











Appendix E
GOLDWATER-NICHOLS ACT IMPLEMENTATION REPORT

FISCAL YEAR 1995 JOINT OFFICER PROMOTION RATES (Continued) Table E-12
ARE SERVING IN HAVE SERVED IN L IN ZON REMARKS
GRaDE JNT N ToNE 7o zoue  zoNe  zoNE

CATEGORIES  ZONE %

% % Y% % % CON SEL %

Service Hgs : e R .
Other Joint - 0 - - L - - ' . . . .
Board Avg . 7 T AR B I A T 3
0-4 Joint Staff - - - o - k ’. - . - .
_Intelligence JSO - - . : ;
Service Hgs o Note 2
Other Joint 0 100 LI L
Board Avg 73 1 20 73 1
04 - Joint Staff - - - e e
Public Affairs ~ JSO . i . . o
: Service Hgs k
Other Joint 0 - - . ' ‘
Board Avg 70 0 33 70 0 i
0-4 Joint Staff - - - - - -
Limited Duty JSO - - - i S
(Line) Service Hgs ' o Note 2
Other Joint 0 0 - 4. 0 e g
Board Avg 68 1 3 68 1 3
0-4 Joint Staff - - - e . L o

Special Duty JSO - - - - - -
Qfﬁcer (Fleet Service Hgs : i
Support) Other Joint 100 0 - - 0 - ‘ 1 1 100

Board Avg 66 0 14 66 0 S
0-4 Joint Staff 100 . . - - L 1 1 100
Civil Engineer  JSO s
Corps Service Hgs - - - - - -
Other Joint - - - - - e :
Board Avg 71 0 7 71 0 7
0-4 Joint Staff - - . . - Gl
Supply Corps JSO - - - - - -
Service Has . e
Other Joint 100 0 50 - 0 - 2 2 100

Board Avg 73 0 5 .73 0.

Notes:

1: Small numbers involved — one additional selection in this category needed to meet objective.
2: Small numbers involved — comparison and analysis are inconciusive.

3: Only one officer considered in this category.

4. No officers considered in this category.
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DEFENSE ACQUISITION WORKFORCE IMPROVEMENT REPORT .

INTRODUCTION

The Department has been implementing the Defense Acquisition Workforce Improvement Act
(DAWIA) now for over five years. Many of the changes and improvements are showing benefits. As
aggressive implementation of both statutory and policy initiatives continues, overall management
and development of the professional acquisition workforce steadily improve. The synergistic bene-
fits of implementing an integrated program of acquisition reform initiatives, with efficiency and pro-
cess improvements, while executing increased training, development, and education opportunities,
enabled the Services and components to achieve continued strides in a highly dynamic and chang-
ing climate.

MANAGEMENT OF THE ACQUISITION WORKFORCE

During FY 1995, the Department of Defense continued to build on last year's very positive efforts in
managing a diverse acquisition workforce and the acquisition corps of the military departments and
components. The Department's efforts involved satisfying multiple challenges of personnel reductions,
acquisition program downsizing, and process changes, while executing increased training demands,
student loads, and other DAWIA implementation.

Acquisition Workforce

The overall reported size of the Acquisition Workforce increased slightly in FY 1995. The reported work-
force of 114,380 is 3.6 percent larger than the 110,044 reported at the end of FY 1994. This small
increase results primarily from increased efforts by the Services and DoD components to improve the
accuracy of input to the DAWIA Management Information System (MIS). Though slightly larger than a
year ago, the overall workforce size is considerably smaller than the 143,432 reported at the end of
1989, and expected to continue downward.

The number of encumbered Critical Acquisition Positions (CAPs) declined this year to 15,431 — down
3.4 percent from last year. Through the Services' improved management, the Department has accom-
plished an overall reduction of 11 percent in this area since FY 1992,

Acquisition Corps

The DAWIA required (effective October 1, 1993) that only Acquisition Corps members could encumber
CAPs. The Services' aggressive efforts to qualify all CAP incumbents for Corps membership is very evi-
dent in the increase in Corps membership since last year. In FY 1995, there were 21,626 Acquisition
Corps members (Department-wide), up from 16,436 in FY 1994,

This year the Army approved Acquisition Corps and workforce membership of the first reserve compo-
nent personnel. They accessed approximately 283 U.S. Army Reserve (USAR) officers into the Army
Acquisition Corps (AAC) and designated 90 USAR officers as members of the acquisition workforce.
The Air Force began a process to certify all contracting reservists and induct those eligible into the
Acquisition Corps. The Army and other Services continue identifying opportunities for incorporating the
reserve components into the Acquisition Corps and workforce.
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Major Program Managers (PM)

The Department made significant strides in improving major PM tenure, thus improving management
stability. During FY 1995, only 15 PMs changed, down from 25 in FY 1994. Of the reassigned PMs, 67
percent served full-term, with an average PM length of assignment of 39.1 months. These are signifi-
cant improvements from last year's results of 28 percent and 31.1 months, respectively.

Best Qualified Policy

The Department's Best Qualified Program fully embraces the DAWIA objective fostering career-devel-
opment opportunities for both military and civilian personnel. During this year, all the Services and
components developed and issued Best Qualified policies and procedures assuring that selection for
senior positions (Program Executive Officers and Acquisition Category (ACAT) | and Il PMs and Dep-
uty PMs) fully incorporates this objective. One service will hold its first Best Qualified Selection Board
in January 1996.

Trends/Improvements

While the overall workforce increased slightly, the fill of CAPs decreased. As the Department fully imple-
mented organizational changes, closings, downsizing, and resource reductions, the trends in the man-
agement of the acquisition workforce are positive.

The Army held its first centralized civilian selection boards for Project Managers (GM-15) and Product
Managers (GM-14). They selected four Project and two Product Managers. The Navy enjoyed success
in recruiting for a more diverse workforce of highly qualified personnel, experiencing gains in several
areas, especially recruitment of women and minorities.

The Air Force fully implemented its new Acquisition Professional Development Program (APDP) MIS
system to more efficiently and expediently monitor, account for, and manage its acquisition workforce.
This MIS integrates key capabilities of other systems and provides functional mangers a wide range of
enhanced management capability and support. It allows the Air Force to track implementation of vari-
ous DAWIA requirements at major command and base levels involved in managing the acquisition
workforce.

The positive trend of increased use of technology is ongoing. The Defense Acquisition University (DAU)
is working extensively on alternative course-delivery methods and distance learning, and developed
management software to assist the components. The Department and Services are effectively using
electronic media to communicate worldwide with the workforce and interested parties.

CAREER DEVELOPMENT

DoD continued refining its procedures and organizations, realigning three existing functional boards to
better represent and service the workforce's needs. The Systems Planning, Research, Development
and Engineering; Test and Evaluation; and Quality Assurance and Production Resources boards consol-
idated under one chairman. The boards implemented the results of last year's essential technical-com-
petency requirements review and increased certification standards. Additionally, one board initiated an
in-depth follow-up review of its core competencies. Collectively, these actions further strengthen the sig-
nificant capabilities of the professional acquisition workforce.

The Department laid the groundwork for a comprehensive rotation policy, to include reviewing the
assignment of all CAP incumbents beginning in FY 1996. It is also pursuing Process Action Team
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recommendations for developmental-assignment exchange programs as well as an overall depart-
mental exchange policy.

EDUCATION

The Department again increased the availability of higher education opportunities for the acquisition
workforce. The Tuition Reimbursement Program and the Defense Acquisition Scholarship program con-
tinue to be very successful. The Tuition Reimbursement Program provided 9,829 education opportuni-
ties while 14 students utilized the scholarship program. The Department's intern program included 968
students and 73 in Cooperative Education.

Continuing Education Program

The Department is actively supporting a continuing education program. The Army established a Con-
tinuing Education Program for Acquisition Corps members certified at Level Ill. The effort provides
many positive benefits for the workers to deal with ever-changing organizations, requirements, technol-
ogy, workforce, and workplace.

TRAINING

Training remains integral to achieving the Department's objectives in professionalizing the acquisition
workforce and fully implementing the benefits of acquisition reform. During FY 1995, efforts continued at
fully utilizing a wide range of opportunities to update and train the workforce on acquisition initiatives and
new implementing policies. Some of these methods included outreach programs, DAU course changes,
seminars, regional conferences, roadshows, and video broadcasts. All proved extremely successful in
communicating the status of changes to a geographically dispersed audience.

Training Courses

The DAU provided a diverse series of training opportunities to allow the Services and components to
fully satisfy their statutory requirements. During FY 1995, DAU consortium schools provided 1,145 class
offerings with 32,700 students. This compares to last year’s offerings of 1,100 for 30,300 students. Of
the 1,145 offerings in FY 1995, 665 or 58 percent were resident while the remaining were on-site. Over-
ali course utilization continues to improve, with the Air Force and Navy achieving a 110 percent and 96
percent quota fill rate respectively. The Department aggressively pursues regional and other on-site
course presentations where there is a sufficient workforce concentration to reduce costs and increase
training opportunities. During FY 1995, DAU developed and offered several new courses to assist the
workforce in achieving the certification and training requirements.

Acquisition Reform

The DAU established the Acquisition Reform Communications Center (ARCC) to widely disseminate
acquisition reform information via various communication media. The ARCC's three major initiatives are
providing satellite broadcasts, developing detailed acquisition-reform training modules, and developing
and disseminating an interactive CD training module on simplified acquisition threshold and the Federal
Acquisition Computer Network. The first three broadcast series trained approximately 100,000 govern-
ment and industry personnel on the interim procedures for Simplified Acquisitions, an Executive Sum-
mary for the Federal Acquisition Streamlining Act (FASA) of 1994, and specific FASA implementing
provisions.

The Army continued its pioneer RoadShow series to inform and train the acquisition workforce on rele-

vant legislative action, emerging acquisition policy, and ways to streamline the acquisition process. Dur-
ing FY 1995, they trained over 2,000 people, emphasizing military specifications and standards reform
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and best value source selection. They plan an early 1996 RoadShow focusing primarily on major sys-
tems acquisition that will train approximately 4,500 people. The Navy established its Acquisition Reform
office during FY 1995 and a senior level advisory group, the Navy Acquisition Reform Senior Oversight
Council. The Navy's initiatives also include opportunities to expeditiously update and inform the work-
force by going straight to them. The Air Force initiated Lightning Bolt #9, a continuing education pro-
gram to specifically ensure Acquisition Reform is an integral part of the professional development of the
acquisition workforce. They also initiated a training tour, bringing the most current training information
directly to their workforce. The first two presentations trained over 250 Air Force acquisition training
focal points who will carry the message to the workforce at each location. The Air Force will continue
expanding this opportunity with another tour in FY 1996.

Improved Opportunities

The Services continue to access reserve component officers into the workforce and respective Acquisi-
tion Corps as well as provide additional opportunities to them in achieving certification. The Department
will also continue building upon FY 1995 accomplishments such as expanding the intern program
beyond the fields of logistics and contracting, identifying contracting training requirements beyond
directed competencies, and continuing its efforts to reduce training costs.

SUMMARY

The Department, through the Services and components, continues to provide opportunities (education,
training, and experience) to achieve a highly qualified, experienced, and professional workforce pos-
tured to support and implement acquisition reform initiatives, while developing, managing, and delivering
21st century weapons and information systems.

As the Department continues implementing its reform program, in the midst of declining budgets and
downsizing, the Acquisition Workforce is becoming better trained, educated, and professionally devel-
oped. The Department is actively and aggressively pursuing the four critical elements of the DoD
reengineered acquisition system: Meeting the Warfighter's Needs, Being the World's Smartest Buyer,
Procuring the Best-Value Goods and Services, and having the most Responsive (timely and flexible)
Acquisition System.

REPORTS

Tables F-1 through F-21 display the DAWIA-directed reporting requirements as of September 30, 1995.
Reporting requirements not included are:

Section 1762(c)(9) — Personnel in critical acquisition positions who were reassigned after three years or
longer in a critical position. Three years since enactment of this requirement will not occur until October
1, 1996; therefore, the information should be available in the 1997 repont.

Section 1762(c)(11) — Personnel in critical acquisition positions who were reviewed for reassignment
after five years in a critical position. The FY 1993 Authorization Act mandated the start date for five-year
reviews under Section 1734(e)(2) as October 1, 1995. Therefore, review information will not be avail-
able until FY 1996.

