITS continues to study wellness-related issues. In 2012, the Committee focused on the health of

deployed women; and in 2013, the Committee focused on reproductive health care services and policies
for servicewomen. On 28 May 2014, the SECDEF directed a 90-day comprehensive review of the Military
Health System (MHS). SECDEF directed the review be performed in a fully transparent manner and focus
on the core areas of access to health care, safety of care, and quality of care. A final report, complete with
specific recommendations to address standards of care and implementation timelines is to be delivered to
the SECDEF NLT 29 August 2014. DACOWITS requests a briefing from Health Affairs on the results of the

MHS Review, highlighting results and recommendations that may particularly affect military servicewomen

(e.g. pre-natal and postpartum care).

HA

Briefing

w2

DACOWITS continues to be interested in the metrics that DoD is using to assess the effectiveness of sexual
assault prevention and response, namely the survey conducted to assess the recent experiences of Service

members in military work environments. DACOWITS requests a briefing on the top line results of the RAND

Military Workplace Study included in the report to the President on 1 December 2014.

DoD SAPRO

Briefing
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DACOWITS
Requests for Information
In Support of 4-5 December 2014 Meeting

During the September 2014 meeting, DACOWITS discussed inquiring further into the DoD definition of the

term "implementation." The Committee requests a briefing from DoD (OUSD (P&R)/MPP) to address the

following questions: 1) What timeline, plans, or actions will occur before and after 1 January 20167 2) How

will the "implementation" be monitored? 3) What end date will be/has been established for adding women

to the training pipeline, at a minimum, into previously closed occupations? 4) What does each Service

accredit as sufficiently meeting the established "implementation" deadline?

DoD (OUSD
(P&R)/MPP)

12/2/2014

Briefing

A2

1. The Committee continues to be interested in the overall progress of the Women in the Service Review

(WISR) Implementation Plan. The Committee requests a written response from the Army, Navy, and Marine

Corps on the current path to opening the following occupations to servicewomen and/or integrating

servicewomen into the following occupations: Rangers, enlisted women in submarines, and infantry. The

Committee asks that the Marine Corps also provide an update on the standards for any infantry officer

course (I0C) student that have to be met in order to pass the hike/march portion of the course?

Additionally, what instruction covers the standards set forth and evaluated at IOC for eventual award of the

infantry MOS?

USA, USN, USMC

Written
Response

A3

Outreach and recruiting of women is critical to ensuring the U.S. military has the strongest possible pool of
highly qualified individuals to draw from in meeting its leadership needs. The Committee received briefings
during the September meeting from each of the Services on the accessions of females into the military. The

Committee requests a written response from each of the Services to address these follow-up questions: 1)

What is the current percentage of female recruiters (active/Reserve)? 2) What efforts are being taken

presently or in the future to increase the number of female recruiters? 3) What is the total dollar amount

spent on marketing and how much of those funds are designated specifically for targeting women and/or

increasing women’s propensity to serve? 4) What social media methods are used to target millennial women

and Generation Z young women?

Services

Written
Response
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In Support of 4-5 December 2014 Meeting
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A4

Ensuring the Services maintain low attrition rates during basic training is vital to the replenishment of new

accessions into the U.S. military. DACOWITS requests a briefing from the Services on the current attrition

rates for both men and women during delayed entry and basic training, as well as what, if any, methods are

being taken to lower the attrition rates for women?

Services

Briefing

A5

5. The retention of servicewomen is equally as important as the recruiting mission. The Committee requests

a written response from each of the Services on the relative number of men and women who are being

forced out of the military under the current drawdown (i.e. RIF). Additionally, the Committee requests that

the Services explain the methodology, if any, used to ensure the proportionate numbers of women were

retained as compared to the percentage recruited.

Services

Written
Response

A6

The Committee continues to be interested in the upward career progression of women into senior enlisted
ranks. The Committee requests a report via a written response from each of the Services indicating the

number of women currently serving as senior NCOs (e.g. number of female E7-E9 as compared to men, the

number of women serving in major command leadership positions, and the number of women serving

nominative level assignment tours).

Services

Written
Response
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Responses to RFlI A5 — Retention of Servicewomen -- During Military Drawdown:

Service
Methodology:
Branch &Y
USA < Defer to Info. Paper >
Navy is not downsizing and continues to grow and expand. Female accessions area Navy priority. Navy continues to
USN expand female officer and enlisted recruitment to enhance the cross section of society throughout the fleet and the Navy.

Female accessions in FY13 and FY14 remained steady at 23-25% and 23% of overall accessions for officer and enlisted
programs, respectively.

FY14: 11 female and 222 male SSgt (E6) were selected for separation, having twice failed selection to GySgt (E7).
UsMmcC Additionally, one female and 4 male Colonels (O6) were selected for retirement by the Selective Early Retirement Board
(SERB). Zero female and 7 male LtCols (O5) were also selected for SERB.

USAF FY14 involuntary separation boards did not directly consider gender. However, the # of overall eligible females,
compared to males, considered by the boards and those retained is relative to the # of those eligible that met the board:
Guard Officer: 1,955 total (349 females eligible) = 264 females retained (75%)

Reserve Enlisted: 7,585 total (1,007 females eligible) = 857 female retained (85%)

Currently the Coast Guard is not forcing out members through a reduction in force. The CG has implemented work force
shaping tools for the enlisted workforce (high year tenure and the career retention screening panel) that results in
additional separations. A member’s sex, race, or ethnicity is not considered when reviewing candidates for

separation. The Coast Guard is committed to gender equality at all levels.

USCG

l|Page





INFORMATION PAPER

DAPE-MPE-PD
17 November 2014

SUBJECT: Request for Information (DACOWITS, Assignments Working Group, Issue A5)

1. Purpose: To provide information on the relative number of men and women who are being
forced out of the Army under the current drawdown. Additionally, to explain the methodology,
used to ensure the proportionate numbers of women were retained as compared to the
percentage recruited.

2. Facts:
a. Officers:

1) For the FY13 Selective Early Retirement Board (SERB) action (those were required to
separate in 2014) the Army selected a total of 239 COL/LTC of which 93% (223) were male and
7% (16) were female.

2) For the FY14 Officer Separation Boards (OSB) and Enhanced Selective Early
Retirement Boards (ESERB) (majority will separate in 2015) the Army selected a total of 1,188
captains for separation of which 88% were male (1,040) and 12% were female (148). The Army
also selected a total of 550 majors of which 88% were male (484) and 12% were female (66).
Women make up 12.6% of Army Competitive Category officers and 17.8% of the Army
officer corps as a whole.

3) While the boards were instructed generally in the area of equal opportunity, and that
diverse backgrounds, ideas, and insights offered by Soldiers of all races and both genders are a
great source of strength for our Army, the boards were instructed to not consider any factors other
than merit and ability.

b. Enlisted:

1) Since FY12, the Army identified a total of 1,567 Noncommissioned Officers (NCOSs)
(SFC-CSM) for denial of continued service of which 89.9% were male (1,409) and 10.1% were
female (158).

2) Because the Army cannot achieve future end strength requirements through natural
attrition or reduced accessions alone, the Army developed and implemented an additional
centralized board process, known as the Qualitative Service Program (QSP), to consider select
NCOs for denial of continued service. This process reduces projected excess strengths that
would otherwise perpetuate promotion stagnation across the force and negatively impact viable
career paths in an All-Volunteer Force; all of which would have an undesirable impact on the
ability to develop and sustain a professional NCO Corps.

3) Because the QSP is a qualitative assessment of an individual's potential for future
contributions to the Army, there is no methodology to take into consideration the proportion of
any group retained to the percentage of such a group of the overall recruiting effort.





DACOWITS RFI
ISO 4-5 December 2014 Meeting

RFI Category and Number:
Assignments Working Group RFI #5
RFI Question:

The retention of servicewomen is equally as important as the recruiting mission. The Committee
requests a written response from each of the Services on the relative number of men and women who
are being forced out of the military under the current drawdown (i.e. RIF). Additionally, the Committee
requests that the Services explain the methodology, if any, used to ensure the proportionate numbers of
women were retained as compared to the percentage recruited.

RFI Response:

OFFICER:

Navy is not downsizing its officer corps and continues to grow and expand; opportunities to serve
remain good for all who want to join our ranks via accessions, and for those desiring to remain in the
ranks. Outreach to and recruiting of women is critical to ensuring that Navy has the strongest possible
pool of highly qualified individuals to draw from in meeting its leadership needs. In force shaping
situations, Navy uses no methodology to ensure the proportionate numbers of female officers are
retained as compared to the percentage accessed. These retention decisions are based on individual
performance and needs of the Navy. While retention of every Sailor is important, retaining the right
Sailor, with the right skill set, attitude, professional acumen and proven performance is critical to
completing our mission. The opportunity is there for all, based on performance and desire to serve.

ENLISTED:

Navy is not downsizing and continues to grow and expand; opportunities to serve remain good for all
who want to join our ranks via accessions, and for those desiring to remain in the ranks. Outreach to
and recruiting of women is critical to ensuring that Navy has the strongest possible pool of highly
qualified individuals to draw from in meeting its leadership needs. Navy uses no methodology to ensure
the proportionate numbers of women are retained as compared to the percentage recruited.
Reenlistment opportunities are provided strictly based on performance.

Female accession is a Navy priority. Navy continues to expand female officer and enlisted recruitment
to enhance the cross section of society throughout the fleet and the Navy. Female accessions in FY13
and FY14 have remained steady at 23-25% and 23% of overall accessions for officer and enlisted
programs, respectively. Navy actively engages with the top 7 affinity groups (e.g., Society of Women
Engineers) to establish national, regional, and local partnerships to build trust, create awareness, and
increase female accessions. Navy identifies female applicants in the same manner as male recruits:
“whole-person” review based on mental, physical, and moral qualifications for enlistment. Navy prefers
“quality” applicants as measured by the Armed Services Vocational Aptitude Battery (ASVAB) score and
attainment of diploma.





DACOWITS RFI
ISO 4-5 December 2014 Meeting

While retention of every Sailor is important, retaining the right Sailor, with the right skill set, attitude,
professional acumen and proven performance is critical to completing our mission.

Navy Enlisted Retention strategy is designed to strengthen policies and programs that: maintain
personnel stability by retaining top quality Sailors, regardless of gender, in the proper skills balance and
in the required numbers. Enlisted Female retention remains on par with their male peers. Enlisted
opportunities to stay Navy remain strong: less than 1% of applicants applying for reenlistment are
denied. For example, in the last 6 months, 34 Sailors have been forced to separate, consisting of 30
males and 4 females (88%/12%).

POC or office responsible:

OFFICER:

CDR Thomas Roulston, OPNAV N131
thomas.roulston@navy.mil

(703) 604-5023

ENLISTED:

CDR Derek Vestal, OPNAV N132
derek.vestal@navy.mil

(703) 604-4717
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AIR FORCE DACOWITS RFls -- December 2014
RFI #A5: OPR A1PPS: Lt Col Naomi Welcome, 692-4199
DELIVERABLE: Written Response

QUESTION: The retention of servicewomen is equally as important as the recruiting mission. The
Committee requests a written response from each of the Services on the relative number of men and
women who are being forced out of the military under the current drawdown (i.e. RIF). Additionally, the
Services need to explain the methodology, if any, used to ensure they retain the right number of
women, proportionate to the percentage recruited.

RESPONSE: Due to the FY14 requirement to drawdown forces to meet end strength mandates, the
involuntary separation boards did not directly consider gender. However, the number of overall eligible
females, compared to males, considered by the boards and those retained is relative to the number of
eligibles that met the board. We did not find any involuntary separation data that may be considered
excessive or egregious in nature. The below provides a breakdown by officer and enlisted involuntary
separation boards by eligible males and females, and number of males and females retained.

Officer Boards (Includes Force Shaping Board (Lts and Capts considered), Enhanced Selective Early
Retirement Board (Majors and Colonels considered).

