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

Year Male Female
2229 904

FY12 (8.59%) (14.00%)
2149 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
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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
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\../ BMT Attrition by Gender
U.S.AI:FORCE (FYlO - FY14)
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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
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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
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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






		US Coast Guard briefing to DACOWITS�4-5 December 2014

		December Requests for Information:�Assignments #4

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

		FY14 Attrition Rate

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

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

		Recruit Attrition Efforts

		Recruit Attrition Efforts

		Recruit Attrition Efforts

		Recruit Attrition Efforts

		Recruit Attrition Efforts

		Questions?

		Points of Contact




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%
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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%
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.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
- &/
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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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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





PERSONNEL AND READINESS
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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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