Section 1762(c)(13) — Number of personnel paid a bonus under Section 317, 37 U.S. Code. During

FY 1995, the Service Secretaries did not request approval from the Secretary of Defense to exercise
this authority.
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CRITICAL ACQUISITION POSITIONS HELD - FY 1995

{SECTION 1762 (C) (3)}

ALL COMPONENTS Table F-1
GY/ Gerv/
Position GM-13 GS/ GS/ Flag Civilian Military Combined
Category orBelow 04 GM-14 O5 GM15 06 SES  Officer Total Total Total
om s 134
0 0 0 0 0 0 8
0 0 0 3 10 90 5 7 15 100 115
0 0 4 3 68 17 3 1 75 21 96
Pgm Mngt/Pgm
Mngt Oversight Total 31 173 1240 781 812 535 126 62 2209 1551 3760
Division Heads 4 35 294 201 277 269 89 29 664 534 1198
Communication/
Computer Sys Total 9 14 245 70 99 20 8 0 361 104 465
Division Heads 3 4 84 27 33 12 8 0 128 43 171
185 59
Sr. Contracting
Officials 0 0 19 18 39 41 23 5 81 64 145
Division Heads 10 22 560 105 190 140 35 9 795 276 1071

Division Heads 6 13 82 18 74 169 45 '214
' . 45 0 48
Division Heads 1 0 53
o 67 54 2 12 3& o
Division Heads 0 1 63 1 36 53 2 12 101 67 ' 168
Division Heads 1 5 152 46 80 68 1 244 122 366
6 138 92 142 8 5337 3
Division Heads 3 10 571 45 485 79 97 1156 139 1295
137 161 4 23 4. 778 209
Division Heads 1 173 73 89 36 17 280 124 404
e 5 -8 3 0 12
Division Heads 0 5 1 7 2 4 2 0 5
) $ 1663 3262 1018 402 103 12288 3132 154

® ACAT I and ACAT i only
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CRITICAL ACQUISITION POSITIONS HELD - FY 1995
{SECTION 1762 (C) (3)}

COMPONENT: ARMY Table F-2
GY Ger/
GM-13 GY GSYY Flag Civilian Military Combined

Position Category orBelow 04 GM14 O5 GMI5 06 SES Officer Total Total Total

PEOs

PMs P 0 0 0 2 0 30 1 1 1 33 34

DPMs b 0 0 0 0 26 1 0 0 26 1 27

Pgm Mngt/Pgm

Mngt Oversight Total 0 0 350 260 260 128 21 15 631 403 1034
Division Heads 0 0 70 66 128 17 7 0 205 83 288

Communication/

Computer Sys Total 0 0 60 40 13 6 0 0 73 46 119

Division Heads 0 0 9 17 2 3 0 0 1 20 31

Sr. Con'tyracting
Officials 0 0 19 18 34 25 7 1 60 44 104
Division Heads 0 0 114 28 51 35 8 0 173 63 236

Division Heads | 0
s
Diviéﬁoh Heads 0 0
iction/Quali 2 153
Division Heads 0 36
58
Division Heads 2 46
|
Division Heads 0 o 127 7 238 5 46 0 411 12 423
Division Heads 6 7 0o 109 22 131
o s
o 0 0 4 4

Division Heads 0 0 0 3 0
; 523 1210 200 M2 17 438 741 5177

Source: DMDC data vertified by Component Records
2 Acquisition Management includes Program Management, PM Oversight, and Communications/Computer Systems position categories.
b ACAT | and ACAT i only
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CRITICAL ACQUISITION POSITIONS HELD - FY 1995

{SECTION 1762 (C) (3)}

COMPONENT: NAVY Table F-3
GS/ Gen/
GM-13 or GS/ GS/ Flag Civilian Military Combined
Position Category Below o4 GM14 O5 GMI15 06 SES  Officer Total Total Total

PEOSs 0 0 0 0 0 0 3 5 3 5 8

PMs ° 0 0 0 0 5 28 3 3 8 31 39

DPMs P 0 0 0 0 27 5 3 1 30 6 36

Pgm Mngt/Pgm

Mngt Oversight Total 0 0 526 58 318 168 51 29 895 255 1150
Division Heads 0 0 63 0 75 134 42 21 180 155 335

Communication/

Computer Sys Total 0 0 46 2 1 3 0 0 57 5 62
Division Heads 0 0 12 0 2 3 0 0 14 3 17

Sr. Contracting
Officials

Division Heads 0 0 57 0 28 75 9 9 94 84 178

Division Heads 0 0 26 0 24 4 3 0 53 4 57

Division Heads 0 0 0 0 0 0 0 0 0 0 0

Division Heads

Division Heads

Division Heads 0 0 490

314 0 96 42 33 5 443 47

Division Heads

' Div:snoh 'Héads:

Source: DMDC data vertified by Component Records
2 Acquisition Management includes Program Management, PM Oversight, and Communications/Computer Systems position categories.
b ACAT | and ACAT Il only
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CRITICAL ACQUISITION POSITIONS HELD - FY 1995
{SECTION 1762 (C) (3)}

COMPONENT: MARINE CORPS

GY Gen/
GM-13 or GS/ GS/ Flag Civilian Military Combined
Position Category Below o4 GM14 O5 GM1I5 06 SES Officer Total Total Total
"PEOs - 0 0 0
PMs © 0 0 0
DPMs ° 0 0 0 0 0 0 0 0 0 0
Pgm Mngt/Pgm
Mngt Oversight Total 0 0 10 68 8 30 1 1 19 99 118
Division Heads 0 0 10 0 7 27 0 1 17 28 45
Communication/
Computer Sys Total 0 0 2 0 0 0 0 0 2 0 2
Division Heads 0 0 0 0 0 0 0 0 0 0 0
18
Sr. Contracting k
Officials 0 0] 0 0 1 0 1 0 2 0 2
Division Heads 0 0 2 0 2 1 0 0 4 1 5
0 e 1 2
Division Heads 0 0 O 0 0 0
ng otal 0 0 o 0 0 0
Division Heads 0 0 0 0 0 0
- Total 0 0 0 5 6 6
Division Heads 0 0 0 0 1 1
0 0 8. 8 10 20
Division Heads 0 0 5 0 1 7
0 3 2
Division Heads 0 0 12
; 0 o 4 5
Division Heads 0 0 0 1
o 0 2 3
Division Heads 0 0 0 0 0 0 0 0 0 0
0 0 53 92 19 38 2 74 126 200

Source: DMDC data vertified by Component Records
a Acquisition Management includes Program Management, PM Oversight, and Communications/Computer Systems position categories.
b ACAT | and ACAT il only

F-8



Appendix F
DEFENSE ACQUISITION WORKFORCE IMPROVEMENT REPORT

CRITICAL ACQUISITION POSITIONS HELD - FY 1995
{SECTION 1762 (C) (3)}

COMPONENT: AIR FORCE Table F-5
GS/ Gen/
GM-13 or GY/ GY Flag Civilian Military Combined
Position Category Below 04 GM14 O5 GM15 06 SES  Officer Total Total Total

| Acquisition

PEOs 0 ] 0 0 0 0 2 3 2 3 5

PMs b 0 0 0 0 5 29 1 3 6 32 38

DPMs P 0 0 4 3 15 1 0 0 19 14 33

Pgm Mngt/Pgm

Mngt Oversight Total 31 173 169 395 91 209 22 17 313 794 1107
Division Heads 4 35 47 135 28 91 12 7 91 268 359

Communication/

Computer Sys Total 2] 14 63 28 19 1 2 0 93 53 146

Division Heads 3 4 38 10 10 6 0 C 51 20 71

Contracting: =
Sr. Contracting
Officials 0 0 0 0 1 10 8 2 9 12 21

Division Heads 10 22 87 77 48 29 1 o 146 128 274

Division Héads

ok i .
55 o nw oo 3
©w oo oo &

 Production/Qu 5
Division Heads 0 1 5 10
u—— soww s w
Division Heads 1 5 82 44 38 2 124 o7 221
. , e ; !
Division Heads 3 10 106 38 127 3 16 0 252 80 332

. o ) Source: DMDC data vertified by Component Records
Acquisition Management inciudes Program Management, PM Oversight, and Communications/Computer Systems position categories.
b ACAT | and ACAT Il only
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CRITICAL ACQUISITION POSITIONS HELD — FY 1995
{SECTION 1762 (C) (3)}
COMPONENT: OSD, DoD, Agencies, and Other Components?

(Numbers for military members assigned 0SD/DoD Agencies and other components reflected in individual Tabie F-6
services totals.)

GS/GM
GM-13 GS/ G/ Civilian Military Combined
Position Category or Below GM-14 GM-15 SES Total Total Total
 Acquisiion Ma oy L Total ’ 280 qe1 &
PEOs 0 0 0 0 0 0 0
PMs P 0 0 0 0 0 0 0
DPMs ° 0 0 0 0 0 0 0
Pgm Mngt/Pgm Mngt Oversight Total 0 185 135 31 351 0 351
Division Heads 0 104 39 28 171 0 171
Communication/Computer Sys Total 0 74 56 6 136 0 136
Division Heads 0 25 19 0
k Sr Contractiﬁ;; '
Officials 0 0 0 0 0 0 0

Division Heads

ol

o
kDivisio‘n Heads 0 1 3 0 4 0 4
Auditing: , o - Total 0 18 . 4 15 248 0 248
kDivision Heads 0 37 ’ 1 15 53 0 53
- Production/Qualty: Totat o & 19 0 03 0 103
Division Heads 0 30 k 10 ‘ 0 0 40
Division Heads 0 4 a4 9 0
| Sys. Ping. Rsch. Dev. & Eng: Total 0 92 ‘88 2 182 0
Division Heads N 0 14 2 38 0 38
- o010 8 ; T
Divisién Heads 0 1 1 3 0 5
Education, Training, and Career Development:  Total 0 2 0 2 4 0 4
Division Heads 0 1 1 0 1
Total - O 1101 - 482 80 1663 0 1663

Source: DMDC data vertified by Component Records

2 NSA/DIA not included
b Acquisition Management includes Program Management, PM Oversight, and Communications/Computer Systems position categories.
¢ ACAT | and ACAT Il only
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ARMY ACQUISITION CORPS MEMBERS - FY 1995
{SECTION 1762 (C) (2)}

Career Field or Below

k Cbhmuniéétidhs; Corﬁputér Systéms 11
Industrial Prbperty Managerhent 0

Business, Cost Estimating, and
Financial Management 25

Systems Planning, Research,
Development, and Engineering 39

Total 150

o4 GM-14 05 GM-15 06 SES

103 1234 124 583 22 51 3 2159

543 2431 758 1084 228 89 27 5310

Table F-7

Officer Total

44 46 56 15 ‘ 0 180

11 95 7 30 0 0 0 168

Source: Component Records

NAVY ACQUISITION CORPS MEMBERS - FY 1995

{SECTION 1762 (C) (2)}

Table F-8

GS/GM-13

Career Field or Below

Communications, Computer Systems 43

Industrial Property Management 0

Business, Cost Estimating, and
Financial Management 208

Systems Planning, Research,
Development, and Engineering 1604

Total 2029

o4 GM-14 05 GM-15 O6 SES

52 1023 117 251 67 32 2 3148

427 2169 934 780 552 100 41 7923

Gs/ GY/

Officer Total

14 140 52 49 8 3 0 474

Source: Component Records

F-11



Appendix F
DEFENSE ACQUISITION WORKFORCE IMPROVEMENT REPORT

MARINE CORPS ACQUISITION CORPS MEMBERS - FY 1995
{SECTION 1762 (C) (2)} Table F-9

GS/GM- 13 GS/ GY
Career Field or Below 04 GM-14 05 GM-15 0-6 SES Officer Total
Management 8 4 9 74

Communications, Computer Systems 0 3 1

ing b 18 1 13
Industrial Property Management 0 0 0
Business, Cost Estimating, and
Financial Management 4 4
Logistics 2 5 6 5
Systems Planning, Research,
Development, and Engineering 13 2 16 4

58 80 45 100 19 42 2 2 348

Source: Component Records

AIR FORCE ACQUISITION CORPS MEMBERS - FY 1995
{SECTION 1762 (C) (2)} Table F-10

GS/GM-13 GS/
Career Field or Below 04 GM-14 05 GM-15 06 SES Officer Total
. Progmun Management 7o e 8
' C’Hdmlemi’catibns, Computer Systems 4 15 68’ 80' 19 ' 17 ' 1 ' 0 204
: 14 ST ‘
Induystrial roperty Ménagément 0 ' 0 k

1 3
Si ;Cost Estimating, and
Financial Management 7 30 94
L 1 15 - 165
Systems Planning, Research,
Development, and Engineering 10 39 713 147 346 45 37 2 1339
55 395 1603 1166 684 457 89 37 4486

Source: Component Records
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OSD, DoD AGENCIES, OTHER COMPONENTS ACQUISITION
CORPS MEMBERS ? — FY 1995
{SECTION 1762 (C) (2)}

Table F-11

(Numbers for military members assigned OSD/DoD Agencies and other components reflected in individual
services totals.)