- Overall Eligibles = 1955
- Overall Eligible Males = 1606
- Overall Eligible Females = 349

- Overall Officers Retained = 1507 (77.1% of overall eligible)
- Males Retained = 1243 (77.4% of eligible males)
- Females Retained = 264 (75.6% of eligible females)

Enlisted Boards (Includes the Enlisted Retention Board (ERB) and the Quality Force Review Board
ERB:

- Overall Eligibles for ERB = 7585
- Overall Eligible Males = 6578
- Overall Eligible Females = 1007

- Overall Enlisted Retained = 5694
- Males Retained = 4837 (73.5% of eligible males)
- Females Retained = 857 (85.1% of eligible females)





QFRB (This board specifically considered some enlisted members with negative quality force indicators
such as Article 15s, Demotion actions, Unfavorable Information Files, etc.)

- Overall Eligibles for QFRB = 4604
- Overall Eligible Males = 3952
- Overall Eligible Females = 652

- Overall QFRB Eligibles Retained = 1069
- Males Retained = 876 (22.1% of eligible males)
- Females Retained = 193 (29.6% of eligible females)





DECEMBER 2014- USMC Responses to DACOWITS Quarterly Meeting RFIs

A5. The retention of servicewomen is equally as important as the recruiting mission. The Committee
requests a written response from each of the Services on the relative number of men and women who
are being forced out of the military under the current drawdown (i.e. RIF). Additionally, the Committee
requests that the Services explain the methodology, if any, used to ensure the proportionate numbers of
women were retained as compared to the percentage recruited.

In FY14, the Marine Corps has selected 11 female and 222 male staff sergeants for separation. These
Marines have at least twice failed selection to gunnery sergeant. Additionally, these Marines are
eligible to apply for early retirement under Temporary Early Retirement Authority (TERA).

In FY13, the Marine Corps selected one female and 26 male colonels for retirement by the Selective
Early Retirement Board (SERB). Zero female and 39 male lieutenant colonels were also selected for
retirement by the SERB.

In FY14, the Marine Corps selected one female and 4 male colonels for retirement by the SERB. Zero
female and 7 male lieutenant colonels were also selected for retirement by the SERB.





SUB]J: DACOWITS RFI (FALL 2014)
FROM: Office of Workforce Forecasting and Analysis (CG-12A)
TO: CG-12B

A5: The retention of servicewomen is equally as important as the recruiting
mission. The Committee requests a written response from each of the Services on
the relative number of men and women who are being forced out of the military
under the current drawdown (i.e. RIF). Additionally, the Services need to explain the
methodology, if any, used to ensure they retain the right number of women,
proportionate to the percentage recruited.

Enlisted:

Currently the Coast Guard is not forcing out members through a reduction in force.
The CG has implemented work force shaping tools for the enlisted workforce (high
year tenure and the career retention screening panel) that results in additional
separations. A member’s sex, race, or ethnicity is not considered when reviewing
candidates for separation. Statistical analysis is performed following the results of
these workforce shaping tools to ensure a fair and unbiased process.

The demographic statistics for the FY14 C.R.S.P. and H.Y.T. are below.

CRSP Retained as a % of Demographic Category CRSP Demographics (2014

(2014 Results) Results)
Gender Pool Retain Retire % Retired % Pool % Retired
Male 317 261 56 18% 93.2% 94.9%
Female 23 20 3 13% 6.8% 5.1%

HYT PGP’s Waived as a % of Demographic Category
Gender Pool % of WF Retain Retire % Retired

Male 381 1.4% 40 341 90%
Female 32 0.7% 1 31 97%
% of
Reviewed WF Separated | % of Candidates Selected for Separation
Female 55 7% 4 7%
Male 698 53% 3597 57%
Officer:

The Coast Guard is committed to gender equality at all levels. As such, the Coast
Guard does not employ any special retention methodology for any one group. All
retention &/or attrition programs are equally applied to every officer, regardless of






demographic or gender. The overall health of the officer corps is continually
monitored and reported monthly.

The attached graph (also shown below) shows the retention percentages of the
officer corps by gender. With the exception of the period between 5-12 years of
commissioned service, retention percentages are fairly consistent between the
genders.

Officer Length of Service {LOS) Retention Profiles by Gender
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(For higher resolution please see attached PowerPoint slide)

LCDR Ryan S. Engel

Office of Workforce Forecasting and Analysis
Enlisted Team Lead

United States Coast Guard

202-475-5235






1 Dec 14

INFORMATION PAPER

SUBJECT: Female Representation among Senior Non-Commissioned Officers (NCOs) and
Senior NCO Leadership for the Army National Guard (ARNG)

1. Purpose. To provide to Defense Advisory Committee on Women in the Services
(DACOWITS) with response to Request for Information for the 4-5 December 2014 meeting.

2. Question Ab.

a. The ARNG will meet its Strength Missions through natural attrition rates in the 54 States
and Territories.

b. The ARNG G1, ARNG Diversity Office, ARNG Recruiting and Retention, and ARNG
Human Capital Management collects accession, attrition and retention data and conducts
analysis on trends, barriers and opportunities that influence lifecycle/talent management.

Prepared By: Mr. Patrick Rinker/703-601-8147
Approved By: Mr. Alfranda Durr/703-607-1460
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A Message from the Director

During Fiscal Year 2013, operating the Selective Service
System was challenging, with a continuing resolution
budget adjusted downward for sequestration. Yet, the
registration numbers were the largest in the past 14
years. This expanding number is understandable given
slow growth in the economy and the concomitant need
of young men to be registered to protect their eligibility

for many federal benefits and programs. All this took
place amid an international geopolitical environment
which grew more dangerous and complex as the U.S.
Armed Forces downsized and the future became more
ambiguous.

Since a military draft has not been required in years
and its employment in the foreseeable future is not
anticipated, our national leadership desires that
Selective Service refocus ever more keenly on the
registration of young men - a core mission. This we

have done. I am also delighted to report that the backlog

of public inquiries was reduced to a most acceptable
two-day response rate.

Additionally, the independent FY 2013 Federal
Information Security Management Act audit noted
continued improvement. One-hundred percent of the
former material weaknesses have been resolved, and
no new ones identified. A couple of suggestions were
made for betterment, and it was noted their resolution
depends upon the application of enough time and
dollars. Notwithstanding constrained resources, the
agency seeks total compliance and the elimination of
any weaknesses.

Finally, federal employee attitudes toward their
leadership are a major influence on job satisfaction
and commitment, and also have a significant impact
on performance. In the 2012 Partnership for Public
Service’s and Deloitte’s Best Places to Work in the
Federal Government analysis, the Selective Service
System achieved placement in the top 10 among small
agencies in effective leadership.

The pages of this report summarize the recent work
of a small federal agency that does a big job for the
United States. With minimal cost, its full-time civilian

employees, part-time state directors and National Guard

and Reserve officers, and thousands of unpaid civilian
volunteer board members scattered across our nation,

assure for America a fair and equitable draft in the
future. In sum, today’s Selective Service continues

to serve as the founders of the all-volunteer military
envisioned . . . as Americas defense manpower hedge
in a still dangerous and uncertain world.

The leadership of our nation, together with the public
it represents, supports this service organization which
is tailored to satisfy the planned needs of our primary
client, the Department of Defense. I am pleased and
honored to lead America’s Selective Service System, an
independent agency that is dedicated to upholding the
rules of justice and fair play in all of its programs.

= IS

Lawrence G. Romo





Selective Service System Senior Staff
At the end of Fiscal Year 2013

Lawrence G. Romo
Director

Edward T. Allard III
Deputy Director

Joel C. Spangenberg
Chief of Staff

Rudy G. Sanchez

General Counsel

Richard S. Flahavan

Associate Director, Public and Intergovernmental Affairs

Mariano C. Campos, Jr.
Associate Director, Operations and Information Technology

Roderick R. Hubbard

Associate Director, Financial Management and Chief Financial Officer

Jerry Klotz
Chief Information Officer

Susan A. Cappo

Manager, Data Management Center

vacant
Region I Director

Keith A. Scragg
Region II Director

John Wilber
Region III Director
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Overview

Vision

The Selective Service System will be an active
partner in the national preparedness community
that anticipates and responds to the changing
needs of the nation.

Mission
The statutory missions of Selective Service are:

1) To be prepared to provide trained and
untrained personnel to the Department
of Defense in the event of a national
emergency, and

2) To be prepared to implement an alternative service
program in the civilian community for registrants
classified as conscientious objectors.

Background

The Selective Service System is a small, independent
federal agency within the Executive Branch, operating
with permanent authorization under the Military
Selective Service Act (50 U.S.C. App. 451 et seq.). It is
Americas only proven and time-tested hedge against
underestimating the number of active duty and reserve
component personnel needed in a conflict. Selective
Service is the last link between society at large and
today’s all-volunteer Armed Forces. Its statutory mission
also includes being ready to administer an alternative
civilian service program in lieu of military duty for men
classified as conscientious objectors (COs) by a Selective
Service board.

To assure civilian control of the draft process,

Selective Service is intentionally not part of the
Department of Defense (DoD). However, it exists to
serve the emergency manpower needs of the military
by conscripting untrained men, or personnel with
professional health care skills, if directed by Congress
and the President because of a national crisis. Currently,
the agency is minimally staffed and is dependent upon
full-time and part-time personnel and volunteers across
the United States and its territories. In the event of
conscription, the agency’s workforce would be expanded
to conduct a draft that would be timely, fair, and
equitable.

The current registration program for men born on or
after January 1, 1960, in effect since July 1980, is vital to
America. It is the prerequisite to the agency’s readiness
to conduct a draft. To support registration, federal law
requires virtually all men in the United States to register
with Selective Service within 30 days of reaching age 18.
By registering with Selective Service, every young man
is reminded of his potential civic obligation to serve our
nation in an emergency.

Registration is important to a
man’s future because Congress,
three-fourths of the nation’s state
legislatures, and scores of county
and city jurisdictions have
conditioned eligibility for several
government programs and
benefits upon a man being in
compliance with the federal law
— registration with the Selective





Service System. These include student loans and grants,
security clearances, government jobs, job training,
driver’s licenses and identification cards in some states,
and U.S. citizenship for immigrant men.

Under current law, women serve voluntarily in the U.S.
Armed Forces, but are not required to register with
Selective Service and would not be subject to a draft.

Structure and Benefits

Selective Service is comprised of a diverse workforce

of full-time career employees, part-time military
personnel, and part-time private citizen volunteers
dedicated to satisfying the agency’s statutory goals

of peacetime registration and the preservation of the
capability to conduct a national military conscription.
Selective Service is currently authorized 130 full-time
equivalent civilian positions, in addition to 56 part-time
state directors and 175 part-time Reserve Force Officers
(RFOs) comprised of military personnel representing
each branch of the U.S. Armed Forces. These RFOs,
assigned throughout the U.S. and its territories, perform
monthly training and execute a variety of critical

peacetime and preparedness tasks. They are the agency’s
regional contacts for state and local agencies and the
public. Finally, the agency’s largest personnel resource
is the approximately 11,000 part-time uncompensated
men and women who serve as volunteer local,

district, and national appeal board members. Their
responsibilities are to decide the classification status

of men seeking exemptions or deferments, based on
conscientious objection, hardship to dependents, or
their status as ministers or ministerial students.

Further, the agency is fortunate to have private citizens
who support our peacetime programs. Currently, about
87 percent, or 18,221, of the nation’s 20,949 high schools
are participating in the Selective Service high school
registrar program. In addition, there are several other
Selective Service registrar programs at the federal and
state levels that boost Selective Service’s registration
initiatives. Civic-minded volunteers in these programs
remind America’s young men of their legal obligation

to register with the Selective Service System and help
ensure these men remain eligible to take advantage

of the numerous federal and state benefits tied to the
registration requirement. Their public service is an
invaluable asset, which is important to the success of the
agency’s peacetime registration efforts.

The Selective Service System’s physical structure
includes its national headquarters in Arlington, VA; the
Data Management Center (DMC) in North Chicago,
IL; and three regional headquarters located in North
Chicago, IL, Smyrna, GA, and Denver, CO, covering
all states, U.S. territories, and the District of Columbia.
Region I covers parts of the Midwest and the upper
portion of the East Coast, including New York City

as a separate entity, and the nation’s capital. Region II
spans the southeastern and south central states, as well
as Puerto Rico and the U.S. Virgin Islands. Region III
includes the
rest of the
Midwest,
western
states, Alaska,
Hawaii,
Guam, and
the Northern
Mariana
Islands.