GS/GM-13
or Below GS/GM-14

Ogra 107 -
‘ Communications, Computer Systems 25 34

Gs/
GM-15

104

Career Field

5
y Assur %
' Business, Cost Estimating, and
Financial Management 5 22
 Auditing . | 8
Acquisition Logistics k o ’ ‘ 5 14

Test and Evaluation 1

Source: Component Records

2 NSA/DIA not included.

ACQUISITION CORPS EXCEPTIONS FROM EDUCATIONAL
REQUIREMENTS IN EFFECT END OF FY 1995 {SECTION 1762 (C) (6) AND
1732 (B) (2) (A) AND (B)} Table F-12
10 Years of Experience 24 Semester Hour Exam
Component Section 1732 (cX1) Section 1732 (c)2)
1547
47

Air Force

_ OSD, DoD agencies, and other components . go4

5093

Source: Component Records
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PERSONNEL PARTICIPATING IN ACQUISITION INTERN,
COOPERATIVE EDUCATION, SCHOLARSHIP, AND TUITION

REIMBURSEMENT PROGRAMS DURING FY 1995
{SECTION 1762 (C) (12)} Table F-13

Cooperative DoD Tuition Repayment of
Intems Education Scholarships  Reimbursement  Student Loans

Component {Sec 1742} {Sec 1743} {Sec 1744} {Sec 1745 (a)} {Sec 1745 (b)}
iy L , , e B

Navy 7
» Marine Corps . . 0

Air Force - 302 5 1 1345 0

- OSD, DoD agencies, and other components el e R 0

ot geaesi adostion s e L ous . J

Source: OSD and Component Records

PERSONNEL CERTIFIED BY ACQUISITION CAREER

PROGRAM BOARDS IN LIEU OF A BACCALAUREATE DEGREE

IN FY 1995 {SECTIONS 1762 (C) (7) AND

1732 (B) (2) (A) ()} Table F-14

Component
 Amy

Navy
4 JAki;kForcé ’
08D, DoD agencies, and other
N"Total

Source! : Component Records
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MAJOR DEFENSE ACQUISITION PROGRAM MANAGER
REASSIGNMENTS DURING FY 1995 {SECTION 1762 (C) (8)

AND 1734 (B) (1) (A)} Table F-15

PROGRAM MANAGERS FOUR YEARMILESTONE

Less than Peroent
Component Fulkterm  Fulterm Total Fulterm | Fullterm  Fulkterm All

4 2 6 - 67% | 5

AirForce - 1 3 4 25% 610 190 293
’ T

Total 10 5 15 67%

Source: Verified by OUSD{A&TYAET&CD Records

MAJOR DEFENSE ACQUISITION DEPUTY PROGRAM MANAGER
REASSIGNMENTS DURING FY 1995 {SECTION 1762 (C) (8)
AND 1734 (B) (1) (A)} \ Table F-16

DEPUTY PROGRAM MANAGERS FOUR YEAR/MILESTONE

L&sthan Percent Less than
Component Fulerm  Fullderm  Total  Fuldterm | Fulerm  Fuldterm Al
ey 0 e 0  NA |

2 4 6 33% | 92
o o 0 NA | NA

1 3 4 25% ’ 60
5D, DoD agencies, and other components N/A N/A NA O NA | NA . NA  NA
| 3 7 10 30% 81 20 381

Source: Veritied by OUSD(A&TYAET&CD Records

F-15



Appendix ¥
DEFENSE ACQUISITION WORKFORCE IMPROVEMENT REPORT

ACQUISITION WORK FORCE WAIVERS/EXCEPTIONS

GRANTED DURING FY 1995 {SECTION 1762 (C) (10)} Table F-17

Incumbent

Contracting Critical Acquisition Qualification
Officer/ GS-1102 Acquisition Positions Assignment Other Waivers to Exceptions:
Qualification Corps Eligibility Period/ Qualifications/ Acquisition Work | 1736 (c) Critical
Requirements: Criteria: Service Obligations: Force Provisions | Positions 10/92 | Total By
Section 1732 (d) Section 1734 (d) PMs 10/91 Service

Section 1724 (d)

CDEF&G 781,1&1
2,52

Marine Corps

08D, DoD
agencies, and
other components *

Source: OUSD(A&TYAET&CD Records

* NSA / DIA excluded

REASON CODE: (A) ACPB screened based on demonstrated potential
(B) Promotion
(C) Reassignment in government’s interest
(D) Humanitarian reassignment/discharge
(E) Service Secretary determination (PEO/PM waivers)
(F) GO/SES Assignment
(G) ACAT [ PM Reassignment

(H) Qualifications obviate need for meeting training, education
and experience requirements

(I) Demonstrated analytical and decision making capability
(J) Job performance
(K) Qualifying experience
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Appendix F
DEFENSE ACQUISITION WORKFORCE IMPROVEMENT REPORT

() 2 PRO () () [2 A () DA L () 0Q
OMPO AR able 8
% PROMOTION RATES
Acquisition Corps 1 16.7 N/A N/A
0-8 Non-Acquisition Equivalent/Line Officers® 29 36.2 N/A N/A
TOTAL: Acquisition and Non-Acquisition
Equivalent/Line Officers 30 34.9 N/A N/A
Acquisition Corps 3 1.8 N/A N/A
Non-Acquisition Equivalent/Line Officers? 39 25 N/A N/A
0-7 TOTAL: Acquisition and Non-Acquisition
Equivalent/Line Officers 42 2.4 N/A N/A
Acquisition Corps 42 50.6 0 13.7
0-6 Non-Acquisition Equivalent/Line Officers® 359 42 2.2 35
TOTAL: Acquisition and Non-Acquisition
Equivalent/Line Officers 401 42.8 2 41
Acquisition Corps 138 719 0 25
Non-Acquisition Equivalent/Line Officers? 1014 59.5 6.3 25
0-5 TOTAL: Acquisition and Non-Acquisition
Equivalent/Line Officers 1152 60.9 5.7 25

Source: Service Selection Board Results

& Army PERSCOM Officer Personnel Management Directorate — Managed Officers.
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DEFENSE ACQUISITION WORKFORCE IMPROVEMENT REPORT

’ .‘l. () ‘ 2 A () oy, m . el
OVIPU 4 able 0

% PROMOTION RATES

Acquisition Carps 6 40.0 N/A N/A
Non-Acquisition Equivalent/Line Officers 16 48.5 N/A N/A
TOTAL: Acquisition and Non-Acquisition
0-8 Equivalent/Line Officers 22 45.8 N/A N/A
Acquisition Corps 8 25 N/A N/A
Non-Acquisition Equivalent/Line Officers 24 2.3 N/A N/A
TOTAL: Acquisition and Non-Acquisition
07 Equivalent/Line Officers 32 24 N/A N/A
Acquisition Corps 72 52.8 0.4 4.9
0-6 Non-Acquisition Equivalent/Line Officers 207 47.6 0.9 0.6
TOTAL: Acquisition and Non-Acquisition
Equivalent/Line Officers 279 48.8 0.8 1.4
Acquisition Corps 86 71.8 0.7 35.3
Non-Acquisition Equivalent/Line Officers 564 64.0 1.0 5.7
TOTAL: Acquisition and Non-Acquisition
0-5 Equivalent/Line Officers 650 64.9 1.0 7.9

Source: Service Selection Board Results
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DEFENSE ACQUISITION WORKFORCE IMPROVEMENT REPORT

OMPO JAR ORP able F-20

% PROMOTION RATES

Acquisition Corps 0 0 N/A N/A

0-8 Non-Acquisition Equivalent/Line Officers 8 72.7 N/A N/A
TOTAL: Acquisition and Non-Acquisition

Equivalent/Line Officers 8 72.7 N/A N/A

Acquisition Corps 1 58 N/A N/A

07 Non-Acquisition Equivalent/Line Officers 14 3.7 N/A N/A
TOTAL: Acquisition and Non-Acquisition

Equivalent/Line Officers 15 5.1 N/A N/A

Acquisition Corps 3 21.9 0 0

0-6 Non-Acquisition Equivalent/Line Officers 73 45.0 0 0
TOTAL: Acquisition and Non-Acquisition

Equivalent/Line Officers 76 429 0 0

Acquisition Corps 9 47.4 0 0

0-5 Non-Acquisition Equivalent/Line Officers 23 55.4 0 0
TOTAL: Acquisition and Non-Acquisition

Equivalent/Line Officers 300 57.2 0 0

Source: Service Selection Board Results
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DEFENSE ACQUISITION WORKFORCE IMPROVEMENT REPORT

»
OMPO A OR able

% PROMOTION RATES

Acquisition Corps 4 26.7 N/A N/A

0-8 Non-Acquisition Equivalent/Line Officers 19 241 N/A N/A
TOTAL: Acquisition and Non-Acquisition

Equivatent/Line Officers 23 245 N/A N/A

Acquisition Corps 4 1.5 N/A N/A

0-7 Non-Acquisition Equivalent/Line Officers 36 2.3 N/A N/A
TOTAL: Acquisition and Non-Acquisition

Equivalent/Line Officers 40 2.1 N/A N/A

Acquisition Corps N/A N/A N/A N/A

0-6* Non-Acquisition Equivalent/Line Officers N/A N/A N/A N/A
TOTAL: Acquisition and Non-Acquisition

Equivalent/Line Officers N/A N/A N/A N/A

Acquisition Corps 123 76.5 6.6 0

05 Non-Acquisition Equivalent/Line Officers 1874 62.1 29 0
TOTAL: Acquisition and Non-Acquisition

Equivalent/Line Officers 1997 62.9 34 0

Source: Service Selection Board Results
* Air Force held no promotion board for O-6s in FY95
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Appendix G
PERSONNEL READINESS FACTORS BY RACE AND GENDER

PERSONNEL READINESS FACTORS BY RACE AND GENDER

The National Defense Authorization Act for FY 1995 (Public Law 103-337, Section 533) requires that the
Department annually submit this report of readiness factors by race and gender as part of the annual De-
partment of Defense posture statement. This appendix responds to that reporting requirement.

NONDEPLOYABILITY TRENDS

The Department has continued to address the issue of nondeployability in relation to readiness. Earlier
this year, the Department reviewed permanent and temporary limitation factors with the Services. How-
ever, since DoD has not required the Services to collect or report individual nondeployability data in the
past or utilize a standard reporting system with standardized definitions, comprehensive historical data
was not available for this report. To address this issue for future reports, under the leadership of the
Assistant Secretary of Defense (Force Management Policy), the Department contracted the Logistics
Management Institute to perform a comprehensive analysis of the impact of nondeployable personnel
on readiness and equity. This study also will look at the degree to which individuals in active component
units, who are not deployable, are adversely affecting readiness. The objective of this study is to review
and enhance the capacity of Service personnel management systems to track individual deployability.
Over the past year, Logistics Management Institute has made substantial progress in working with the
services to develop an effective system to coliect data on nondeployability rates. The Department is
committed to studying nondeployables aggressively with the Services to facilitate an analysis for future
reports.