Benefits to the Nation

Upon completion of a major National Security publicly visible during peacetime, preparedness is
Council-led Interagency Review in 1994, President equally crucial to foster timeliness, fairness, and
Clinton delineated the rationale for the Selective Service equity if Selective Service is directed to reestablish
System and the registration of young men ages 18 conscription. Minimum preparedness requires
through 25 in three points. maintaining a classification structure capable of

immediate operation during a national emergency,
First, the President stated that this agency and including an adequate cadre of personnel to
registration provide “..a hedge against unforeseen reinstitute the full operation of the Selective Service
threats and a relatively low-cost ‘insurance policy’ System when directed.

against our underestimating the maximum level of
threat we expect our Armed
Forces to face”

Next, “..terminating the
Selective Service System and
draft registration now could
send the wrong signal to our
potential enemies who are
watching for signs of U.S.
resolve.”

And finally, “..as fewer and
fewer members of our society
have direct military experience,
it is increasingly important to
maintain the link between the
all-volunteer military force

and our society at large. The
Armed Forces must also know
that the general population
stands behind them, committed to serve, should the
preservation of our national security so require”

Current Activities

In sum, since 1980, each Administration has preserved
Selective Service and its program because each knew

that it is the only proven Selective Service spends the bulk of its time on
manpower mechanism to the day-to-day business of its current operations:
expand the U.S. Armed securing registrations of men 18 through 25;
Forces, and that it exhibits collecting, maintaining, and protecting personal
three important attributes: information (full name, date of birth, social
operates at very modest cost, security number, and mailing address); following
ensures that any future draft through with public awareness and outreach efforts;
will be fair and equitable, responding to public inquiries; and staffing the
and can respond in a timely agency with full-time personnel, augmented with
fashion. While registration is volunteer local board members, registrars, state
the only mission component resource volunteers, state directors, and RFOs.






Budget and Finance

FY 2013 Budget

Because no appropriation bill was completed by either
chamber of Congress, FY 2013 began on a continuing
resolution (PL. 112-175, September 28, 2012). On
March 1, 2013, the President ordered a sequestration of
non-exempt budgetary resources for FY 2013 pursuant
to Section 251A of the Balanced Budget and Emergency
Deficit Control Act (BBEDCA) of 1985. Subsequent

to the March 1 sequestration order, the Congress
enacted the Consolidated and Further Continuing
Appropriations Act, 2013 (P.L. 113-6), which provided
a full-year appropriation for FY 2013 and required

that the sequestration order be implemented in
accordance with the BBEDCA. In combination, the two
enactments required the agency to allocate a 7.8 percent
sequestration reduction and a 0.2 percent across-the-
board reduction to budgetary resources. The agency’s
final budget was approximately $22 million.

Anticipated FY 2014 Budget

The Senate Appropriations Subcommittee on
Financial Services and General Government passed
its version (S. 1371) of the Selective Service System’s
FY 2014 Budget on July 25, 2013. The Committee
recommended an appropriation of $22.9 million
for the Selective Service System. This amount is
$1.0 million below the FY 2013 enacted level and
$1.2 million below the budget request. On July 23,
2013, the House passed its version (H.R. 2786) of
the agency’s budget. The Committee recommended
an appropriation of $23.5 million. This amount

is $436,000 below the FY 2013 enacted level and
$634,000 below the budget request. The Selective
Service System’s FY 2014 estimate reflects the lower
(Senate) recommendation.

Selective Service System
FY 2013 - Obligation of Funds

FUNCTION

Personnel Compensation, including RFOs
Personnel Benefits

Travel and Transportation of Personnel

FY 2013

Amount

$ 11,255,000
2,983,000
176,000

Office, Equipment, Miscellaneous Rentals, Utilities, and

Courier Services
Communication Services
Printing and Reproduction
Other Services

Supplies and Materials

Postage and U.S. Postal Service

2,541,000
135,717
235,000

2,226,933
335,000

1,234,164

Furniture and Fixtures, Software, Telecommunications, Automatic

Data Processing Systems, Office Equipment, and Books

Equal Employment Opportunity Services and Investigators

TOTAL FOR ALL FUNDS *

809,000
123,000
$22,053,814

* Total does not include $370,000 in planned reimbursable work.





Registration

Registration is a critical component of Selective permit, or an identification card; (2) use of online
Service’s mission to augment DoD manpower in the registration through Selective Service’s website,
event of a national emergency. If a draft becomes www.sss.gov; (3) emphasis on soliciting volunteer
necessary, the public must see that it is fair and Selective Service registrars; (4) liaison with U.S.
equitable. For that to happen, the maximum number Postal Service offices, the only universal source of

of eligible men must be registered. Nevertheless, by availability of Selective Service registration forms;
registering, men comply with the federal law and and (5) focused, cost-effective registration awareness
remain eligible for student financial aid, job training, initiatives and outreach efforts to inform educational
and government employment opportunities. By and community leaders and groups. Note, these
registering, immigrant men also protect their eligibility important registration awareness initiatives and

for U.S. citizenship. efforts were limited this fiscal year because of other

funding priorities.

Selective Service registration and registration
compliance are directly related to its strategic goal to
ensure the capacity to provide timely manpower to
DoD during a national emergency. An objective set
to meet this goal is to strive to maintain acceptable
registration compliance rates of at least 90 percent
or greater for men ages 18 through 25 for a fair and
equitable draft. The latest estimated registration
compliance rate for the entire 18 through 25 year-of-
birth (YOB) group, which is based on calendar year
(CY) 2012, was 92 percent.

NOTE: To be consistent with past Annual Reports to
Congress, this report will reference calendar year when
comparing and talking about registration compliance

U.S. Postal Service Mail-Back

rates and compliance statistics. Program

To capture data of men ages 18 through 25, Selective As of September 30, 2013, the agency received
Service considers the data collected for an entire and processed over 103,000 Selective Service
calendar year, for birthdays January 1 through registration forms through the U.S. Postal Service
December 31. All other registration comparisons mail-back program. This vital program provides
are discussed in fiscal year, to run parallel with the the means for many young men who do not have
appropriation funding year. For CY 2012, the Selective access to the Internet, who do not have a driver’s
Service national overall estimated registration license, or who do not yet have a social security
compliance rate increased one percentage point number to register with Selective Service by

from CY 2011 for men ages 18 through 25 who were picking up a registration form from any U.S. Post
required to be registered. For the 18 YOB group, the Office. This program affords young men in locales
compliance rate was 70 percent, up three percentage throughout the nation the opportunity to fulfill
points from CY 2011; the 19 YOB group was 89 their Selective Service registration requirement and
percent, up two percentage points; and the 20 through an option to register through the Post Office. The
25 YOB group (the draft eligible group) was 96 percent, registration form and the change of information
the same as for the last two calendar years. form meet Office of Management and Budget’s and

Social Security Administration’s privacy/identity
Primary factors contributing to registration compliance theft requirements.
were: (1) the enactment and implementation of driver’s
license legislation (DLL) encouraging registration with
Selective Service to obtain a driver’s license, driver’s





Steps to Registration Compliance

To assist in obtaining registration compliance, names
of registration-age men are obtained from the U.S.
Department of Education and the Departments of
Motor Vehicles (DMV). State DMV data are obtained
from almost every state and territory of the United
States that does not have automatic DLL supporting the
Selective Service registration requirement.

Other sources of data used in the compliance program
are the U.S. Postal Service; high schools; Workforce
Investment Act sites; National Farmworker Jobs
Program; Federal Bureau of Prisons; State Correctional
Institutions; the Departments of Defense, State, and
Transportation; the Office of Personnel Management;
and the U.S. Citizenship and Immigration Services.

Young men may register online through the Internet,
or complete and return a Selective Service registration
form, or if the form was sent directly by Selective
Service, the man may register by telephone.

To improve registration awareness and compliance rates,

the agency continued direct mailings targeted to those
young men who have not yet registered and turned 19
years old in FY 2013. The first mailing is a reminder

of men’s civic obligation to register with the Selective
Service System. The second mailing is sent when there
is no response to the first mailing. It highlights the legal
consequences and informs the man that his name will

be added to a list turned in to the Department of Justice.

Data Management Center

The Data Management Center processes Selective
Service registrations and maintains the computer
database operations that support the agency’s mission.
Since it was established in September 1981, the DMC
has processed over 72 million registrations, made
approximately 33 million file changes to these records,
printed and mailed over 200 million letters and cards,
and answered over 27 million telephone calls, all

in addition to other requirements associated with
peacetime registration programs.

The Data Management Center added another 2.5
million records to the database of men registered with
the Selective Service System. This database would

be used in the event of a national emergency calling
for induction of men into the Armed Forces. It is
maintained on a daily basis; records are updated to
ensure accuracy. Also, a file is kept of men suspected
to be in violation of the Military Selective Service Act.
These men have been sent a series of letters reminding
them of their civic obligation to register to ensure a
fair and equitable draft if ever needed. Such work was
accomplished by a seasoned workforce of 53 employees.

The Data Management Center is home to the agency’s
national call center located in Illinois, which the public
may contact to verify a registration to determine
eligibility for any of the benefits and programs linked
to the Selective Service registration requirement. At
this center, information is updated, registrations are
completed by telephone, general questions are answered,
and inquiries are addressed regarding a specific
correspondence. Over a million calls are received each
year at this center with about 20 percent of the actions
requiring assistance of an agent due to complexity and
research. Approximately 80 percent of the call volume
is handled by an interactive voice response system,
where telephone registrations and routine registration
verification inquiries are processed.

Selective Service continues to receive a substantial
number of requests from men for status information
letters. These letters are sent to men who failed to
register with Selective Service and are now past their
26th birthday. These men may be denied federal/

state student financial aid, government employment
opportunities, job training, and security clearances
because they failed to register. The Data Management
Center prepared and mailed nearly 62,000 status
information letters to non-registrants. This achievement





provides a valuable service to the public and serves
as a critical tool for state and federal agencies in the
administration of their entitlement programs.

Eighty-nine percent of the DMC’s FY 2013 registration
workload was processed through automation. However,
its small data entry staft is still required to input nearly
438,000 transactions each year, including manual
registrations, registrant file updates, compliance
additions and updates, post office returns, and
miscellaneous forms. The quality of this manual work is
impeccable, with a 99.96 percent accuracy rate, due to

a two-step process of key entering and key verifying of
the source data to ensure accuracy and deliverability of
the correspondence. The personal, hands-on customer
service provided by the agency’s staff at DMC remains a
vital part of Selective Service’s mission despite the shift
towards more electronic transactions.

During FY 2013, DMC had maintained the registration
processing systems for DLL, as well as systems for
processing registrations for Alaska Permanent Fund
applicants.

Increasing Registration Compliance
The Driver’s License Initiative

Because the objective of the Selective Service
registration program is to have a fair and equitable
return to conscription when the need arises, it is
necessary to develop initiatives to increase registration
compliance in those states with a low participation
rate. The most important initiative has been the driver’s
license initiative, with the agency working closely

with states and territories pursuing DLL in support of
the registration program. Selective Service provided
such assistance as reviewing draft legislation, having

a working agreement with the American Association
of Motor Vehicle Administrators, and providing
information management-related technical expertise.

By the end of FY 2013, 40 states, 4 territories, and the
District of Columbia have enacted driver’s license laws
supporting Selective Service registration. Ten states
have no DLL underway supporting the registration
requirement.

DLL enacted and implemented: Alabama, Arizona,
Arkansas, Colorado, Connecticut, Delaware,
Florida, Georgia, Hawaii, Idaho, Illinois, Indiana,
Iowa, Kansas, Kentucky, Louisiana, Michigan,

Minnesota, Mississippi, Missouri, Montana,
Nevada, New Hampshire, New Mexico, New
York, North Carolina, Ohio, Oklahoma, Rhode
Island, South Carolina, South Dakota, Tennessee,
Texas, Utah, Virginia, Washington, West Virginia,
Wisconsin, Guam, the Commonwealth of the
Northern Mariana Islands, the Virgin Islands, and
the District of Columbia;

DLL enacted but not yet implemented: Maine,
Maryland, and Puerto Rico.

No DLL: Alaska, California, Massachusetts,
Nebraska, New Jersey, North Dakota, Oregon,
Pennsylvania, Vermont, and Wyoming.

Note: Alaska Permanent Fund was created by the state
of Alaska to pay Alaska residents back through profits
made from oil revenues. Before Alaska male residents
can qualify for benefits from the Alaska Permanent
Fund, they must be registered with the Selective Service
System. Therefore, Alaska doesn’t warrant a need for DLL
since the majority of Alaska male residents are already
registered to qualify for the benefits of this Fund.

As a result, nearly 1,057,000 men were registered in
FY 2013 through DLL. Although the states which have
enacted this type of legislation comprise 76 percent of
the nation’s registrant population potential for the 18
YOB group and 77 percent for draft-eligible (20 through
25 year olds) YOB group, it is not enough. Selective
Service’s goal is to achieve 100 percent DLL coverage
in all states and territories. For FY 2013, the primary
means to improve the overall registration compliance
rate continued to be assisting states in their efforts to
enact DLL linked to Selective Service registration.

Electronic Registration

Working with funding constraints, cost-effective
programs continued to be employed and expanded

to help young men register more quickly and easily.
Over the past years, a larger portion of the registration
process has become automated because of DLL, Internet
registration, tape-matching programs, and a telephone
option. Eighty-nine percent of registrations were
received electronically during FY 2013 (which includes
registration by DLL, Internet, Department of Education,
telephonic, DoD, Department of Labor, U.S. Citizenship
and Immigration Services, and Alaska Permanent
Funds).





Registrants are encouraged to register electronically
because it is a more cost-effective and accurate
method of registering rather than Selective Service
staff manually processing men’s handwritten paper/
card registration forms. With the cooperation of U.S.
Citizenship and Immigration Services, immigrant
men, ages 18 through 25, who are accepted for
permanent U.S. residence also become registered
automatically with Selective Service. Furthermore, men
of registration age who complete an application for an
immigrant visa with the U.S. Department of State are
automatically registered. In FY 2013, over 46,000 men
were automatically registered through this interagency
agreement.

Of all registrations for FY 2013 received through
electronic processes, the three major areas of electronic
registration reflect 41 percent from driver’s license
registrations, 24 percent from the Department of
Education, and 19 percent from the Internet (www.sss.
gov). Of those young men registering electronically:

1,057,000 - registered via driver’s license legislation
621,000 - registered through DoEd Pell Grant
applicant matching
483,000 - registered via the Internet
46,000 - registered through CIS immigrant
matching
27,000 - registered through the DoD enlistment
process
23,000 - registered via telephone
8,000 - registered through WIA job applicant
matching

Early Submission of Registration
Information

In an effort to reach young men who are considering
dropping out of school, as well as to buttress on-time
registration compliance, the agency also encourages
early submission of registration information. This
program allows 17-year-old men to submit registration
information “early” through the Internet (www.sss.
gov), driver’s license applications, and other sources.
The man’s information is held until 30 days before his
18th birthday, at which time his registration record is
processed.

Registrar Programs

As of September 30, 2013, about 87 percent or 18,221
of the nation’s 20,949 high schools were participating
in the Selective Service high school registrar program.
These high schools had an uncompensated volunteer
acting as a Selective Service high school registrar — the
person — who is authorized to administer and receive
registration forms from young men. The high school
registrar program is an effective awareness program
which informs male students face-to-face about the
requirement to register with Selective Service. At

the same time, the program implements Selective
Service’s outreach efforts at the local community level.
Thus, registrars working with the high school staff

are key influencers in creating registration awareness.
Should high school male students drop out, these
registrars are usually the last person seen who could
emphasize Selective Service System registration.
Because registration is a prerequisite for federal job
opportunities and student financial aid, this program
continues to reduce the delay and loss of benefits
many young men could experience if their registration
obligation is not fulfilled at the time they turn 18 years
old. The program also provides a convenient location
for young men to register. Increased use of online
registration reduced the workload on these high school
registrars.

Selective Service board members and staff continued to
participate in the “Adopt-a-High School” Program to
encourage schools to appoint high school registrars and
emphasize online registration.

The agency continued to obtain registration assistance
from five other registrar programs through their





uncompensated Selective Service registrar volunteers
representing the National Farmworker Jobs Program,
the Workforce Investment Act Program, Federal
Bureau of Prisons, State Correctional Institutions, and
the Department of State (for overseas registration).

The result was expanded coverage to reach men to
inform them of their registration obligation and
an increase in compliance by registration-age men
participating in these programs.

Additionally, increased use of online registrant
verification resulted in improved customer service
by providing high school and these other Selective
Service registrars, as well as registrants, student
financial aid, employment, and security officers with
the ability to check and verify a man’s registration.

Registration is the Goal

The Selective Service goal is registration, not
prosecution. However, if a man fails to register, or
fails to provide evidence that he is exempt from the
registration requirement after receiving Selective
Service reminder and/or compliance mailings,

his name is referred to the Department of Justice
(Do]J) for possible investigation and prosecution for
his failure to register, as required by the Military
Selective Service Act. During FY 2013, 35,669

(a decrease of 65,686 from FY 2012) names and
addresses of suspected violators were provided to
the Do]J.
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Public Awareness and Outreach

While performing the spokesperson function for the
agency, the Public and Intergovernmental Affairs
Directorate handles Selective Service’s communication
with the general public, schools, professional
associations, government entities, Congress, and

the news media. This directorate advises Selective
Service’s leadership on the public relations aspects of
all policies; monitors legislation in the U.S. Congress
of interest to the agency; assists individuals searching
for Selective Service registration numbers and
classification records; responds to all press inquiries;
services emails, faxes, phone calls, and letters from

the public and its elected representatives; negotiates
agency positions with state and federal governmental
bodies; and pursues an outreach network with social
services and organizations that work with registration-
age men.
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Legislative Affairs

Six bills affecting Selective Service were introduced
during the 113th Congress (2013-2014) prior to the
end of this reporting period - September 30, 2013.

» H.R. 314, Inspector General Improvement Act
of 2013, introduced January 18, 2013, by Rep.
Jo Ann Emerson (R-MO) would allow the DoD
Inspector General to supervise, direct, and
control audits, investigations, and reviews of
Selective Service programs and operations. This
bill has been referred to the House Committee
on Oversight and Government Reform;
however, no action has taken place.





» H.R. 747 was introduced by Rep. Charles Rangel
(D-NY) on February 15, 2013, to amend the
Military Selective Service Act to require the
registration of women in light of the Department
of Defense elimination of the rule excluding
women from direct ground combat assignments
in the Armed Forces. The bill was referred on
March 6, 2013, to the House Armed Services
Subcommittee on Military Personnel, which took
no action.

> H.R. 748, Universal National Service Act, was
introduced in the House on February 15, 2013, by
Rep. Charles Rangel (D-NY). It requires every U.S.
citizen and every other person residing in the U.S.
between ages 18 through 25 - including females —
to perform a two-year period of national service,
unless exempt, either through military service
or through civilian service in a federal, state, or
local government program or with a community-
based agency or entity engaged in meeting human,
educational, environmental, or public safety needs.
It was referred to the Subcommittee on Military
Personnel with no action taken.

> Rep. Mike Coffman (R-CO) introduced H.R. 978,
National Emergency Selective Service Act, on
March 6, 2013. This bill eliminates the Selective
Service System organization except during a

national emergency declared by the President,
including all its programs, such as registration,
training, and all board activities. It requires the
Secretary of Defense to assume responsibility

for the security of the Selective Service System
databases. The bill was referred on March 14, 2013,
to the House Armed Services Subcommittee on
Military Personnel, which has taken no action.

» Although both H.R. 2786 and S. 1371, Financial
Services and General Government Appropriations
Act, 2014, that would fund the Selective Service
System for FY 2014, were passed by both the
committees of jurisdiction in the U.S. House of
Representatives and the Senate during July 2013,
neither was taken up by both full bodies. Thus, the
fiscal year ended without normal appropriations
for the government, so a Continuing Resolution
(H.J.Res. 59: appropriations through December
15, 2013) was employed.

The Agency in the Public Eye
Public Affairs

The Selective Service System has a venerable history
of public service spanning two centuries of war, the
Cold War, limited contingencies, and peace. However,
because there has not been a military draft since 1973,
many individuals believe, innocently but incorrectly,






that this agency has been disestablished, its important
work terminated, and that men are no longer required
to register. Others believe Selective Service programs
would operate in the future as they did during the
Vietnam era. These public misconceptions still

exist today. On top of this, immigrants entering this
country often miss or lack a full understanding of the
registration requirement. In any future draft, there
would be significant changes — changes fostering
fairness.

During FY 2013, the major topics outside the

Selective Service System’s purview, but which had a
direct impact on the agency’s current operations, are
immigration, protracted conflicts abroad, the protection
of personal information and prevention of cyber
attacks, investigations into the federal government’s
contractors and their review of security clearances and
job applicants’ eligibility for public employment, and a
continued emphasis on government accountability and
the President’s Open Government Initiative.

The agency continues to assure the public that there is
no present need for a draft and one is not anticipated
for current conflicts. Consequently, Selective Service
reduced its preparations and readiness to conduct a
draft in accordance with guidance from our elected
leaders and constrained resources.

Throughout the past year, Selective Service responded to
an unprogrammed influx of inquiries, correspondence,
and phone calls from both U.S. citizens and non-citizens
living in the United States and abroad, expressing
concern about eligibility to benefits and programs
contingent upon the Selective Service registration
requirement. Additionally, Selective Service continued
to spread its message to immigrant men and community
servicing organizations that all men ages 18 through

25 living in the United States must register, whether
they are documented or undocumented. Furthermore,
greater emphasis was placed on registering men

who have yet to obtain a social security number.
Selective Service continued to stress to these men and
community groups that immigrant men ages 18 through
25 must be registered if they reside in the United States
for more than 30 days and are not on a visa, particularly
if they want to become U.S. citizens. Specifically, during
this reporting period, the Public and Intergovernmental
Affairs Directorate received and answered over 4,500
pieces of correspondence, including congressional
inquiries, Freedom of Information Act requests, and
general public inquiries, which were received by
telephone, faxes, mail, and emails.

Record Requests for Men Born Before 1960

The National Archives and Records Administration has
ownership, control, and custody of Selective Service
records for men born before 1960. This means anyone
who requested a copy of the registration card and/or
classification record of a man born before 1960 was
directed to the National Archives.

News and Social Media Coordination

Six news stories, and corresponding Spanish
translations, were distributed to 10,000 daily and weekly
newspapers and more than 700 Spanish newspapers.
Five new registration awareness banners were created
for social networking. Items were also posted on
Selective Service’s website, Facebook, and YouTube sites.

National Outreach and Public Awareness
Initiatives

Another year of budget
constraints limited,

but did not eliminate,
Selective Service efforts to
increase public awareness.
National Headquarters
staff, joined by state and
regional staff and RFOs,
turned to such time-tested
vehicles as convention
exhibits, public service
announcements, high
school publicity kits, and
focus group studies and
outreach meetings.

Exhibits

Selective Service manned an exhibit booth at 14 of the
nation’s leading community-based and educational
organizations’ annual meetings in FY 2013. The exhibits
program has been ongoing for several years. This
endeavor affords Selective Service the opportunity

to reach grassroots leaders who help carry back the
registration message to their local communities.
Selective Service manned exhibit booths at the
following conferences nationwide, on the next page:
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- AHORA Student Days (three events)

- American Association of Community Colleges
(AACCQ)

- American Association of School Administrators
(AASA)

- American GI Forum (AGIF)

- American Immigration Lawyers Association (AILA)

- American Legion (AL)

- American School Counselor Association (ASCA)

- League of United Latin American Citizens (LULAC)

- National Association of Secondary School Principals
(NASSP)

- National Congress of American Indians (NCAI)

- National Council of La Raza (NCLR)

- National School Boards Association (NSBA)

- Teachers of English to Speakers of Other Languages
(TESOL)

- U.S. Hispanic Leadership Institute (USHLI)

Radio and Television Public Service
Announcements

Radio: During FY 2013, Selective Service distributed
six radio “news” announcements sent to 6,000 news
directors. Additionally, Selective Service distributed

a new radio package, “Just the Facts: For Young Men
Turning 18,” compete with announcer-read public
service announcements and 14 English, plus five
Spanish public service announcements. Two sets of
mailings were delivered to radio public service directors,
totaling 12,000 packages.