The Services assign individuals and deploy units. When a unit deploys, the individuals assigned to that
unit are expected to participate in that deployment, and the overwhelming majority do, regardless of per-
sonal circumstance. That was an important finding of the Department’s December 1993 study titled Fam-
ily Status and Initial Term of Service. When a unit is called upon to deploy, however, it is inevitable that
some of its members may not be able to accompany the unit. A temporary medical condition or a family
emergency, for example, may temporarily prevent a member from accompanying his or her unit. Each
problem is unique to the service member and to the circumstances of his/her unit, and is properly man-
aged at the unit level. Current Department policy recognizes Service-unique and unit-unique circum-
stances, and provides the Services with the flexibility to manage those situations to meet readiness goals.
Accident, illness, and family emergencies are inherently unplanned and pose the greatest challenges to
commanders of units about to deploy. Permanent medical limitations (HIV-positive, cancer, heart dis-
ease, asthma, diabetes, and other progressive ilinesses) are a small part of the medical problem. The
actual number of members with permanent limitations is small — around two-tenths of one percent of the
active force — and is far too small to exert a significant impact on readiness.

This small number is manageable through the assignment process. Since only a very small number of
service members have medical conditions that preclude them from taking certain assignments, when
such a medical condition is diagnosed, the service member is given an assignment limitation. These in-
dividuals are not assigned to deploying units; if an assigned member becomes permanently restricted,
he or she is reassigned and replaced. If that individual’'s medical condition affects duty performance, he
or she is referred to the Physical Evaluation Board to determine retainability.
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The Department will continue to aggressively review existing Service methods designed to account for
individuals in a nondeployabie status, to enhance and standardize the personnel accounting systems de-
signed to track availability for deployment, and to develop necessary policy changes to improve deploy-
ment capacity by monitoring individual availability.

TRENDS IN DISCRIMINATION AND SEXUAL HARASSMENT

DaD policy clearly prohibits discrimination and sexual harassment. Furthermare, the Department is build-
ing a diverse force, a force reflecting the rich tapestry of this nation. Diversity can serve as a source of
vitality to an organization.

The composition of the U.S. military is a positive statement about what is possible in a multiracial, muiti-
ethnic society. Most nations are multiracial, and most nations are divided along lines of race, religion, or
language. When the U.S. military is deployed, whether for warfighting or peacekeeping, it shows that di-
versity can be a strength. To achieve and manage a diverse force successfully, DoD leaders must pro-
mote fair treatment, and prohibit discrimination and sexual harassment.

The Department has made substantial progress in addressing equal opportunity issues — first with the
full integration of African Americans and more recently with enhanced and expanded opportunities for
military women. Nevertheless, the Services have experienced increases in reported incidents of dis-
crimination and sexual harassment. The discrimination complaint processing systems currently used
by the Services work well most of the time. The chain of command is effective in administering these
systems; however, evidence of mishandling indicates that systemic improvements are justified. In April
1994, the Department developed a five part plan for addressing the issue. One of the major components
of the plan established a special task force co-chaired by the Secretary of the Air Force and the Under
Secretary of Defense for Personnel and Readiness to:

= Review the Services’ discrimination complaint systems.

» Recommend whatever improvements might be necessary to ensure prompt handling and resolution
of complaints.

» Adopt Department-wide standards for discrimination complaint processing where necessary.

In May 1995, the special task force completed its work and sent to Congress its report. The report set out
48 recommendations for improvements in military discrimination and harassment prevention programs.
These recommendations were approved, and in August 1995, the Department issued DoD Directive
1350.2, Department of Defense Military Equal Opportunity Program, implementing the report’s 48 recom-
mendations. Congressionally requested information concerning discrimination and sexual harassment
cases for previous years is provided in Tables G-1 and G-2.

INDISCIPLINE TRENDS

While DoD has established reporting requirements and historical data on discrimination and sexual ha-
rassment complaints, no similar reporting requirement has been established for reporting the number of
such cases that resulted in disciplinary cases. Consequently, there currently is no mechanism to corre-
late the existing discrimination complaint data with discipfinary action to give reliable information on dis-
position of discrimination and sexual harassment cases.
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DoD has recognized the problem, and it is being addressed through the implementation of the Defense
Incident Based Reporting System (DIBRS). DIBRS is being designed to capture incidents of uniawful
discrimination through bias motivation indicators, and incidents of sexual harassment through a special
designator. DIBRS will include reporting requirements for FBI’s National Incident Based Reporting Sys-
tem (NIBRS) of crime which includes bias-motivation indicators for offenses. In addition, DIBRS will track
and correlate disciplinary action on bias-related offenses. DIBRS will come on-line in 1996-97, beginning
with the Air Force in the summer of 1996.

RETENTION TRENDS

The skillful management of the force drawdown since FY 1992 has allowed the Department to maintain
the key foundation of U.S. armed forces — quality people. During this period of personnel turbulence,
there have been minimal variations in retention rates among the Services. FY 1994 and FY 1995 Army
and Navy retention rates remained basically the same. At the end of FY 1994, the Marine Corps draw-
down was completed. Their overall retention rates increased by 2 percent in FY 1995. The Air Force
overall retention rate decreased by 3 percent in FY 1995. Their retention rates were artificially depressed
by expanded voluntary separation programs. The Department has improved the quality of U.S. forces
and its readiness while maintaining the commitment to treat people fairly. The Services will continue to
use the personnel drawdown and management strategies that have proven to be successful for the re-
ductions planned for FY 1996.

Trends in Propensity to Enlist

Since 1975, the Department of Defense annually has conducted the Youth Attitude Tracking Study
(YATS), a computer-assisted telephone interview of a nationally representative sampie of 10,000 young
men and women. This survey provides information on the propensity, attitudes, and motivations of young
people toward military service. Enlistment propensity is the percentage of youth who state they plan to
definitely or probably enlist in the next few years. Research has shown that the expressed intentions of
young men and women are strong predictors of enlistment behavior.

Enlistment Propensity Trends

Results from the 1995 YATS show propensity was slightly higher than in 1994. In 1995, 28 percent of
16-21 year-old men expressed positive propensity for at least one active-duty Service, up from 26 percent
in 1994. Propensity for the Army and Navy also increased while propensity for the Marine Corps and the
Air Force did not change.

Propensity of 16-21 year-old women for active military service in 1995 was generally unchanged from
1994. However, 7 percent of 16-21 year-old women expressed propensity for the Air Force, a statistically
significant increase from 5 percent in 1994, but the same as the level observed in 1992 and 1993.

In 1995, 23 percent of 16-21 year-old White men, 32 percent of 16-21 year-old Black men, and 44 percent
of 16-21 year-old Hispanic men expressed propensity for at least one Service. In 1994, the comparable
percentages were 22 percent for Whites, 32 percent for Blacks, and 39 percent for Hispanics.

Over the past several years, enlistment propensity has declined (see attached tables) as the Services
experienced serious cuts in recruiting resources. In 1994-95, recruitment advertising was increased, and
the 1995 YATS results indicate that the decline in propensity may have abated. Continued investment in



Appendix G
PERSONNEL READINESS FACTORS BY RACE AND GENDER

recruiting and advertising resources is required, however, to assure that the pool of young men and wom-
en interested in the military will be available to meet Service personnel requirements in the future.

Factors Influencing Propensity

YATS provides some information about what youth cite as reasons they would or would not want to join
the military. As shown in the attached tables, 16-21 year-olds cite some common reasons for propensity
to join the military and also for not wanting to join the military.

Reasons cited to join the military include educational funding, job training/experience, duty to country,
pay, travel, and to develop self-discipline. Looking at the responses for 16-21 year-old youth from 1993
to 1995, a larger percentage of males and females across all racial categories express wanting to join for
educational funding in 1995 than in 1993. Also, notably a greater proportion of Hispanic males and a
smaller proportion of Black and Hispanic females express wanting to join for job training/experience. The
influence of duty to country as a reason to join is down for all gender and racial groups with the exception
of Black females who indicate an slight increase from last year. The influence of pay as a reason to join
the military among young Black males is down from 1994, which is also true for Black and Hispanic fe-
males. Opportunity to travel appears to be more of an influence among Black and Hispanic females in
1995 than in 1993-94. Likewise, the opportunity to develop self-discipline is given by a larger percentage
of Hispanic males and females, white females, and smaller percentage of Black females since 1994.
Young women and men of all racial groups give educational funding and job training and experience as
their primary reasons 1o join the military.

Reasons cited for not wanting to join the military are that they do not like the military lifestyle, have other
career interests, too long a commitment, danger and threat to life, family obligations, and military ser-
vice is against their beliefs. In 1995, a larger percentage of Black males and all racial groups of females
since 1994 give not liking the military as a reason for not wanting to enlist. A smaller percentage of
White and a larger percentage of Hispanic females express that they have other career interests as a
reason for not wanting to join the military. Similarly, a larger percentage of Black males and a smaller
percentage of females across all racial groups state that danger and threat to life have turned them
away from considering service. Finally, a larger percentage of females than males in 1995 provide fam-
ily obligations as a reason for not wanting to serve in the military but responses are similar to 1993 and
1994. The proportion of young males who cite the military as being against their beliefs as a reason to
not join is down from 1994 but is the same as 1993; however, it is a slightly less common response for
females across-the-board.

Preliminary Finding of Focus Group Research

In addition to propensity information and reasons to join or not join, YATS also shows where youth get
their perceptions of the military. The majority of young men report conversations with their friends, par-
ents, and acquaintances of their parents’ generation as a major source of perceptions of military service.
Unfortunately, YATS provides little detail on the nature of these conversations, or of the actual percep-
tions formed. To obtain this detailed information, the Defense Manpower Data Center convened focus
groups with young men and the parents of young men to obtain information on their views of military ser-
vice for young men graduating from high school.

Twenty-four focus groups were conducted with young men in four cities: Raleigh, Dallas, Detroit, and
Baltimore. In each city, four types of groups were convened: White high school seniors; White, recent
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high school graduates; Black high school seniors; and Black, recent high school graduates. Young men
meeting the educational criteria were further screened for military experience. Classified as ineligible
were those youth currently in the DoD Delayed Entry Program or previously in the military. Also, the num-
ber of youth whose parents were veterans was limited. These criteria were implemented so groups would
be representative of the male population from which DoD recruits.

Twelve focus groups were conducted with parents in three cities: Detroit, Baltimore, and Raleigh.
These involved parents of young men who were eligible, but not selected for inclusion in the earlier
youth focus groups. In each city, four types of groups were convened: Black fathers, White fathers,
Black mothers, and White mothers. Parent groups included people whose sons met the youth screen-
ing criteria; who were not currently serving in the Reserves or on active duty; and who had not been
career military members.

Focus group sessions lasted two hours and discussion leaders used a loosely structured agenda that elic-
ited information from youth and parents on young men’s (1) current world, e.g., work, go to school; (2)
future plans and lifestyles; (3) types of work/job that appeals to them and the job attributes that would be
important, e.g., helping others, mental challenge; (4) perceptions of the military and who joins and why;
(5) where they obtain their information and perceptions of the world of work and the military; (6) who in-
fluences their decisionmaking; and (7) the nature of parent/youth discussions.

Analysis of the 24 male youth focus group discussions is currently underway. In general, an interesting
picture of today’s youth and their perceptions of the military is evolving — youth knew the Services are
hiring; every participant was familiar with recruiters and many reported, sometimes in a very negative
way, repeated contacts with recruiters. Most young men thought college was their next step in life but,
when asked how they would obtain money for college if conventional sources such as parents, schol-
arships, and loans were not available, few mentioned joining the military to obtain educational funding.
Youth knew the military had programs to fund college expenses, but they generally felt the sacrifices
were too great, e.g., four years too long a commitment, loss of control of daily life, boot camp experi-
ence too demanding. Those who expressed an interest in the military or viewed it as a possibility if
going 1o college became difficult often had family members who had served or were currently serving
in the military. Young men reported learning most about the military from other family members who
had served, and older friends or youth in their neighborhood who had enlisted; media sources also
were mentioned, e.g., ads and movies. Parents usually had the greatest influence on youth decisions,
including joining the military.

Analysis of the 12 parent focus group discussions also is underway. These parents had personal, draft-
era military experiences. Some served in Vietnam or had spouses/friends who had. They clearly under-
stood the military has significantly changed in the All-Volunteer Force era. In addition, parents of young
men were aware the Services are recruiting and that DoD is downsizing and closing facilities. They be-
lieved college or post-high school training is important. Most parents viewed their influence on sons’
choices as nurturing and supportive. Both moms and dads indicated they wanted their sons to be happy
with their educational and job/career choices. Parents generally did not believe the military was the best
choice for their sons, but indicated they would support their son’s decision to enlist if the son really wanted
to doit. Parents, however, were leery of military recruiters painting a rosy picture of military life and their
sons making decisions based on inaccurate information.
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Most focus groups had parents who discussed specific cases where youth they knew had enlisted and
had not gotten what they thought was promised to them, e.g., occupational specialty, training, geographic
assignment. Parents were quite positive about the military academies and youth joining the military as
officers. The parents knew educational benefits were available to youth who enlisted but seemed con-
fused about what the benefits actually were. No parents expressed knowledge of in-service educational
benefits available to youth who enlist. They thought the military would be good for youth who need dis-
cipline, are not mature enough, are indecisive about their future, or are unable to finance their educational
or vocational goals. They believed the military is different since Operations Desert Shield and Desert
Storm. Many parents expressed fear that if their sons enlisted, they could be harmed since the military
most likely would continue to be involved in hostile skirmishes in foreign places. Parents generally were
not supportive of this evolving role for the United States military. Most parents largely believed that rac-
ism and gender discrimination still exist in the military.

CONCLUSION

In the long-term, DoD must improve the military image and culture so enlistment remains an attractive
post-high school option for young people. The best way to sell the military is to treat people right. DoD
must fight for equitable pay and benefits, provide solid training, support the military family, improve health
care, and reduce discrimination. Collectively, these tangible and intangible actions boost morale and en-
hance the attractiveness of military service. In sum, the best recruiters are the soldiers, sailors, marines,
and airmen themselves. If DoD treats them right, they will sell their profession to the next generation of
military men and women.

Attachments:

Table G-1 to G-2 (Trends in Discrimination or Sexual Harassment)
Table G-3 to G-5 (Army Retention Trends)

Table G-6 to G-8 (Navy Retention Trends)

Table G-9 to G-11 (Marine Corps Retention Trends)

Table G-12 to G-14 (Air Force Retention Trends)

Table G-15 to G-17 (Department of Defense Retention Trends)

Table G-18 to G-20 (Trends in Enlistment Propensity)
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EQUAL OPPORTUNITY DISCRIMINATION COMPLAINT

Table G-1

1987 1988 1989 1990 1991 1992 1993 1994

Percent Substantiated

Complaints Filed 90 126 156 168 177 297 75 53

i

Percent Substantiated 39% 46% 48% 51% 44% 48% 43% 48%

Complaints Filed 523 595 799 1,806 1,834 2,103 1,882 1,228

iy

Percent Substantiated 26% 32% 35% 30% 23% 34% 31% 35%
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SEXUAL HARASSMENT COMPLAINT
(FY 1987 - 1994) Table G-2

Complaints Filed

Percent Substantiated

Complaints Filed 10 38 31 51 45 438 133 200

Percent Substantiated 50% 16% 32% 22% 29% 73% 70% 83%

Complaints Filed

Percent Substantiated

Complaints Filed

Percent Substantiated

Complaints Filed

Percent Substantiated 38% 45% 52% 41% 50% 59% 56% 54%
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Army Retention Rates

ARMY MALE

FY93 FY94 FYs5 FY93 FY94 FYs5 FY93 FY94d FY®5 FY93 FY94  FYs5 FY93 FYe4  FY95

OFFICER TOTAL 86 89 920 84 90 9 84 88 9 87 90 90 86 89 90

ENLISTED TOTAL 80 81 80 83 84 84 84 85 84 82 83 82 81 82 81

Data Source: Defense Manpower Data Center
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Army Retention Rates Table G-4

ARMY FEMALE

el

FY93 FYS4  FY95

FY93 Fy94 FY95 FY93 FY94 FYs5 FY93 FY94  FY95 FY93 FY94  FY85

0-6 76 81 78 73 80 93 100 100 83 87 90 95 78 82 81

TOTAL 85 86 88 84 88 89 86 86 88 86 87 89 85 87 88

9N 60 60 100 67 100 100 78 84 90
e
W-1 96 92 97 100 100 98 100 100 100 100 100 86 98 95 97
. %8 o
OFFiCER “ TdTAL ‘ 85 ‘ 86 88 65 88 89

ENLISTED TOTAL

Data Source: Defense Munpower Data Center
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Army Retention Rates Table G-5

ARMY TOTAL

FY93 FY94 FY95 FY93 FY94d FY95 FY93 FYS4  FYS5 FY93 FY94  FYS5 FY93 FY®4  FY9s

0-9 90 61 63 100 50 100 0 0 100 0 0 100 90 60 67

WARR OFF W-5 0 92 9 0 83 93 0 100 80 0 100 100 0 91 9

W-1 98 98 95 98 98 98 98 100 93 98 98 94 98 98 96

OFFICER TOTAL 86 89 90 84 89 91 84 88 90 87 89 90 86 89 920

ENLISTED TOTAL 79 81 80 83 84 84 84 85 84 82 83 82 81 82 81

Data Source: Defense Manpower Data Center
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Navy Retention Rates Table G-6

NAVY MALE

FYo3 FY94 FYes FY93 FY94  FYS FY9S3 FY94 FYs5 FY93 FY94  FYe5 FY93 FY9d  FY95

B s 0

72 88 100 100 100 0 0 0 100 0 0 7 70 88

o-7 92 84 87 100 100 50 50 100 100

06 & 8 9 s 8w 100 % T6 T

0-5 89 86 84 94 91 87 96 83 83
o4 @ st w2 0 @ 8 &7 @
0-3 87 86 85 89 88 ‘89 89 Bé 88
02 e et 84 88 o1 94 8 8 91
O-1 97 97 99 95 96 98 95 98 97

TOAL s s 88 91 8 o1 @ 8 w0

WARR OFF W-4 67 61 63 67 65 69 67 64 64

W3 87 79 76 % 79 80 94 94 8 92 8

w-2 % 98 9 97 9 97 9 100 92 9% 93 92 96 94 94
Wl 100 94 100 0

TOTAL 87 82 81 90

86 87 8
ENL E-9 77 76 74 80

89 87 92

85 85 92

72 77 72

M 76 60

TOTAL 83 82 83 83 83 84 82 80 82 88 87 87 a3 82 83

Data Source: Defense Manpower Data Center
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Navy Retention Rates

NAVY FEMALE

FY93 FY94 FY95 FY93 FYe4 FY9s FY93 FY94 FYes FY93 FYo4 FYss FYed FYos FYo5

07 100 50 67 0 0 0 0 0 0 0 0 0 100 50 67

0O-1 97 97 98 94 96 100 94 97 100 100 99 100 96 97 98

WARR OFF W-4 100 75 80 0 0 0 0 0 0 0 0 0 100 75 80

TOTAL 920 77 84 100 100 92 100 100 67 100 73 71 91 79 84

TOTAL 83 81 82 85 84 87 81 77 82 86 85 88 83 82 84

Data Source: Defense Manpower Data Center
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Navy Retention Rates

Table G-8

FY 93

FY94 FY95

0-9 68 72 88

WARR OFF W-4 67 61 63

TOTAL a8 82 81

ENL E-9 77 76 74

TOTAL 83 82 83

FY g3

100

98

91

92

o8t

73

83

100

NAVY TOTAL

FYsd FY95 FYS3 FYod

o

00 100 o 0
100

©o88 717 100
88 96
89 88
g9 88
3. 89
98 95
LA .90

65 69 67

79 81 %4

98 97 91 1
100 100 1

89 89 88

82 79 77

L8087 88

91 90 92
91 | 91 88
71 79 75
81 82 85

83 85 82

50

50 50 100

85

87

97

64

00

00

89

83

76

89

87
75
72
73

84

80

FY 95

100

‘741

83

9

89

98

64

87

82

77

91

.89

88

79
76
85
82

82

100

1w

FY 93

100 100

92 .85
96 92
100 © 83
93 88
% 88
85 ’ 84
8 7
88 87
91 87
94 93
8 8
79 79
80 79
89 | 86
@ e
88 86

FY94  FYG5

FY Q3

FYo4 FY95

100 92 84 86

7’

90

79

84
8t 13

88 83

o7 82

87 83 82 83
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Marine Corps Retention Rates Table G-9

USMC MALE

FY93 FY94 FY95 FY93 FY94 FYe5 FY93 FY9d FYe5 FY9e3 FY94 FY95 FY9d FY94 FYos

0-9 67 56 100 g ¢ 0 0 [ 0 0 0 0 67 56 100

O-7 94 88 9N 100 0 0 0 0 0 0 0 0 94 85 91

0-5 88 90 90 93 96 97 95 95 86 90 100 82 88 90 90

0O-1 99 98 100 98 97 97 95 100 99 99 99 98 99 98 99

WARR OFF W-5 Q 44 100 0 0 0 0 0 0 0 0 0 0 44 100

W-3 94 89 91 97 89 89 100 100 95 86 67 80 94 89 91

W-1 98 99 100 94 100 100 100 100 100 83 100 100 98 99 100

OFFICER TOTAL 9N ag 91 89 89 92 91 90 9 90 89 89 90 89 91

ENLISTED TOTAL 79 80 81 81 81 84 81 81 84 80 8t 83 79 80 82

Data Source: Defense Manpower Data Center
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Table G-10

Marine Corps Retention Rates

USMC FEMALE

FY 9§ FY9s FY93 FY94 FYOS FYS3 FYo4

FY93 FY94

WARR OFF

95 100 100 100 100

100 100 100 92 100 100 89 100 100 100

100 67 100 100 100

TOTAL 85 94 99 92 100 94 100 100 93 100 100 100

88 8 e 83 94 8 9

ENL E-9 67 67 89 83 100 78 100 100 100 0 0 0 75 82 85
66 87 83 8 78 100 00 81
E-7 93 94 92 93 92 91 91 93 94 100 100 100 93 93 92

TOTAL 7 78 80 80 82 85 81 84 85 81 79 83 78 79 82

Data Source: Defense Manpower Data Center
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Marine Corps Retention Rates Table G-11

USMC TOTAL

FY93 FY94 FYS5 FY93 Fyed FY95 FY9e3 FY94 FY9S FY93 FY94 FY9 FY93 FY9d FY95

0-9 67 56 100 0 0 0 0 0 (] 0 0 0 67 56 100

07 94 88 91 100 0 0 0 0 0 0 0 0 94 85 9

0-5 88 90 90 94 96 97 95 95 87 90 100 82 88 90 90

0O-1 99 98 99 98 97 97 95 100 99 99 97 99 99 98 99

WARR OFF W-5 0 44 100 0 0 0 0 0 0 0 0 0 0 44 100

W-3 94 20 92 98 90 20 100 100 96 86 67 a3 94 90 91

W-1 96 99 100 92 100 100 100 100 100 88 100 100 95 99 100

OFFICER TOTAL 90 89 91 89 89 91 91 91 91 90 89 89 90 89 91

ENLISTED TOTAL

Data Source: Defense Manpower Data Center
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Air Force Retention Rates Table G-12

USAF MALE

FY93 FYe4 FY95 FY9e3 FY94 FY95 FY93 FYsd FY9 FY93 FYo4 Fye5 FY93 FY9d FY9

0-7 85 86 88 100 0 100 100 100 100 100 100 100 85 86 88

O-1 99 99 99 99 99 98 100 100 99 98 99 99 99 99 99

ENL E-9 79 78 78 79 81 79 80 79 83 77 77 85 79 78 79

TOTAL 88 89 86 87 89 87 87 89 87 86 89 87 87 89 86

Data Source: Defense Manpower Data Center
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Air Force Retention Rates Table G-13

USAF FEMALE

FYs3 FY94 FYo5 FY93 FY94 FY9e5 FY93 FYe4 FYS5

OFFICER

ENLISTED

Data Source: Defense Manpower Data Center
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Air Force Retention Rates Table G-14