Television:
Three TV
“news”
announcements
were produced
and distributed
to 1,000 news
directors. In
addition, a
60-second
board member
video was
produced for
distribution in
2013.

Twenty-five TV interstitial announcements (:60 sec)
were distributed by mail to more than 1,000 stations.
Additionally, 25 new TV interstitial announcements

(:30 sec) were produced in 2013. These new spots will be
distributed in 2014.

High School Publicity Kit

An updated set of high school publicity materials were
produced in FY 2013, and will be distributed as a kit
nationwide in 2014 to more than 30,000 high school
registrars and principals for schools without a registrar.

The kit has an array of communication items -

posters, high school newspaper ads, public address
announcements, and other collateral publicity materials
that remind both young men

and their influencers about

the importance of registration
compliance. Educators are being
encouraged to remind young men
about their civic responsibilities
to register and the importance of
complying with the federal law.

A reply card included in these
high school kits provides the
school registrar with a means to
request for additional materials.

Board Member Video

Production of a 26-minute,
10-minute, and 1-minute board
member video kit was completed
at the end of FY 2012. The video





kits were distributed to the three region headquarters in
FY 2013.

The board member videos were produced to support
recruiting efforts for new members, speaker’s bureau
opportunities, and T'V/radio station spots for recruiting
new board members. Each year, numerous local board
members end their service to the agency due to the 20-
year service ceiling and leave vacancies to fill across the
United States and its territories.

Outreach Meetings

Public Affairs made 105 outreach visits with educators,
media, immigrant services, churches, and social service
organizations in Portland, OR, Las Vegas, NV, Chicago,
IL, and Boston, MA, to help increase registration
awareness in the lower compliance rates areas.

Local outreach meetings are targeted for media and
influencers of minority, immigrant, and out-of-
mainstream youth. Because most Selective Service
non-registrants are typically found in immigrant and
underserved communities, outreach meetings are
held with grassroots organizations that potentially
reach those young men. Registration compliance
was stressed since it keeps their youths eligible for
educational benefits, job training, federal and many
state and municipal jobs, and U.S. citizenship. Resource
awareness materials were left with each organization.
Nationally, specific outreach meetings/coordination
were held with the following organizations:

Portland, OR:

Board of Education - Portland Public Schools

Boys and Girls Clubs, Gresham

Catholic Charities

Cleveland High School

East Portland Community Center

Emmanuel Community Services

Hispanic Metropolitan Chamber

Immigrant Law Group PC

Immigrant & Refugee Community Organization

KUNP - Univision

Lincoln High School

Lutheran Community Services Northwest

Neighborhood House

Oregon Association of Minority Entrepreneurs

Oregon City High School

Oregon Post Adoption Resource Center

Portland’s Leadership and Entrepreneurship Public Charter
High School

Southwest Community Center

United Way of Columbia-Willamette

Urban League of Portland
Youth Guidance Association
Youth Progress

YMCA of Columbia-Willamette

Las Vegas, NV:

Arbor View High School

Boys & Girls Clubs of Las Vegas

Cambridge Recreation Center

Catholic Charities of Southern Nevada

Centennial Hills Community Center - YMCA Southern
Nevada

Cultural Diversity Foundation

Ethiopian Community Development Council - African
Community Center of Las Vegas

Foothill High School

Goodin Law P.A.

HELP of Southern Nevada - Shannon West Homeless
Youth Center

Hollywood Community Services Center

Junior Achievement of Southern Nevada

Las Vegas 51s

Las Vegas Asian Chamber of Commerce

Law Office of David E. Walters

Paradise Community Center & Water Center — Clark
County Nevada

Reza Athari & Associates

Richard Steele Foundation & Boxing Club

Rite of Passage

Southern Nevada Regional Housing Authority

Winchester Cultural Center

Chicago, IL:

100 Black Men of Chicago

Affinity Community Services

After School Matters

Alternatives, Inc.

Black Star Project

Boys Hope Girls Hope

Build, Inc.

Center on Halsted

Chicago Public Schools

Coalition of African, Arab, Asian, European and Latino
Immigrants of Illinois

Community Organizing and Family Issues

Corliss High School

De La Salle Institute

Elliott Donnelley Youth Center - Bronzeville/Grand
Boulevard

Evergreen Park High School

Family Focus - Programs and Services

Gary Comer Youth Center

G.S. Hubbard High School

Heartland Alliance Division of Youth & Residential
Services

John Marshall Metropolitan High School

King College Prep High School (Chicago Public School)
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Lake View High School

Lane Technical College Prep High School
McCormick Tribune YMCA of Metro Chicago
Orr Academy High School

Theodore Roosevelt High School

U.S. Hispanic Leadership Institute

Boston, MA:
Agencia Alpha Immigrant Center
Artists for Humanity
Asian American Civic
Association
Boston After School &
Beyond: Teen Initiative

Brazilian Immigrant Center

Bridge Over Troubled Waters

b, TR Centro Latino

: f“‘ | ]. ﬁ-"_; j‘m Charleston Club - Boys and Girls Club of Boston

&4 Dorchester House Multi-Service Center

Dudley Street Neighborhood Initiative

East Boston Area Planning Action Council

East Boston Ecumenical Community Council

EDCO Youth Alternative

FitzGerald & Company, LLC

Goodwill Mass

John Foley Law Offices

La Comunidad, Inc.

Law Offices of Joshua L. Goldstein, P.C.

Massachusetts Department of Youth Services

Massachusetts Immigrant and Refugee Advocacy
Coalition

Mattapan Family Service Center

Nazzaro Center

Parker Hill/Fenway Neighborhood Service
Center

Refugee and Immigrant Assistance Center

Somali Development Center

Strategies for Youth

University High School

Urban League of Eastern Massachusetts

Vartanian & Vartanian [Immigration] Law Firm

IS —

Wang YMCA of Chinatown
Yawkey Club of Roxbury - Boys and Girls Club of Boston
YMCA Achievers

Youth Enrichment Services
The Youthline — Mayor’s Youth Council & Boston Youth
Fund






Other National Outreach Activities

Latino magazine produced three separate issues of full-page Selective
Service ads and op-editorials. In addition, workshops were held in
several cities, three of which Selective Service participated in with both
a speaker and an exhibit.

NewsTaco targeted readers who care about important Hispanic issues.
They wrote eight news articles about different aspects of Selective
Service.

U.S. Rugby promoted awareness of Selective Service registration in their
national championships. Locally, Potomac Rugby Foundation promoted
awareness of the registration requirements in their regional tournaments.

Minor League Baseball teams in the low registration compliance markets
of Camden, NJ / Philadelphia, PA, Las Vegas, NV, San Bernardino,

CA, and Tacoma, WA, distributed thousands of Selective Service
registration brochures, played Selective Service TV spots on the
electronic scoreboards and radio announcements, and had prominent
advertisements in the program guide given to thousands of attendees.
KCAA 1050 AM, San Bernardino’s team station, hosted two different
15-minute game interviews about the importance of Selective Service
registration.

Social Media

In 2013 Selective
Service redesigned

its Facebook and
Twitter social media
sites. Since then, new
content had been
added weekly that
promotes registration
awareness. In addition,
there was a five-month
Facebook message
campaign. Advertising
messages were sent

to 18-year-old men in low compliance markets. The recipients were
encouraged to click on a link to register. Five new banner ads were
produced for random internet placements.

Since more than 6,300 men turn 18 years old every day, the primary
emphasis markets were both U.S. male citizens and immigrant men, ages
16 through 25. (Community service organizations and educators have
determined that 16 is the age just before young men begin to drop out of
school.)

Making Life
Simpler
Registering Made Easy

(NAPS)—For an increasing
number of American men, technol-
ogy is putting something they all
have to do at their fingertips.

It's now possible to register
with the Selective Service System
online with a smartphene or com-
puter. Young men are required by
law to register with the Selective

Service System within 30 days of

turning 18. They can submit their
names as early as age 17 years
and 3 months. By doing so they
will be registered automatically
on their 18th birthday. It's easy to

Registering for Selective Service
and the education and employ-
ment benefits it brings is much
easier for young men now than in
the past.

do in only a minute or so by log-
ging on to www.sss.gov and click-
ing on the registration icon.

If you prefer, you can visit any
1.3, Postal Service branch to get a
Selective Service “mail-back” regis-
tration form. In addition, most
high aschools have a Selective
Service Registrar.

Men must register to remain
eligible for Pell Grants, College
Work-Study and Guaranteed Stu-
dent/PLUS Loans, federal job
training via the Workforce Invest-
ment Act, and federal jobs.

For more information or to reg-
ister, visit www.sss.gov or call
(888} 655-1825.
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Outreach Initiatives at the Local Level

The Selective Service System’s three field
regions, covering all states, U.S. territories,
and the District of Columbia, participated in
local outreach efforts to increase registration
awareness and registration compliance.

The team included Selective Service staff and
RFOs providing registration information to
young men and/or their influencers at:

REGION 1

Efforts at the local outreach level were
focused primarily at the high schools through
registration awareness and registrar programs.
The region maintained an 81 percent
participation rate in high school registrar
program. Over 35 schools visited were included in the
agency’s “Adopt-a-High School” program, encouraging
online registrations where possible. Other outreach
activities included: region staff and RFOs manning a
booth at the United States Hispanic Leadership Institute
(USHLI) Exhibit in Chicago, IL; RFOs staffing a booth
at the National Association of Secondary School

\

Principals (NASSP) in National Harbor, MD; and
region staft covering a booth at “Jobapalooza,” a local
job, resource, and training fair for 15 through 21 year
olds held at the College of Lake County, Grayslake, IL.
In addition, a hundred registration forms were mailed
to Lutheran Social Services, which was experiencing an
influx of new refugees in New Hampshire.

REGION I1

Region staff and field RFOs reported successful efforts
accomplished at their exhibit booth at the Latino
Student Day in El Paso and Dallas, TX; Teachers of
English to Speakers of Other Languages (TESOL),
Dallas, TX; National Council of La Raza, New Orleans,
LA; Atlanta Federal Executive Board Open House,
Atlanta, GA; Florida New Americans Citizenship Day,
Miami, FL; and the American Legion meeting, Houston,
TX.

REGION III

Region staff and RFOs manned an exhibit at the
National Congress of American Indians (NCAI)
meeting, held in Sacramento, CA; gave a Selective
Service presentation to the Clear Creek (Colorado)
County Veterans Committee; staffed a Selective Service
booth at the UCLA/Arizona Rose Bowl football game in
honor of Veterans’ Day; attended a military appreciation
day event in Guthrie, OK, on the Job Corp campus;
reviewed and approved The College for Latinos-
highlighted article posted on their website/Facebook
page on Selective Service’s state director for New





Mexico, retired Col.
Mucio Yslas; conducted
a registration awareness
program with the

state prison program

in Region III to verify
registrar contacts

and to send supplies

to approximately 10
correctional facilities

to increase registration
awareness for men out
of the mainstream;
represented the agency
at the 73rd Annual
National School

Boards Association
(NSBA) conference

in San Diego, CA;
staffed a booth at the
American Association
of Community Colleges
(AACC) conference

in San Francisco,

CA; manned the Selective Service exhibit booth at the
League of United Latin American Citizens (LULAC)
Conference, Las Vegas, NV; represented the agency at
the American Immigration Lawyers Association (AILA)
Conference in San Francisco, CA; conducted a one-
hour radio spot with the KOAN Radio Station in Eagle
River, AK; gave a presentation on Selective Service’s
mission to the Rotary Club of downtown Honolulu,

HI; gave a briefing to 248 participants of the American
Legion Boys State Program in Pueblo, CO; attended
the American GI Forum National Convention, Denver,
CO; conducted a radio interview with KCAA in San
Bernardino, CA; and participated in the EarthFest
event, held at West Los Angeles College in Los Angeles,
CA. Region IIT made 228 post office visits and recorded
121 high school visits or contacts confirmed.
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Information Technology

Fiscal Year 2013 saw a number of improvements

made to Selective Service’s information technology

(IT) infrastructure. The Registration Compliance and
Verification (RCV) system was enhanced; this two-
year-old system replaced a legacy mainframe system
that had been used since the 1980s. Also, the RCV
system satisfied the security requirements of the Federal
Information System Management Act (FISMA) of 2002.
Selective Service now has a modern, fully functional
computer platform to manage the registration
requirement for the foreseeable future.