USAF TOTAL

Fyes FYe4 FY9s FYS3 FYe4 FY95 Fvyg3 FYe4 FY9e5 FY9e3 FYe4 FY95 FY93 FYs4 FYes

(o] 76 73 69 0 100 100 4] 0 0 0 0 0 76 74 70

o-7 84 86 87 100 100 100 100 100 100 100 100 100 85 87 88

TOTAL 87 89 86 88 89 87 87 89 87 86 89 87 87 89 86

Data Source: Defense Manpower Data Center

G-20



Appendix G
PERSONNEL READINESS FACTORS BY RACE AND GENDER

Overall DoD Retention Rates Table G-15

TOTAL MALE

FY93 FY94 FY95 FY93 FY94 Fy9s FY93 FY94 FY95 FY93 FY94 FYS5 Fyed FYsd FYos

0-9 79 67 74 100 75 100 0 0 100 100 0 100 80 66 76

0-7 88 a8 86 90 93 83 80 100 100 100 88 71 88 88 86

WARR OFF W-5 0 87 9 0 83 93 0 100 80 0 100 100 0 87 a1

W-1 98 98 96 97 98 98 98 100 94 97 98 94 98 98 96

OFFICER TOTAL 88 89 90 86 90 91 87 88 90 88 89 90 88 89 90

ENLISTED TOTAL 82 83 82 83 84 85 83 83 84 85 85 84 83 83 83

Data Source: Defense Manpower Data Center
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Overall DoD Retention Rates Table G-16

TOTAL FEMALE

FYe3 FYe4 Fyes Fvye3 Fyo4 Fy95 FY93 FYye4 FY95 FY93 FYs4 FYes Fvy93 Fve4 FYes

o7 88 75 75 50 100 100 0 0 Q Q [¢] 100 80 78 80

WARR OFF W-4 100 67 93 100 100 80 0 o] 100 0 0 0 100 73 91

W-2 89 85 91 99 96 91 89 100 78 100 90 92 92 89 91

TOTAL 87 87 92 97 96 93 88 93 88 97 92 92 89 89 92

ENL E-9 82 78 79 87 86 87 79 87 89 50 80 100 82 80 81

Data Source: Defense Manpower Data Center
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Overall DoD Retention Rales Table G-17

TOTAL DoD

FY93 FYye4 FY95 FY93 Fy9o4 FY95 FY93 FY94 FY95 FY93 FY94 FY95 FY93 FYed FYds

0-9 78 67 74 100 75 100 0 0 100 100 0 100 80 66 76

WARR OFF W-§ 0 87 91 0 83 93 0 100 80 0 100 100 0 87 91

ENLISTED TOTAL 82 83 82 84 84 85 83 83 84 85 85 84 83 83 83

Data Source: Defense Manpower Data Center
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TRENDS IN ENLISTMENT PROPENSITY
WILL “DEFINITELY” OR “PROBABLY”

BE SERVING ON ACTIVE DUTY!
. Table G-18

FEMALES

1994 7 1 14 9

o8 w2 15 10
Marine Corps
8 s 21 1
1994 9 13 18 1
O T 23 1
Air Force
 18 22 ’ L N
15 19 12
18 2 12
Active Composite®
e B a7 a2 29
1994 22 32 39 26
32 44 28

! Percent of 16-21 year-olds, by gender and race/ethnicity.
2 psians, Pacific Islanders, and Alaskan Natives are included in the total, but not counted as White, Black, or Hispanic.
3 Active Composite propensity is the percent saying they will “definitely” or “probably” be in one or more of the Services.

Source: Youth Attitude Tracking Study, administered fall of 1993, 1994, and 1995.
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TRENDS IN ENLISTMENT PROPENSITY
COMMON REASONS FOR JOINING THE MILITARY'

Table G-19

MALES FEMALES

Educational Funding

Job Training/ Experience

Duty to Country

Travel

Develop self-discipline

! Percent of 16-21 year-olds, by gender and race/ethnicity.
2 Asians, Pacific Islanders, and Alaskan Natives are included in the total, but not counted as White, Black, or Hispanic.

Source: Youth Attitude Tracking Study, administered fall of 1993, 1994, and 1995,
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TRENDS IN ENLISTMENT PROPENSITY
COMMON REASONS FOR NOT JOINING THE MILITARY!

Table G-20
MALES FEMALES

Dislike of military lifestyle

Have other career interests

i‘§i§§;:>“~

1994

Too long a commitment

1994

Danger, threat to life

1994

Family obligations

1994‘
Against beliefs
1993

1994

1995

' Percent of 16-21 year-olds, by gender and race/ethnicity.

2 psians, Pacific Islanders, and Alaskan Natives are included in the total, but not counted as White, Black, or Hispanic.

Source: Youth Attitude Tracking Study, administered fall of 1993, 1994, and 1995.
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NATIONAL SECURITY AND THE LAW OF THE SEA CONVENTION

On October 7, 1994, the President transmitted the UN Law of the Sea (LOS) Convention, with its Deep
Seabed Mining Implementing Agreement, to the Senate for advice and consent. DoD has long sup-
ported the United States becoming a party to the Convention, provided U.S. concerns with deep seabed
mining provisions could be adequately addressed. The Deep Seabed Mining Implementing Agreement
of July 1994 removed those concerns and cleared the way for U.S. acceptance of the entire Convention,
which is of major strategic and economic importance to the United States.

Clearly, the United States is and will continue to be a global power with global interests. Protecting these
interests requires U.S. security commitments around the globe and, when U.S. interests are threatened, a
willingness to use American military power. Key pillars in the effective use of this power are the mobility,
presence, and readiness of U.S. armed forces. This is where the LOS Convention is so important.

First, mobility. To be effective, U.S. armed forces must be where required, when required. They must be
capable of moving within and between areas of operations in times of developing crises. To carry out
assigned missions, U.S. naval units are continuing to experience a brisk operational tempo. For exam-
ple, on any given day, about 50 percent of U.S. Navy ships are at sea; about 30 percent are deployed in
the Adriatic, Mediterranean, Red Sea, Persian Gulf, and Western Pacific.

As naval and air forces move within and between areas of operations, they must pass through critical
choke points. Additionally, U.S. naval forces may have to pass through the territorial seas of one or
more coastal States. The Convention plays a crucial role in enabling the United States to achieve the
necessary mobility and operational flexibility by providing the assurance that key lines of communication
and operating areas will remain open as a matter of international legal right, principally through the rights
of transit passage and innocent passage.

Under transit passage, ships and aircraft may transit through international straits freely in the normal
mode, without prior notice or authorization. This means that submarines may transit submerged and air-
craft may overfly without filing flight plans or obtaining diplomatic clearance. Units also may transit in a
manner necessary for the security of the unit or the force, such as formation steaming, launch and
recovery of aircraft, and flight operations, consistent with sound navigational practices.

Also important for the Defense Department’s operational needs is the right of innocent passage,
which provides that all ships, including warships, regardless of cargo, armament or means of propul-
sion may, as a matter of right, pass through the territorial sea of a foreign sovereign, without prior
notice or authorization.

Second, presence. Under the National Security Strategy, a significant portion of U.S. forces are forward
deployed or stationed in key overseas regions in peacetime. Their presence deters aggression, demon-
strates U.S. commitment to allies and friends, underwrites regional stability, gains familiarity with over-
seas operating environments, promotes joint and combined training, and provides initial capabilities for
timely response to crises. The importance of overseas presence was demonstrated in October 1994
when Iragi Republican Guard divisions began significant movements towards the border with Kuwait.
U.S. forces deployed in the area, augmented by the timely arrival of additional air, naval, and land
forces, combined to provide a credible deterrent to the threat of Iragi aggression. The augmented forces
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included the USS George Washington battle group and embarked air wing, deployed in the Mediterra-
nean, which entered the Red Sea enroute the Persian Gulf less than two days after the request for addi-
tional forces was made by Commander in Chief, U.S. Central Command. Maritime Prepositioned Ships
(MPS) based at Diego Garcia and U.S. Army prepositioning ships located in the Western Pacific and
Indian Ocean proceeded to the Gulf as well.

In addition to its provisions on passage, the Convention strengthens U.S. ability to operate in these for-
ward areas by providing agreed rules on delimitation of maritime zones, by preserving high seas free-
doms of navigation and overflight seaward of the 12 nautical mile territorial sea, and by recognizing the
special nature of military ships and aircraft in reaffirming the doctrine of sovereign immunity.

Third, readiness. The Department’s first priority is to maintain U.S. military forces ready to fight. Forces
ready to fight means an appropriate force structure, modern equipment, maintenance and logistics sup-
port, and trained and motivated personnel. In this regard, the LOS Convention is important because it
provides a necessary condition to achieve readiness, that is, the right to conduct military activities, such
as task force maneuvering, flight operations, military surveys and exercises, and ordnance testing and
firing, in all ocean areas beyond other coastal States’ territorial seas. Of course, these activities must be
— and are — conducted with due regard for the rights of other nations, the safe conduct and operation
of other ships and aircraft, and protecting the ocean environment.

In addition to supporting mobility, presence, and readiness objectives, the Convention addresses other
important interests that impact U.S. national security. First, the Convention provides a comprehensive
approach to marine environmental protection. Importantly, it recognizes the delicate balance that exists
between protecting and preserving the marine environment and other competing interests, and provides
a balanced framework for addressing issues essential to promoting improvement in the health of the
world’s oceans. Second, the Convention recognizes sovereign rights for the purpose of conserving and
managing marine resources within the 200 nautical mile Exclusive Economic Zone (EEZs). These pro-
visions result in a most substantial benefit to the United States because the United States has one of the
largest and richest EEZs in the world. Thus, the Convention will enable the United States to explore,
exploit, conserve, and manage these important resources.

The negotiation of the Convention was a decade-long effort that meets the competing interests of
coastal States and maritime States. The United States, having both coastal and maritime interests, has
long felt that the balance struck by the Convention is a most favorable one. The Convention will serve
as a benchmark for the United States and other maritime powers to convince states to roll back exces-
sive claims, provide an unequivocal basis for U.S. assertion of freedom of navigation rights that could be
compromised by such excessive claims and, perhaps more importantly, to keep in check the natural
desire by coastal States to extend their sovereignty over offshore areas through the type of increased
regulation which would be inimical to U.S. navigation and overflight rights.

The Law of the Sea Convention is gaining more and more importance in maintaining the balance
between coastal State and maritime State interests. This presents many opportunities for the United
States, if it participates in the process to make sure its interests are protected. More and more work in
this arena will be done at international fora, such as the International Maritime Organization, where
national delegations will consider proposed international regulations implementing parts of the LOS
Convention that impact U.S. security and vital commercial interests. In the past, the United States has
been effective in representing and gaining support for policies that are in its best interest. However, the
United States risks losing its ability to speak with authority in the international arena if it fails to join the
Convention.
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FREEDOM OF NAVIGATION

Despite favorable developments in the law of the sea, including the entry into force of the UN Law of the
Sea (LOS) Convention, the adoption of the Part XI agreement which reforms the LOS Convention, and
the recent negotiation of the 1995 UN Convention on Straddling and Highly Migratory Fish Stocks, a num-
ber of states continue to assert excessive maritime claims inconsistent with international law in waters off
their coasts. Many of these claims impair the freedoms of navigation and overflight guaranteed in the
LOS Convention. Although not yet a party to the Convention, the United States views the navigational
provisions of the Convention as reflective of customary international law and, as such, available for all
nations to enjoy. The United States also believes that unchallenged excessive maritime claims may, in
time, become valid through acquiescence. Accordingly, it is necessary for maritime nations to protest
excessive coastal claims through diplomatic channels and to exercise their navigation and overflight
rights in disputed regions. The United States has accepted this responsibility by establishing and pre-
serving the Freedom of Navigation Program. Since its inception in 1979, over 100 diplomatic protests
have been filed and over 300 operational assertions have been conducted. During FY 1995, operational
assertions were conducted by the U.S. armed forces against the following countries that maintained
claims contrary to international law:

Country Excessive Claims Challenged

Cambodia® Claimed security zone; claimed territorial airspace beyond 12 nm; prior permission for warship to enter
territorial sea

Iran Prior permission to enter territorial sea

Oman Excessive straight baselines; prior permission to enter territorial sea

Somalia* 200 nm territorial sea; prior permission to enter territorial sea

Thailand Excessive straight baselines

Prior permission for warship to enter territorial sea

In addition, military ships and aircraft frequently conducted routine transits on, over, and under interna-
tional straits, such as the Straits of Gibraltar, Hormuz, and Malacca, and through normal archipelagic
routes through Indonesia and the Philippines.
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MILITARY ASSISTANCE

INTRODUCTION

Military assistance is a valuable instrument of U.S. national security and foreign policy. It helps friends
and allies deter and defend against aggression and contributes to sharing the common defense burden.
Military assistance is a range of programs that enable friends and allies to acquire U.S. equipment, ser-
vices, and training for legitimate self-defense and for participation in multinational security efforts, such
as coalition warfare and peacekeeping operations.

Military assistance promotes overseas presence and peacetime engagement by improving the defense
capabilities of U.S. allies and friends, while demonstrating U.S. commitment to defend common inter-
ests. Adequate military capability among allies decreases the likelihood that U.S. armed forces will be
necessary if conflict arises and raises the odds that U.S. armed forces wili find a relatively favorable sit-
uation should a U.S. response be required. As an integral part of peacetime engagement, military assis-
tance programs contribute to U.S. national security by enhancing deterrence, encouraging defense
responsibility sharing among allies and friends, supporting U.S. readiness, and increasing interoperabil-
ity among potential coalition partners.

Programs under military assistance include Foreign Military Sales (FMS), Foreign Military Financing
(FMF), International Military Education and Training (IMET), emergency drawdowns of defense invento-
ries, and grants of Excess Defense Articles (EDA). The structure of each program provides the capabil-
ity to respond to the needs of foreign friends and allies by addressing their security concerns, while
supporting U.S. armed forces and promoting U.S. foreign policy and national security interests.

FOREIGN MILITARY SALES

The FMS program is the government-to-government channel for selling U.S. defense equipment, ser-
vices, and training. Sales in FY 1995 were approximately $9.1 billion. Responsible arms sales further
national security and foreign policy objectives by preserving regional stability in areas important to U.S.
interests through ensuring balance of military forces, strengthening U.S. bilateral defense relations, and
reducing incentives to acquire weapons of mass destruction. National benefits derived from these sales
include an improved balance of trade, sustainment of highly skilled jobs, and generation of revenue for
U.S. companies. DoD benefits from FMS through enhanced coalition capabilities of U.S. friends and
allies, as well as extension of production lines and lowering of unit costs for key weapon systems, such
as the M1A2 tank, F-16 aircraft, AH-64 (Apache) helicopters, and F/A-18 aircraft.

FOREIGN MILITARY FINANCING

FMF is the primary U.S. government financing arm of military assistance. Congress appropriates funds
in the International Affairs budget and the Department of Defense executes the program. The majority
of FMF grants are designated to meet the continuing security needs of allies in the Middle East, but
funding is also provided to assist defense development, counternarcotics, and demining efforts. FMF
grants in FY 1995 totaled $3.154 billion, roughly equal to the FY 1994 level. After funding Israel and
Egypt ($3.1 billion) and other earmarked programs, the less than $32 million in discretionary FMF fund-
ing was distributed to Jordan, counternarcotic country programs, Haiti, demining, and the Baltic Peace-
keeping Battalion. Greece and Turkey received market rate loans through FMF.
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INTERNATIONAL MILITARY EDUCATION AND TRAINING

The IMET program is a low-cost grant program ($26.35 million in FY 1995) that provides professional
military education and training to more than 3,300 foreign military and civilian personnel from over 100
countries annually. Over half a million foreign personnel have been trained through IMET sponsorship
over the past three decades. By attending IMET-sponsored courses and programs in the United States,
future leaders of foreign defense and related establishments are exposed to U.S. values, regard for
human rights, democratic institutions, and the role of a professional military under civilian controf.

To meet the challenges posed by recent transitions to democracy in countries throughout the world,
IMET has been expanded to include programs focusing on human rights, defense resource manage-
ment, military justice, and civil-military relations. The IMET program remains one of DoD’s highest prior-
ity military assistance programs. It is one of the least costly and most effective programs for maintaining
U.S. influence and assisting countries in their transitions to functioning demacracies.

Peacekeeping Operations

The number of situations requiring peacekeeping operations has risen dramatically in the past few years
and can be expected to increase further in the years ahead. Military equipment and services may be
provided to individual countries or international organizations participating in selected regional peace-
keeping operations through security assistance sale and lease programs or grant authorities. During FY
1995, military equipment was provided to member nations of the Economic Community of West African
States involved in a peacekeeping effort in Liberia, and to the nations contributing to the Baltic Peace-
keeping Battalion, using FMS procedures and funding provided by the Department of State. The United
Nations has also obtained a variety of military and support equipment on reimbursable lease and pur-
chase agreements in support of peacekeeping programs in Somalia, Rwanda, Bosnia, and Haiti.

Emergency Drawdown Authorities

Section 506, Foreign Assistance Act (FAA) authorizes the President, on a grant basis, to draw down
defense articles from DoD inventories and to provide defense services and military education and train-
ing to foreign governments and international organizations in response to military emergencies or to pro-
vide assistance for international narcotics control, international disaster relief, or refugee assistance. In
FY 1995, Section 506(a)(1), FAA drawdowns for military emergencies totaled $32 million to support and
help equip the Rapid Reaction Force for Bosnia. Section 552(c)(2), FAA authorizes drawdowns for
Peacekeeping Operations. In FY 1995, Section 552 Peacekeeping Drawdowns for commodities and
services were $5 million to help equip Palestinian police forces in support of the Middle East peace pro-
cess and $7 million to support accelerated training of the new Haitian National Police Force.

Excess Defense Articles

EDA are equipment (other than military construction equipment) which are in excess of the Approved
Force Acquisition Objective and Approved Force Retention Stock levels at the time such articles are
dropped from the DoD inventory. Such articles may be sold to eligible countries and international
organizations under the FMS program, or transferred on a grant basis under the provisions of Sec-
tions 516 through 520 of the FAA. During FY 1995, Congress was notified of EDA transfers totalling
$504 million (current value at time of notification). Bahrain, Turkey, Greece, Egypt, and Spain were
the largest recipients of EDA. Several Central European countries are now eligible to receive non-
lethal grant EDA. Trucks and uniforms have been provided to Estonia, Latvia, Lithuania, and Albania
under the program.
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MILITARY ASSISTANCE PROGRAMS Table J-1
Program FY 1991 FY 1992 FY 1993 FY 1994 FY 1995 FY 1996
Bl e

FMF Grants ($B) 4.25 3.93 3.27 3.15 3.15 3.21
EETEEE
IMET ($M) 47.2 446 425 22.25 26.359 39.0

EDA Sales ($M)¢ 29 52 88 97 196

2 Estimated

b EDA transfers are not projected for future years.

© EDA figures reflect current value at time of notification.

9 IMET for FY 1995 includes $850K transferred from Voluntary Peacekeeping Account.

CONCLUSION

As the U.S. armed forces continue to downsize and the requirement for potential coalition defense oper-
ations increases, military assistance programs will remain critical. The importance of such programs is
recognized in both the National Security Strategy and the National Military Strategy.
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2LM
A&E
A3

AAAV
AAC
ABL
ABM
AC
ACAT
ACIU
ACM
ACTD

ACTS

AFB

AFG
AFQT
AlS
ALCM
AMRAAM
APAM
APDP

APR
AR&D
ARCC
ARG
ARNG
ARTM
ASAP
ASCM
ASD(C3I)

ASD(SO/LIC)

Two-Level Maintenance
Audits and Examinations

Accelerated Architecture Acquisition
Initiative

Advanced Amphibious Assault Vehicle
Army Acquisition Corps

Airbomne Laser

Anti-Ballistic Missile

Active Component

Acquisition Category

Arms Control iImplementation Units
Advanced Cruise Missile

Advanced Concept Technology
Demonstration

Advanced Communications Technology
Satellite

Air Force Base

Air Force Group

Armed Forces Qualification Test
Automated Information System
Air-launched Cruise Missile

Advanced Medium-Range Air-to-Air Missile
Antipersonnel/Antimateriel

Acquisition Professional Development
Program

Agency Procurement Request

Advanced Research and Development
Acquisition Reform Communications Center
Amphibious Ready Group

Army National Guard

Acquisition Reform Training Module
Advanced Sensor Applications Program
Antiship Cruise Missile

Assistant Secretary of Defense for
Command, Control, Communications, and
Intelligence

Assistant Secretary of Defense for Special
Operations/Low Intensity Conflict

ASVAB
ATACMS
ATARS

AWACS
BAQ
BAT
BCTP
BM/C3

BMD
BMDO
BPI
BPR
BRAC
BUR
BW
BWC
c2
c2w
c3

c4

c4

C4SR

CA
CALCM
CALS

CAP
CARE
CAS
CBO
CBT
CCEP
CE

Armed Services Vocational Aptitude Battery
Army Tactical Missile System

Advanced Tactical Air Reconnaissance
System

Airborne Warning and Control System
Basic Allowance for Quarters

Brilliant Antiarmor Technology

Battle Command Training Program

Battle Management/Command, Control, and
Communications

Ballistic Missile Detense

Ballistic Missile Defense Organization
Boost-Phase Intercept

Business Process Reengineering
Base Realignment and Closure
Bottom-Up Review

Biological Weapons

Biological Weapons Convention
Command and Control

Command and Control Warfare
Command, Control, and Communications

Command, Control, Communications, and
Computers

Command, Control, Communications,
Computers, and Intelligence

Command, Control, Communications,
Computers, Intelligence, Surveillance, and
Reconnaissance

Civil Affairs
Conventional Air-launched Cruise Missiles

Continuous Acquisition and Life Cycle
Support

Critical Acquisition Position

Civilian Assistance and Re-Employment
Close Air Support

Congressional Budget Office

Combatting Terrorism

Comprehensive Clinical Evaluation Program
Command Element
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CEC
CFO
CHAMPUS

Cl
CIGSS
CiM
CINC
Cio
CISA
Ciws
CJCs
CMTC
CONUS
CORM

CcoTs
cpP
CPRC

CRAF
CTBT
CTC
CTR
CvBG
Cvw
cw
cweC
DA
DAB
DACOWITS

DAE
DARO
DARPA

DAWMS
DBOF
DCGS
DCI
DCIHIS

Cooperative Engagement Capability
Chief Financial Officer

Civilian Health and Medical Program of the
Uniformed Services

Counterintelligence

Common Imagery Ground/Surface System
Corporate Information Management
Commander in Chief

Central Imagery Office

C*l Integration Support Activity

Close-in Weapon System

Chairman of the Joint Chiefs of Staff
Combat Maneuver Training Center
Continental United States

Commission on Roles and Missions of the
Armed Forces

Commercial Off-the-Shelf
Counterproliferation

Counterproliferation Program Review
Committee

Civil Reserve Air Fleet
Comprehensive Test Ban Treaty
Combat Training Center
Cooperation Threat Reduction
Carrier Battle Group

Carrier Air Wing

Chemical Weapon

Chemical Weapons Convention
Direct Action

Detfense Acquisition Board

Defense Advisory Committee on Women in
the Services

Defense Acquisition Executive
Defense Airborne Reconnaissance Office

Detfense Advanced Research Projects
Agency

Deep Attack/Weapons Mix Study
Defense Business Operations Fund
Distributed Command Ground System
Director of Central Intelligence

Defense Counterintelligence Integrated
Information System

DCPS
DDESB

DDR&E
DDRS
DoN
DFARS

DFAS
DGP
DHS
DIA
DIBRS
DID
]|
DIS
DISA
DISN
DJMS
DLA
DMA
DMDC
DMLSS
DMS
DMSP
DNA
DoE
DOPMA
DPA
DPC
DRAS
DRB
DRMS
DsSB
DSCS
DSS
DTIRP

DTRS

DUSD(Space)

Defense Civilian Payroll System

Department of Defense Explosives Safety
Board

Director, Defense Research and Engineering
Defense Data Repository Suite
Department of the Navy

Defense Federal Acquisition Regulation
Supplement

Defense Finance and Accounting Service
Detense Group on Proliferation

Detense HUMINT Service

Defense Intelligence Agency

Defense incident Based Reporting System
Data Item Description

Defense Information Infrastructure

Defense investigative Service

Detense Information Systems Agency
Defense Information Systems Network
Defense Joint Military Pay System

Defense Logistics Agency

Defense Mapping Agency

Defense Manpower Data Center

Defense Medical Logistics Standard Support
Defense Message System

Defense Meteorological Satellite Program
Detfense Nuclear Agency

Department of Energy

Defense Officer Personnel Management Act
Delegation of Procurement Authority
Defense Partnership Council