The agency continued its efforts to secure its computer
systems. The recent FY 2013 FISMA audit determined
the agency was in substantial compliance with

FISMA requirements. In addition, Selective Service
implemented continuous security monitoring and
worked closely with the Department of Homeland
Security to enhance data security. The agency maintains
one of the largest government databases containing
personally identifiable information, and it has a
dedicated staff committed to protecting that data.

On October 29, 2013, one of Selective Service’s
contractors, Advanced Information Services (AIS),
received the 2013 U.S. Government Information
Security Leadership Award (GISLA) in the Federal
Contractor category. The GISLA program promotes
secure application development and ethical,
professional software development standards. A
committee of senior information security experts
evaluated the project and determined it met established
standards for secure software systems.

Throughout the year, the IT Division worked

to improve online registration and verification.
Online registration provides the convenient means

of complying with the registration requirement;
universities and government agencies extensively use
the online registrant verification service to check if a
man has complied with the registration requirement
prior to granting benefits such as federal/state student
financial aid, job training under the Workforce
Investment Act, federal/state employment, and security
clearances.






Human Resources and Logistics

The agency relies on a diverse workforce of full- and
part-time civil servants, civilian volunteers, and
part-time military reserve component personnel.
The agency’s authorization for full-time equivalents
(FTEs) remained at 130 for FY 2013.

The agency’s manpower includes its part-time state
directors, who were nominated by their governors and
appointed by the Director of the Selective Service
System on behalf of the President. State directors
are compensated for an average of up to 12 duty
days throughout the year, although most of

them devote considerably more time to Selective
Service activities. They provide leadership at the
state level, particularly through their oversight of
and coordination with the RFOs.

The agency was authorized up to 175 RFOs (150
funded and 25 unfunded) from all branches

of the Armed Forces. They were assigned
throughout the nation and its territories. In

FY 2013, these part-time military personnel
performed critical peacetime and preparedness
tasks and functioned as the field contacts for state
and local agencies, as well as the public.

The largest component of the Selective Service
System workforce is the approximately 11,000
uncompensated men and women who serve as
volunteer local, district, and national appeal board
members. If activated, these citizen volunteers
would decide the classification status of men seeking
exemptions or deferments based on conscientious
objection, hardship to dependents, or their status as
ministers or ministerial students.

The agency must also be ready to recruit and process
a massive influx of employees in case of a general
mobilization. When activated, the agency will “plus
up” initially by using the services of temporary
contract workers and retired Army noncommissioned
officers, as well as using the direct-hire and regular
hiring authorities of the Office of Personnel
Management.

In FY 2013, Selective Service began an extensive
review process of its personnel, logistics, and systems
capabilities to maintain a high state of readiness for
peacetime and conflict.

Human Resources Office and Logistics Office staff
members are motivated by their goals of improving
employee morale and the workplace environment,
enhancing employee training, and increasing efficiency
and asset management through the use of Oracle,
Federal Personnel and Payroll System, Quicktime,
e-QIP, and GoLearn.

Additionally, the agency continued its successful
telework program that includes both routine and ad
hoc telework arrangements. The agency leadership
strengthened program oversight to guarantee high
productivity during telework days.

During FY 2013, the agency was able to provide
funding for training opportunities to address a broad
array of skill sets throughout the entire agency. The
GoLearn online training site was also available to help
the agency upgrade its employees’ knowledge and
skills required for various jobs without the additional
expense and time of formal classroom training.
Selective Service provided additional resources for

IT training to close skill gaps and continued to use its
Intranet website for posting links to specific topics on
retirement planning and leadership development.

To support the President’s efforts to hire more veterans,
Selective Service began working with the Department
of Veterans Affairs on the VA for Vets initiative. This
initiative helps veterans seeking federal employment
find positions and helps agencies use special hiring
authorities to hire veterans.
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Selective Service continued to work toward a more
efficient contracting and logistics operation. The
federal government is entering a period of renewed
focus on how to spend taxpayers’ money more
effectively and efficiently. The agency has reinforced
its focus on driving operational efficiencies across
many programs while preserving and enhancing its

effectiveness of supporting America’s small businesses.

Selective Service also took steps towards full
implementation of Homeland Security Presidential
Directive 12 physical security requirements,
strengthened its oversight of federal transit subsidies,
and restructured its inventory control at its central
storage facility.

Field Activities

The agency’s ability to perform its primary mission,
to provide personnel in a future national emergency
requiring conscription, is linked to its hundreds of
part-time employees and thousands of volunteers
throughout the country and U.S. territories. That

link is maintained by the agency’s three region
headquarters located in North Chicago, IL, Smyrna,
GA, and Denver, CO. The regions are responsible

for maintaining Selective Service’s readiness at the
grassroots level. They also manage the activities of the
agency’s 56 state directors, conduct training for the
RFOs and civilian board members, and ensure the
local and district appeal boards are populated. The
regions directly support
the agency’s goal of
increasing registration
compliance through local
registration awareness
programs.

REGION I
HEADQUARTERS,
located in North Chicago,
1L, has a staff of nine
civilian employees and
is supported by 18 state
directors and 51 part-
time Reservists. Region
I, including parts of

the Midwest and the
upper portion of the
East Coast, consists

of 16 states, New York
City as a separate entity,
and the nation’s capital:
Connecticut, Delaware,
Illinois, Indiana, Maine, Maryland, Massachusetts,
Michigan, New Hampshire, New Jersey, New York,
New York City, Ohio, Pennsylvania, Rhode Island,
Vermont, Wisconsin, and the District of Columbia.
It encompasses a diverse population that is well-
represented by more than 3,250 Selective Service local
and district appeal board members, with additional
board member appointments pending. Region I is
authorized 3,620 board members, and, in this fiscal
year, 261 new members were appointed to represent
their communities. And, 104 board members retired
after they reached the statutory limit of 20 years of
service on their respective boards.





REGION II HEADQUARTERS
is located in Smyrna, GA, just
outside of Atlanta, with a staff
of nine civilian employees and
the support of 15 state directors
and 58 part-time Reservists.
This region covers southeastern
and south central portions of
the United States, consisting

of 13 states and two territories:
Alabama, Arkansas, Florida,
Georgia, Kentucky, Louisiana,
Mississippi, North Carolina,
South Carolina, Tennessee,
Texas, Virginia, and West
Virginia, as well as Puerto Rico
and the U.S. Virgin Islands.

Of the 3,585 board members
authorized, there are 3,255
local and district appeal board
members currently serving,

with additional board member appointments pending.
During the fiscal year, Region II appointed 275 new
board members; 58 board members retired after they
reached the statutory limit of 20 years of service on

their respective boards.

REGION III HEADQUARTERS is located in Denver,
CO, and serves as the base of operations for its eight
current civilian employees, 23 state directors, and 53
part-time Reservists in the field. Region III includes
the rest of the Midwest (not covered by Region I)

It's the Law
Men musl
register with
Selective
Service
lage 18

and consists of 21 states and two territories: Alaska,
Arizona, California, Colorado, Hawaii, Idaho, Iowa,
Kansas, Minnesota, Missouri, Montana, Nebraska,
Nevada, New Mexico, North Dakota, Oklahoma,
Oregon, South Dakota, Utah, Washington, and
Wyoming, as well as Guam and the Northern Mariana
Islands. This management echelon is authorized 3,470
board members with approximately 2,740 board
members currently serving the agency.
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Operations

The Selective Service System exists to serve the
emergency personnel needs of the military by
conscripting untrained manpower, or personnel with
professional health care skills, if directed by Congress
and the President in a national crisis. Its statutory
mission also includes being ready to administer an
alternative service program in lieu of military service
for men classified as conscientious objectors by
Selective Service local boards. The delivery timeline
to the Department of Defense is M+193 (one hundred
and ninety three days after Selective Service has
received authorization to activate conscription and
mobilize). Selective Service’s registration, training,
and planning processes are vital components in
tulfilling its two-part mission.

The registration portion was covered earlier in this
report as a primary function of the agency’s current
day-to-day business activities. This half of the report
covers activities for mobilization, which requires
planning and training of the agency’s internal
mobilization program, including the alternative
service program.

Planning, Reclassify, and
Training

Reclassifying registrants during a return to
conscription and settling claims by men seeking
postponements, exemptions, or deferments from
military service is basic to any activation.

Responsibilities also include managing the agency’s
board member program during both pre- and post-
mobilization operations. The board member program
consists of approximately 11,000 uncompensated
civilian volunteers who serve as local, district, and
national appeal board members, trained by the agency
on their duties and responsibilities adjudicating
claims filed by registrants seeking postponements,
exemptions, and deferments in accordance with
national policies and procedures. Readiness training
and operational planning and policy for the agency are
in place and up-to-date.

Strategic Planning

To further ensure that Selective Service will continue
to meet its mission and obligations into the foreseeable
future, the agency conducted a thorough strategic

plan review involving key leadership and all functions
of the Selective Service System. Given the realities of
the budget environment, Selective Service’s strategic
planning session focused on maximizing essential
functions with current or limited resources while
meeting the overall intent of the mission. The resulting
plan reflected these efforts and was approved by

the Office of Management and Budget before being
published on Selective Service’s website.

Agency Self-Assessment

During FY 2013, Selective Service conducted an
extensive and comprehensive self-assessment of its
internal and external operations and procedures. This
project involved more than 25 staff members who

used administrative, operational, and programmatic
checklists to evaluate the overall efficiency and
effectiveness of the agency’s operations and compliance
with federal regulations and the agency’s policies and
procedures.





The self-assessment extended beyond national
headquarters to include the three region
headquarters and the Data Management Center.
To ensure the integrity of the assessment results,
agency personnel were tasked to assess programs
outside of their normal areas of responsibility. )
This provided for both more objective assessment Become a LocC al Board Member
results and cross-agency awareness by agency
personnel of vital agency programs. The agency
was shown to be in substantial compliance with
regulatory and policy requirements based on

the results provided by the evaluation teams.
Corrective action plans were created for areas that
showed a deficiency. The self-assessment proved
to be a viable tool to measure the effectiveness of
the agency’s business procedures and policies and
provided the guidelines and metrics for improving
overall daily operations of the agency.

Selective Service System
e

- More than 10,000 Serve
. Presidential Appointment

$SS.gov
The Board Member Program

The largest component of the agency’s workforce
consists of approximately 11,000 men and women
who serve as local, district, and national appeal
board members. The men and women serving

on these boards are citizen volunteers and are
uncompensated for their time and efforts. They
are nominated by state governors or equivalent
officials, appointed by the Director of the Selective
Service System on behalf of the U.S. President, and
trained by the Selective Service System on their
duties and responsibilities.

During FY 2013, the Operations Directorate
continued to provide support to field units in

their efforts to enhance and strengthen the board
member program. While field staff worked
diligently to recruit and fill board member
vacancies, support to the field included a review
and update of documents critical to maintaining
an effective board member program. Headquarters
orders and directives providing policy and
guidance for the agency’s board member program
continued to be periodically reviewed and updated
to capture best business improvement practices of
the current times.
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Continuity of Operations

Another major responsibility for the Operations
Directorate is maintaining and managing the agency’s
continuity of operations plan (COOP) and programs.
To this end, the agency successfully participated in the
FY 2013 Department of Homeland Security/Federal
Emergency Management Agency’s (DHS/FEMAS) Eagle
Horizon National Level Exercise. Selective Service was
one of several agencies participating in this continuity
of operations exercise and successfully tested the
agency’s capability to notify its emergency personnel
of a continuity event. The test included exercising
emergency communications capabilities to perform
essential functions, ensure information technology
security, implement devolution of operations, and
exercising reconstitution of operations procedures.
Selective Service also successfully participated in eight
DHS/FEMA communications exercises in FY 2013.
Portions of the agency’s alert roster were tested and
agency personnel were deployed to alternate sites to
exercise the continuance of agency essential functions
during some of these communications exercises.