Defense Retiree and Annuitant System
Defense Resources Board

Defense Reutilization and Marketing Service
Detense Science Board

Defense Satellite Communications System
Distribution Standard System

Defense Treaty Inspection Readiness
Program

Defense Transportation Payment System

Deputy Under Secretary of Defense
for Space



EC
EC/EDI

EDA
EDI
EELV
EEZ
EFOG-M
EHF
ELV
EMD
EOD
EPA
ESSM
ESTCP

EUSC
FACNET
FAA
FAR
FAS
FASA
FCIP
FID
FIP
FM
FMF
FMP
FMS
FMTV
FPD
FSP
FSSG
FWE
FY
FYDP
GATE

GBI
GBR
GBS

Electronic Commerce

Electronic Commerce/Electronic
Data Interchange

Excess Defense Articles

Electronic Data Interchange

Evolved Expendable Launch Vehicle
Exclusive Economic Zone

Enhanced Fiber Optic Guided Missile
Extremely High Frequency
Expendable Launch Vehicle
Engineering Manufacturing Development
Explosive Ordnance Disposal
Environmental Protection Agency
Evolved Sea Sparrow Missile

Environmental Security Technology
Certification Program

Effective U.S. Control

Federal Acquisition Computer Network
Foreign Assistance Act

Federal Acquisition Regulation

Field Advisory Service

Federal Acquisition Streamlining Act
Foreign Counterintelligence Program
Foreign Internal Defense

Federal Information Processing
Financial Management

Foreign Military Financing

Foreign Materiel Program

Foreign Military Sales

Family of Medium Tactical Vehicles
Flat Panel Display

Force Support Package

Force Service Support Group
Fighter Wing Equivalents

Fiscal Year

Future Years Defense Program

Government Alliance for Training and
Education

Ground-Based Interceptor
Ground-Based Radar
Global Broadcast Service

GCC
GCCS
GCSS
GDMS
GED
GGMI&S
GPRA
GPS
GSA
HAE
HARM
HEU
HTS
HUMINT
IBUR
1ICBM
IDE
IFOR
IMET
INF
INFOSEC
INS
I0C
IPL
1PM
PO
IPT
IRM
ISM
ISP
ISR

ISTC

T
ITF
imv

JALIS
JASSM
JAST
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Gulf Cooperation Council

Global Command and Control System
Global Combat Support System

Global Data Management System
General Equivalency Diploma

Global Geopatial Information and Services
Government Performance and Results Act
Global Positioning System

General Services Administration
High-Altitude Endurance

High-Speed Anti-Radiation Missile

Highly Enriched Uranium

Harm Targeting System

Human Intelligence

Intelligence Bottom-Up Review
intercontinental Ballistic Missile

Integrated Data Environment
Implementation Force

International Military Education and Training
intermediate-Range Nuclear Forces
Information Systems Security

Inertial Navigation System

Initial Operational Capability

Iimage Product Library

Integrated Pest Management

Integrated Program Office

Integrated Process Team

information Resources Management
Integrated Sustainment Maintenance
Industrial Security Program

Intelligence, Surveillance, and
Reconnaissance

International Science and Technology
Center

Information Technology

Integration Task Force

Intransit Visibility

Information Wartare

Joint Air Logistics Information System
Joint Air-to-Surface Standoff Missile
Joint Advanced Strike Technology
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JCALS

JCiC

JCMATF
JDAM
JEDMICS

JFACC
JFC
JMETL
JMRR
JPATS
JPOTF
JROC
JRTC
JSF
JSIMS
JSIPS
JSLIST
JSMB
JSOTF
JSOW
JSTARS

JTCC

JTF
JTIDS
JWCA
LAMPS
LANTIRN

LEA

LEW

LGB
LMSR
LOS
LR-BSDS

LRA
LW155
MAE

Joint Computer Aided Acquisition and
Logistics Support System

Joint Compliance and Inspection
Commission

Joint Civil-Military Affairs Task Force
Joint Direct Attack Munitions

Joint Engineering Document Management
and Control System

Joint Force Air Component Commander
Joint Force Commander

Joint Mission Essential Task List

Joint Monthly Readiness Review

Joint Primary Aircraft Training System
Joint Psychological Operations Task Force
Joint Requirements Oversight Council
Joint Readiness Training Center

Joint Strike Fighter

Joint Simulation System

Joint Service Imagery Processing System
Joint Service Lightweight Suit Technology
Joint Space Management Board

Joint Special Operations Task Force
Joint Standoff Weapon

Joint Surveillance Target Attack Radar
System

Joint Transportation Corporate Information
Management Center

Joint Task Force

Joint Tactical Information Distribution System

Joint Warfighting Capabilities Assessment
Light Airborne Multipurpose System

Low-Altitude Night Terrain Infrared
Navigation

Law Enforcement Agency

Leading Edge Services

Laser-Guided Bombs

Large, Medium-Speed Rolt-on/Roll-off
Law of the Sea

Long-Range Biological Stand-Off Detector
System

Local Redevelopment Authorities
Lightweight 155 Howitzer
Medium-Altitude Endurance
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MAGTF
MAISRC
MASINT
MC&G
MCM
MEADS
MEF
MEU
MFO
MHC
MHSS
MIDS

MILSATCOM
MILSPECS
MIRV

MIS

MLRS
MOOTW
MOUT

MPA

MPS

MRC

MRS

MRS BURU

MRSP
MSC
MSI
MTCR
MTVR
NAASW
NAD
NASA

NATO
NBC
NCA
NDU
NIBRS
Nit

Marine Air-Ground Task Force

Major AIS Review Council
Measurement and Signature Inteliigence
Mapping, Charting, and Geodesy
Mine Countermeasure

Medium Extended Air Defense System
Marine Expeditionary Force

Marine Expeditionary Unit
Multinational Force and Observer
Coastal Minehunter

Military Health Services System

Multifunctional Information Distribution
System

Military Satellite Communications
Military Specifications

Multiple, Independently-Targeted Reentry
Vehicle

Management Information System
Multiple Launch Rocket System
Military Operations Other Than War
Military Operations in Urban Terrain
Maritime Patrol Aircraft

Maritime Prepositioning Ship

Major Regional Conflict

Mobility Requirements Study

Mobility Requirements Study Bottom-Up
Review Update

Medical Readiness Strategic Plan
Military Sealift Command

Multi-Spectral Imagery

Missile Technology and Control Regime
Medium Tactical Vehicle Remanufacture
Nonacoustic Antisubmarine Warfare
Navy Area Defense

National Aeronautics and Space
Administration

North Atlantic Treaty Organization
Nuclear, Biological, and Chemical
National Command Authorities

National Defense University

National Incident Based Reporting System

National Information Infrastructure



NIMA
NIS
NISTS
NMD
NOAA

NPOESS

NPT
NRO
NSA
NSG
NSSN
NSW
NTC
NTP
NTW
NUDET
NULO
O&M
ODSs
OIPT
OPCW

OPTEMPO
OSA

0sD

OSIA

PAA

PAC

PAl

PAT

PCS
PERSTEMPO

PFP
PGM

PM

PMAI
PME
PMPMTS

National Imagery and Mapping Agency
New Independent States

National Intelligence Support Teams
National Missile Defense

National Oceanic and Atmospheric
Administration

National Polar-Orbiting Operational
Environmental Satellite System

Nuclear Non-Proliferation Treaty
National Reconnaissance Office
National Security Agency

Nuclear Suppliers Group

New Attack Submarine

Naval Special Warfare

National Training Center

Nuclear Non-Proliferation Treaty
Navy Theater Wide

Nuclear Detonation

Negative Unliquidated Obligations
Operation and Maintenance
Ozone Depleting Substance
Overarching Integrated Product Team

Organization for the Prohibition of Chemical
Weapons

Operating Tempo

Operational Support Airlift

Office of the Secretary of Defense
On-Site Inspection Agency
Primary Aircraft Authorized
Patriot Advanced Capability
Primary Aircraft Inventory
Process Action Team

Permanent Change of Station

Personnel Tempo

Partnership tor Peace

Precision Guided Munition
Program Manager

Primary Mission Aircraft Inventory
Professional Military Education

Program Management Performance
Management Tracking System

POES

POM
PPP
PrepCom
PSRC
PSYOP
QOL
QRMC

R&D
RAM
RC
RCAS
RDT&E

RETROEUR
RFPB
RIA

RMA
RMS
RO/RO
ROPMA
RRF
RSiP
RSL

S&T
SADARM
SAG
SBIRS
Sc-21
Sbv
SEAD
SEAL
SEl
SERDP

SF

SFW
SIGINT
SINCGARS

SLAM
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Polar-Orbiting Operational Environmental
Satellite

Program Objective Memorandum
Priority Placement Program
Preparatory Commission

Presidential Selected Reserve Call-Up
Psychological Operations

Quality of Life

Quadrennial Review of Military
Compensation

Research and Development

Rolling Airframe Missile

Reserve component

Reserve Component Automation System

Research, Development, Test, and
Evaluation

Retrograde of Materiel from Europe
Reserve Forces Policy Board
Replacement Interdiction Aircraft
Revolution in Military Affairs
Requirements Management System
Roll-on/Roli-off

Reserve Officer Personnel Management Act
Ready Reserve Force

Radar Sensitivity improvement Program
Reusable Space Launch

Science and Technology

Sense and Destroy Armor

Senior Advisory Group

Space-Based Infrared Systems

Surface Combatant of the 21st Century
SEAL Delivery Vehicle

Suppression of Enemy Air Defenses
Sea, Air, Land

Specific Emitter Identifier

Strategic Environmental Research and
Development Program

Special Forces
Sensor Fuzed Weapon
Signals Intelligence

Single Channel Ground and Airborne Radio
System

Standoff Land Attack Missile
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SLAM-ER

SLBM
SLEP
SOA
socC
SOF
SORTS
SPO
SR
SRAM
SRB
SROC
SSBN
SSD
SSN
SSTD
START
STOVL
svC
T&E
TAl
TARPS
TAV
TBIP
TBM
TDY
TENCAP
THAAD
TLAM
TMD
TPFDD

Standoff Land Attack Missile Expanded
Response

Submarine-launched Ballistic Missiles
Service Life Extension Program

Special Operations Aviation

Special Operations Command

Special Operations Forces

Status of Resources and Training System
System Program Office

Special Reconnaissance

Short Range Attack Missile

Selective Reenlistment Bonus

Senior Readiness Oversight Council
Nuclear-Powered Ballistic Missile Submarine
Ship Self-Defense

Attack Submarine

Surface Ship Torpedo Defense

Strategic Arms Reduction Treaty
Short-Takeoff and Vertical-Landing

Special Verification Commission

Test and Evaluation

Total Aircratt inventory

Tactical Aerial Reconnaissance Pod System
Total Asset Visibility

Tomahawk Baseline Improvement Program
Theater Ballistic Missile

Temporary Duty

Tactical Exploitation of National Capabilities
Theater High Altitude Area Defense
Tomahawk Land Attack Missile

Theater Missile Defense

Time Phased Force Deployment Data

TRANSAM  Transfer of DoD Excess Medical and Other
Supplies to Native Americans
TSSAM Tri-Service Standoff Attack Missile
TUAV Tactical Unmanned Aerial Vehicle
UAV Unmanned Aerial Vehicle
UHF Ultra-High Frequency
UN United Nations
UNSC UN Security Council
UNSCOM UN Special Commission
UOES User Operational Evaluation System
USACOM U.S. Atlantic Command
USAF U.S. Air Force
USAR U.S. Army Reserve
USASOC U.S. Army Special Operations Command
USD(A&T) Under Secretary of Defense for Acquisition
and Technology
USERRA Uniformed Services Employment and
Reemployment Rights Act
USSOCOM  U.S. Special Operations Command
USSOUTHCOM
U.S. Southern Command
USTRANSCOM
U.S. Transportation Command
uw Unconventional Warfare
UXxo Unexploded Ordnance
VA Veterans Affairs
VAN Value-Added Networks
VHA Variable Housing Allowance
WAM Wide Area Mine
WCMD Wind-Corrected Munition Dispenser
WHG Western Hemisphere Group
WMD Weapons of Mass Destruction
YATS Youth Attitude Tracking Study
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