The Operations Directorate continued to provide
annual COOP training to all agency personnel. For FY
2013, the focus of this internally developed training was
continuity of operations under pandemic conditions.
This training provided agency personnel with

knowledge of the scope of continuity of operations and
the benefits of continuity planning both on the job and
at home, ensuring that personnel are better prepared to
operate during a continuity situation under pandemic
conditions.

Readiness Training

The agency’s readiness training element covers the
preparedness of nearly 11,000 local, district, and
national appeal board members nationwide, as well

as agency RFOs and state directors. In this fiscal year,
training efforts continued to be directed towards
upgrading Selective Service’s readiness training
functions in an electronic training environment.
Selective Service acquired software to better and more
efficiently develop online training presentations. In
addition, the agency upgraded its training website

to allow online training presentations to be accessed

by more board members using various automated
platforms and Internet browsers. Selective Service
continued to add to its library of computer and web-
based training courses, chief of which was continuation
training for board members. Selective Service
continuation training web portals link participants

to online training modules that allow personnel 24/7
access to training materials. This provided for a training
program that is adaptable, efficient, and cost-effective to
deliver.
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New local and district appeal board members continued
to be given group-study initial board member training
(IBMT), which introduces them to their duties as a
board member. In addition, computer-based and online
versions of the IBMT are being used in the regions.

This electronic training medium encompasses all the
relevant points of the classroom version and includes
video footage of a scripted board hearing so participants
can view proper board procedures and become better
acquainted with the claims and adjudication process.
This training provided a cost-saving alternative to face-
to-face training, as well as provided board members
with more options for participating in training.

During FY 2013, continuation training continued to be
available in group-study, self-study, and online formats
for local and district appeal board members. This fiscal
year’s training focused on the conscientious objector
classification. This training gave board members a better
understanding of the criteria registrants must meet to
qualify for the conscientious objector classification, as
well as the procedures board members must undergo
when hearing and deliberating on the conscientious
objector claim.

Selective Service also continued its on-going efforts to
update hardcopy training materials for personnel who
do not have access to electronic training.

25





26

Alternative Service

Of the Selective Service System’s two-part mission,
mandated by the Military Selective Service Act (MSSA),
the second part is less known. It is the agency’s mission
to be prepared to manage a program to classify young
men as conscientious objectors (COs) and place them
in suitable non-military employment in the civil
community. It requires that Selective Service provide a
24-month term of fully supervised alternative civilian
service in lieu of military service to men classified as
1-A-O COs.

Peacetime preparation to fulfill this mission involves
planning to populate the alternative service employer
network (ASEN) with eligible
employers capable of employing
alternative service workers
(ASWs) in the six categories of
employment approved in the
MSSA. Potential employers

are identified and provisional
employment agreements are

sought to increase the number of employer partners
that may be called upon in any return to conscription.

Reaching out to potential employers and maintaining
the relationship Selective Service has with those who
have already agreed to become employers is a significant
part of the peacetime efforts of the alternative service
program (ASP). In addition to outreach to employers,
there is also a solid and growing outreach effort to
natural program constituents such as the “historic”
peace churches and secular CO advocacy groups.

In 2013, the ASP staff hosted the Center on
Conscience and War and a variety of church groups,
including the Old Order Amish Steering Committee,
the Old German Baptist Brethren. New agency staff
travelled with the ASP manager to the Conservative
Anabaptist Service Program (CASP) board meeting
in Berlin, OH, where they were introduced to these
important partners and helped the manager preview
plans for the future direction of the program.
Whether Selective Service staff travels to them,

or as more often happens, they travel to Selective
Service, these meetings with program constituents
present an opportunity to ask and answer questions
about policies affecting draft
registration, the registrant
claims and appeals process,
and the conduct of the ASP in
a mobilization.

With today’s technology, the
agency has the viable option
of setting up a teleconference
or webinar, which cuts

the costs accrued due to
travelling for a meeting. A
teleconference and Internet
webinar update session took place in June allowing
the program constituents at home and ASP staff in
their offices to exchange discussions of any changes
at Selective Service. The fall update and special
focus session was delayed due to preparation for the
government shutdown. A special focus session is
conducted when a “question of concern” to program
constituents is examined in depth. The update

and special focus session were rescheduled for
November 2013. The associate director for public and
intergovernmental affairs continued to be an active
partner in these sessions by discussing any draft-
related and other legislative issues, and by providing
guidance to new staff on effectively meeting the
information needs of agency constituents.

Selective Service continued to do the delicate work
of closing negotiations on outstanding provisional
employer agreements with several interested parties.
In addition, the revision of training guidance

for agency field personnel and the resolution of
outstanding policy issues were advanced, but not
drawn to a close, in this fiscal year.





The Agency and the Future

Continuing resolutions, sequestration, U.S. Government untrained manpower and trained personnel to DoD
shutdowns, and annual federal budget deficits: all when directed. Further, Selective Service is capable
demand reassessment of our programs and priorities of managing an alternative service program for
if Selective Service is to reduce operational readiness conscientious objectors. To perform these mandated
while protecting its statutory missions. The Selective responsibilities, certain collateral activities are
Service System endures because of its perennial national necessary and must be in place today. Ongoing
security responsibilities: peacetime registration of men as they reach age
18, the identification of and contact with suspected
« To deliver untrained manpower and trained non-registrants to ensure compliance with the law,
health care personnel to DoD when directed the maintenance of an active database of registrants,
by the President and Congress, and and the implementation of modest public awareness
endeavors to highlight the legal registration
« To manage an alternative service program in the requirement all remain necessary.
civilian community for those men classified as
conscientious objectors by its boards. For a very modest investment, Selective Service
provides America with a cost-effective, proven backup
America can be assured that this small, compact manpower mechanism for the volunteer U.S. Armed
organization stands ready to satisfy its reduced Forces. It is proud to continue providing national
readiness obligations. It is prepared for delivering security and serving the nation in the 21st century.






State Directors

As of September 30, 2013
Alabama ................ S S ———— vacant
ALASKA ... I Charles A. Smith
Arizona .... Victor R. Schwanbeck
ATKANSAS coooeoiieciieecennne. . R — Richard L. Gassaway
CalIfOINIA ..o —— Julie Lynn
COlOrado oot ——— Gary L. Bress
ConNectiCut ....c.oceeeerreecererreeererreenrenrenes .... Nathan G. Agostinelli
DEIAWALE «..o.ooveeiee e e SNSRI SR Richard C. Cecil
DiStrict Of COIUMDIA ..vuvueureirereceerieereieineieiseieise e nseesesasessesseasessessessessessessessens Margaret G. Labat
Florida Douglas R. Maddox, Jr.
GEOLGIA ...cvovecierenincnicnineiinensisncnsesensnsnsessasissnsionss oesen S USSP Larry D. Stewart
Guam .......... Gregory D. Perez
Hawaii .... Andrew L. Pepper
LAQNO! ..evveerenricnrinreiserensrsssansessssersessssersessssersessssarsessasersessssensesons NS Michael D. Moser
TLIIIODS  «.1vevvressronmrerseossrensassssessessnsesseionsessessssensessssensassssissnsossessessasessrss AU Richard E. Northern
INAIANA <..eovreiriovirenriserenseessensmssnesssssssssnssasssssssasesssssasesssssnsessassasessassansss S vacant
JOWA . S UM Myron R. Linn
Kansas ........ Kenneth G. Fuson
Kentucky Dennis K. Wilcutt
LOUISIANA c..uveeeieeieeeteeeeeee ettt et ertees e e esteeeeeebe e s b e esbeeesasesssessseeesasesssenssaenseessssenssenssessssensssensen Everett J. Bonner
1 T PSPPI S PPOP I SOOI OP PO PO SRR ..o Averill L. Black
Maryland .... Gorham L. Black III
IMASSACHIUSELLS ....cecvuvrceincreeeietreeetet ettt seae et seae et seae et sese st sese et sese et st se bt sese st sesessesseaes Stephen Valente
VG g R T i S — James A. Klynstra
A 0N oL Y o] - N John D. Fitzgerald, Jr.
IMSSISSIPPI (1eveveresercscssersursrueseniiosasasasesescsssssesssassessasosasasssesssssssossosasassestosasasinesescssssossssssnssessotasassassencssssersss NN vacant
Missouri ........ Diane T. Cummins-Lefler
VO T A e N Scott T. Brodie
N e bz s = Y AR e —— Robert J. Foley
N ] S ———— vacant
NEW HAMPSRITE ..ottt et Robert E. Dastin
NEW Jersey ....coevverreuveeereeeeerreeennenenens Frederick W. Klepp
INEW IMEXICO ..vvevereneereeeereeeteseeseseneesesteseseesessesesessesessesesesessnsesensesessesesesesensesensesessesesensesensesensesssens Mucio Yslas, Jr.
N WA O S tate Rosetta Y. Burke
WY O Ry I e Paul A. Raimondi
North Carolina Jim T. Davis III
NOIth DAKOTA ..o Scott D. Rising
Northern Mariana ISIands .........cccveeeerceineinieieieecree ettt sne Vince Merfalen
(O U0 oo e N . o M SO WO SRR RN oo R 0 g BOebe dees o Raymond Orrand
OKIANOIMA ettt e bbbttt Owen M. Barnhill
Oregon Herbert J. Sims
PENNSYIVAIIA ...voeeiatieieireiciceei ettt bbbttt John C. Williams
PUETTO RICO ettt sese s st bttt Walter Perales-Reyes
RROAE ISIANA. ...ttt Joseph N. Waller
o101 s W OF: Y o) s NS Joe P. Johnson 111
South Dakota Byron I. Callies
TEINESSEE ...evvrvreecirctreeetetreaetet ettt seae et sea et sese et seae et sttt seae et sese et s bt sese et sese st eeaes Chris L. Gingles
X S TR — Claude E. Hempel
] N e o e — Neil R. Hansen
A 111 O e S —— William P. Cody
Virgin Islands Warrington O. Tyson, Sr.
A1 1) 1 S S — Manuel R. Flores
WASHINGION <ecvrviieincieecieireeciet ettt sese et sese et eae ettt sese st ses st seae st sesessesseaenes John G. Asay
WESE VIIGINia c.c.cuceiiiiiiiiiii b Jack E. Yeager
WISCOIISIIL .vivievtiereteeeeteece ettt eteaeerese et eseesesessesessesesessessasesensesesensesensesensesenesseseasesensesensesenenen John C. Cumicek

WYOIMUNG .o bbb A. Brian Harmsen





Registrants by State

As of September 30, 2013
20 - 25 Year Olds 18 - 25 Year Olds
Draft Eligible Men Entire Registrant Group
(Born 1988 - 1993) (Born 1988 - 1995)
AVEIBETTIRL opmomommommomomnemmemmomeseemsemomneosaomes e EoNEs0aeaOaaROSEiaEa00 200,011 ovieieriiiieeeeeeeae 238,413
AV S Lo QNP N D R e e B5167)| RS 43,006
Arizona PBTNS corpomommmomcac i 370,817
Arkansas 127,185 ot 156,830
(CAIHFSFRIE comomommumommmocommemommamommiiemeaammssomasaemeaaRaeooaoRaeRaaRaas 1,515,165 .oooveevverereeeeererenrne 1,844,177
Colorado 212,387 e 253,804
CONNECTICUL .oieveiuiierieieeiectecteeteerecteereeresteesseeseessesseessesseessesseessesseesenes IAQBPBP. ............c.eeeeeenreeiannnes 170,836
1) €] AV NN N AN 5 52,154
Florida
Georgia
Hawaii
Idaho
Ilinois
IEREETRAL comommomompmommsosaseommompmemasomsseomammmomameioco i 260,161 .ooovvereeririreeeeeeennn 313,183
TIowa ..cocvevereneee 131,301 v 162,292
Kansas ............... 131,351 o, 164,215
Kentucky ........... 173,403 oo 211,470
Louisiana. ........... 204,614 ..o, 256,984
IMEITNE coomoonoosomommasoosmmommoonmomconboom e TS 52,054 e 63,112
Maryland .......... 2261313 R — 266,090
Massachusetts ... 246,303 ..o 296,665
Michigan ........... 2 L 512,244
Minnesota ......... 230,301 oo 281,057
MISSISSIPPI ..vcveniririiiicnciiiiii et 118,479 oo, 143,237
Missouri 245228 e 298,801
Montana 47,521
Nebraska 91,729
INCUACTROIINI, | . ...........oeccoeniesesonsesessosiososessosesssesensosensoses 111,556
New Hampshire ... 75,814
NEW JEISEY ..ottt 352,541 oo 430,577
NEW MEXICO .eviveeeriirrineictiereetectiereesresseeresseessesseessesseessesseessesseessessesssenses 93,505 i 112,170
969,218
601,210
..................................... 33,045
637,871
213,768
172,819
Pennsylvania ..... 575,633
Rhode ISIand ........coeivveieeecieeeeceeeeeeeeeeeeeeeeveeenensensseenenennerenees 7,280 v 58,302
South Carolina 247,227
SOUth DAKOLa ...vovveieiiiiiiciceecicececetceeeeeesvesvesveseessessenessessessenens 30,704 v 44,550
Tennessee .......... 319,740
Texas ...ccceveervennee 1,246,509
Utah ... 171,652
VEIMONL ..oveevvierieieeieeieereecieseeveeseecresseessesseessesseessesseessesseessessesssenseessenses 205,000 iiiiiiviiiienieeeneeeecieeeens 29,633
Virginia ............. 434,530
WaShinGton .....cc.coveiiiiiiiiiciece e 297,000
VY ESTVITi 1101 PR S tte .. oot .o, .00 B TG 812 79 gttt s S 82,253
Wisconsin
Wyoming
Washington, DC ... eseeessesessessesessesseseens
Northern Mariana Islands
VIrgin ISIAnds .......c.cccceeeeeeenieniniineinineeeeesesene e neessessessssssesnane

PUETITO RICO ettt et e e





Selective Service System
National Headquarters
Arlington, VA 22209







INFORMATION PAPER
DAPE-MPC
31 Oct 2014

SUBJECT: WISR Response to DACOWITS RFI #A2
1. Purpose: To Respond to the Implementation Plan Question from DACOWITS

2. Question: “The Committee requests a written response IRT the current glide path to
opening closed occupations to women.”

3. Response: At present, there are 14 remaining closed occupations: Engineer (12B
enlisted), Field Artillery (13B/D/F enlisted), Infantry (11A/B/C/Z)/Armor (19A/B/C/D/K/Z)
and the associated skill identifiers. The next decision point for the Army is 12B, Enlisted
Combat Engineer. The subsequent decision points identified for the FA/IN/AR
occupations will occur once TRADOC has completed its validation of gender neutral
physical demands ICW US Army Research Institute of Environmental Medicine and
FORSCOM and the gender integration study. TRADOC will provide recommendations
to Army leaders in Spring and Summer 2015. Based on the outcome, the SecArmy will
then make a recommendation to the SecDef, as required.

COL Linda Sheimo
DAPE-MPC

703-571-7226
linda.sheimo@us.army.mil





DECEMBER 2014- USMC Responses to DACOWITS Quarterly Meeting RFls

A2 (part l). The Committee continues to be interested in the overall progress of the Women in the
Service Review (WISR) Implementation Plan. The Committee requests a written response from the
Army, Navy, and Marine Corps on the current path to opening the following occupations to
servicewomen and/or integrating servicewomen into the following occupations: Rangers, enlisted
women in submarines, and infantry.

Nov 2014: 0311 Infantry Training Battalion (ITB) data collection complete; remaining Entry Level
Training (ELT) research studies underway; gender integration education curriculum established

Nov 2014: Ground Combat Element Integrated Task Force (GCEITF) female volunteer ELT complete;
Center for Naval Analyses (CNA) survey 1 from Line of Effort (LOE) 1 and LOE 3; Naval Health Research
Center (NHRC) initial stress and survey results; Training and Education Command (TECOM) Task
Criticality Assessments (TCAs) complete

Feb 2015: GCEITF pre-deployment training complete; interim University of Pittsburg (U Pitt) results

Mar 2015: GCEITF deploys to 29 Palms, Marine Corps Operational Test and Evaluation Activity
(MCOTEA) GCEITF data collection begins; TECOM, NHRC, and U Pitt use MCOTEA data collection to
develop validated, quantifiable standards

Apr 2015: GCEITF interim 29 Palms results, CNA survey 2, LOE 1 and Focus Groups, Survey 2 for LOE 3;
NHRC 2nd stress results

May 2015: GCEITF 29 Palms deployment results; GCEITF deploys to Camp Pendleton and Mountain
Warfare Training Center (MWTC) Bridgeport

Jun 2015: GCEITF redeploys to Camp Lejeune from Camp Pendleton and MWTC; CNA survey 3 LOE 3
and Focus Groups complete

Jul 2015: Final ELT and GCEITF results complete; CNA reports for LOE1 and 3 complete

Aug 2015: Validated gender-neutral standards, gender-neutral/operationally-relevant Military
Occupational Specialty (MOS) specific physical assessments, policy, and policy recommendations (and
recommendations for ETP - if any) submitted to CMC

Sep 2015: CMC submits all notifications for MOS/unit opening and ETP recommendations (if any) to
the Secretary of Defense through the chain of command

A2 (part ll). The Committee asks that the Marine Corps also provide an update on the standards for any
infantry officer course (I0C) student that have to be met in order to pass the hike/march portion of the
course?

A student must not drop from more than (1) tactical movement as a student in the Infantry Officer
Course. Below is a detailed description of the planning and execution of a tactical movement at the
Infantry Officer Course.





Student leadership of training events is a consistent component of the entire I0C program of
instruction. Student leadership is conducted under the close supervision of 10C staff to ensure that
events are planned and conducted according to training standards, and to ensure the safe execution
of training. Typically, in these events, the students are given a mission, for example, "No earlier than
1800 and no later than 2100 seize TH 792 713 in order to facilitate the conduct of follow on
operations." The designated student platoon commander then writes an order under the guidance and
supervision of an instructor, and then provides that order to the platoon. When the unit leader
conducts mission planning, determines the route and sees that based on time/distance that the unit
has to move 9 miles in 3 hours, the student leaders plan for and attempt to maintain a rate of march
of 3 MPH. This is validated by the instructor. As the Infantry Officer Course is charged with developing
unit leaders and decision makers, the student officers who are designated for leadership billets for
these tactical movements determine the rate of march and stopping points for the movement as part
of their mission planning, with close staff supervision to keep event planning aligned with training
standards. At no time are 10C instructors leading these movements. The instructors (typically no more
than 3) place themselves in the middle of the movement formation and at the end of the formation. In
the event that the student pace begins to increase and has a negative effect on the unit, an instructor
will move to the location of the unit leader and provide corrective action.

If a Marine fails to maintain the pace with the unit and drops to 100 meters behind the last instructor,
that Marine is considered a drop for that event. Students are briefed on the tactical movement
standard prior to execution of the first tactical movement at 10C and upon dropping from a
movement, every student is counseled and advised that future poor performance will result in being
dropped from the course for recycle or MOS re-designation.

A2 (part lll). Additionally, what instruction covers the standards set forth and evaluated at 10C for
eventual award of the infantry MOS?

The standards by which 10C conducts its Program of Instruction (POI) were last validated in June 2012
against the Infantry Training and Readiness Manual. The next I0C POI Course Content Review Board
(CCRB) will be conducted in December 2014.





DACOWITS RFI
ISO 4-5 December 2014 Meeting

RFI Category and Number:
Assignments Working Group RFI #2
RFI Question:

The Committee continues to be interested in the overall progress of the Women in the Service Review
(WISR) Implementation Plan. The Committee requests a written response from the Army, Navy, and
Marine Corps on the current path to opening the following occupations to servicewomen and/or
integrating servicewomen into the following occupations: Rangers, enlisted women in submarines, and
infantry. The Committee asks that the Marine Corps also provide an update on the standards for any
infantry officer course (I0C) student that have to be met in order to pass the hike/march portion of the
course? Additionally, what instruction covers the standards set forth and evaluated at 10C for eventual
award of the infantry MOS?

RFI Response:

1) Current path to opening submarine enlisted occupations

Female enlisted are currently restricted from occupations solely associated with duty on submarines.
Congressional notification to open all submarine enlisted occupations (ratings) and submarine Navy
Enlisted Classifications (NECs) is expected to be completed in Dec 2014.

POC or office responsible:

LT Heidi Boettger, OPNAV N134
Heidi.boettger@navy.mil
703-604-5076
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DACOWITS QUARTERLY MEETING

December 4-5, 2014

The Westin—Crystal City

1800 Jefferson Davis Hwy, Arlington, VA 22202

Thursday, December 4

Time Topic and Presenter: Location

Introductions and opening remarks by Designated Federal Officer and Crystal V & VI

0800-0815 ¢,mmittee Chair

0815 — 0845 Status of Requests for Information Crystal V & VI
Briefer: DACOWITS Office Staff

DoD WISR Implementation Plan Update

0845 — 0945 Briefer: Ms. Juliet Beyler, Director, Officer and Enlisted Personnel Crystal V & VI
Management
0945 -1000 AM Break Crystal IV

Health Affairs Briefing: Military Health System (MHS) Review

1000 — 1045 Briefer: Dr. Cara J. Krulewitch, Director, Women's Health, Medical Ethics and ~ Crystal V & VI
Patient Advocacy, Clinical and Policy Programs, OASD (HA)

Delayed Entry Program and Basic Military Training Attrition
Briefers:

USA: Mr. Tom Defilippo, Staff Program Integrator, Training and Doctrine
Command

USN: CDR Kertreck Brooks, Executive Officer, Recruit Training Command,

1045 — 1200 and CDR Denise Spanier, Navy Recruiting Command Liaison Crystal V & VI
USMC: LtCol Jonathan Swope, Branch Head, Enlisted Recruiting,

Operations, Marine Corps Recruiting Command

USAF: LtCol Timothy Owens, Deputy Chief of Technical Training Strategic
Planning and Policy Division

USCG: CDR Gina Freeman, Gender Policy Advisor, Office of Diversity and
Inclusion, Coast Guard Headquarters

1200 — 1230 Public Comment Period (Public Dismissed) Crystal V & VI

1|Page
Committee Meeting Attire
Civilian: Business
Military: Service Dress (Presenters)
Class “B” (Attendees)
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Friday, December 5

Time

0800 - 0815

0815 -0915

0915 - 0945

0945 - 1000

1000 -1100

1100 -1200

1200

Topic and Presenter:

Morning remarks by Designated Federal Officer

Selective Service System Program Overview
Briefer: DACOWITS Office Staff

DoD Office of the General Counsel

Briefer: Ms. Maria Fried, Associate Deputy General Counsel
(Personnel and Health Policy)

AM Break

Committee Presents 2014 Annual Report and Votes

Committee Presents 2015 Study Topics

Public Dismissed

Committee Meeting Attire

Civilian: Business
Military: Service Dress (Presenters)
Class “B” (Attendees)

Location

Crystal V & VI

Crystal V & VI

Crystal V & VI

Crystal IV

Crystal V & VI

Crystal V & VI

Crystal IV

2|Page
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2015 Study Topics





 Gender Integration

o Career Progression of Servicewomen

e Female Accessions





Quality of Life and Family Issues for Military
Servicewomen that are Impacted by Key State and
Federal Laws

Pregnancy and Postpartum Policies
Impacts of Social Media on Military Servicewomen

Facilitators and Barriers to Reporting Sexual
Harassment and Sexual Assault
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