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EXECUTIVE SUMMARY

URPOSE

e Reserve Compensation System Study (RCSS) was estab-
lished in 1976 by direction of the President to conduct

a comprehensive review of reserve compensation, to evalu-

ate its effectiveness in meeting manpower requirements,

and to identify and recommend cost-effective alterna-

tives. This Final Report of the 22-month Study describes

an integrated compensation system for the future de-
signed specifically for the Reserve Components. Al-
though there have been many studies of Active Force
compensation, this is the first time reserve compensa-
tion has ever been studied. The need was to meet
quantitative and qualitative manning goals at minimum
cost in achieving reserve readiness. 0t course, com-
pensation is understood to be only one of the factors
available to help achieve that goal. The many non-
compensation elements involved were beyond the man-

date of this Study.

BACKGROUND

Two policies adopted in 1973 were of major signifi-
cance for reserve manning. These were the All
Volunteer Force (AVF) and Total Force policies. The
QVF ended conscription and adopted a return to volun-

teer means of raising and maintaining oﬁr military

.
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forces. The Total Force Policy placed increased reliance
on Reserve Forces as the Primary method of augmenting

the Active ?orces in the event of mobilization. The
economic rationale underlying the Total Force Policy is
that national security objectives can be achieved more
etficiently through a smaller Active Force and greater

qeliance on the reserve.

While experts indicate these policies have been suc-
cessful in achieving Active Force recruiting and reten-
tion toals, they have had the opposite effect on the
ability of the Reserve Forces to achieve manning goals,
both quantitatively and qualitatively. Unlike the
Active Force, the Reserve Forces were not provided
with compensation tools designed specifically to enable
them to adapt to the new environment. Reserve compen-
sation is less a system than a collection of compensa-
tion elements that grew through time because of rigid
links with the Active Force system. It was never de-
signed to respond to the unique features and problems
involved in reserve manning. It is recognized, however,
that during the draft, compensation did not play as
great a role in the manning function because partici-
pation in reserve programs as an option to years on
extended active duty provided ample incentive to main-

tain aggregate strengths. The AVF and Total Force
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policies cannot truly be considered failures, rather,
they have not’provided the Reserve Forces with relevant
compensation tools. This summary deals solély with the

system devised by RCss. !

LOGIC OF THE ORGANIZATION OF THE STUDY

The logic underlying the nrganization and conduct of.the
study is:

- The criterion of cost-effectiveness was established
in the RCSS mandate;

- Principles of cost-effective (or efficient) com-
pensation were formulated and adopt?d, consistent
with the mandate;

- Existing reserve personnel inventories and profiles
were examined and compared with the objective
(or desired) personnel inventories and profiles,
enabling the RCSS to identify aggregate and
specific manning shortages;

- Existing reserve compensation elements were ana-
lyzed to determine whether they contributed to

the problems or aided in their solution.

i 1 Significant discussions of the Individual Ready Reserve,
i and Full Time Training Administration and Support of
- the Selected Reserve appear in Chapters VI and VII. |
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PRINCIPLES OF COMPENSATION

The RCSS adopted four principles consistent with the

cost-effectiveness criterion to guide it in evaluating

present reserve compensation and in designing the re-

commended systems.

Compensation must be related to the supply and
demand of reserve personnel, not only in the
aggregate, but by types of personnel.

The compensation system must support the type
of force desired. To be cost-effective, it must
be designed with reasonable specification of
the force size and profile it is to support.
The compensation system must be flexible enough
to adjust reasonably quickly to changing supply
and demand conditions and to differing supply
and demand conditions for each of the Reserve
Components.

Manpower costs must be reflected accurately in
individual component budgets for efficient man-

power management.

MAJOR FINDINGS

The major findings of the RCSS with respect to both

manning problems and the inability of existing reserve

compensation to solve these problems are:

xiii
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e Total Selected Reserve strength has been below

authorized strength since the inception of the

AVF. Inability to meet authorized strengths

has resulted in reductions in the authoriza-

tions for some components. This, in turn, has

created strong pressures to maintain strength

levels in any way possible.

Shortages are not general, but are concen-
trated primarily in the enlisted force, in
the ground components, in the combat arms
within these components, and in the first
term of enlisted service. Much (but not
all) of the first-term shortage is an at-
trition problem, rather than an accession
problem.

All components, even those meeting aggre-
gate strength authorizations, are short of
first-term enlisted personnel (relative to
their objective force profile), and over in
the 7 to 12 years-of-service (YOS) category.
Most components are over in the 20+ YOS and
accept more prior service (PS) enlisted per-
sonnel than desired. It appears the Reserve
Components are taking what they can get

rather than what is desired in terms of ex-
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perience distribution to“maintain authorized
strengths.

o There are two major differences in the labor
markets in which the reserve and Active Forces
compete that have important implications for
the reserve compensation system:

- The Reserve Forces compete in part-time labor
markets. Their primary competition.is other
part-time employers, not the Active Forces.
Some of the Reserve Components have disputed
this finding, yet an examination of their own
recruiting and retention literature shows a
very heavy emphasis on the advantages of re-
serve membership in comparison with other
part-time employment;

- Local labor market conditions are more im-
portant to the Reserve Forces than the Active
Forces. These local labor market conditions
exhibit great diversity throughout the ngtion,
yet reserve compensation is uniform nationwide.
o Rigid linkage (or '"comparability') between

Reserve Forces and active duty compensation
is inappropriate. The relationship of re-
§ serve pay to full and part-time civilian

earnings opportunities is a more important
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factor than the relationship to active
duty pay.

o Analysis of market research data indicates
additional cash is a major reason for
reserve participation. Since many
reservists have established their basic
"benefit base" through primary employ-
ment, reserve compensation should place
greater emphasis on cash rather than

in-kind compensation.

o The reserve compensation system should
place greater emphasis on current rather
than deferred compensation. The ﬁeed for
a retirement system is much less apparent
than for the Active Forces, particularly
because many reservists will be members
of retirement systems through their pri-
mary employment.

o Uniform nationwide reserve compensation
is inefficient, given the attachment of
reservists to their home communities and
fhe great diversity of wages and incomes
throughout the nation.

o The general level of reserve compensation is too
high for senior enlisted personnel and officers,

and too low for junior enlisted.
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- Both current and deferred compensation have
had fa; greater attraction for officers than
for enlisted personnel; -

- The present mechanism for annual adjustments
in the general level of reserve compensation,
viz., rigid linkages with active duty basic
pay increases, exacerbates this problem.
Annual increases are always equal percentage
increases across the board, resulting in in-
creasing absolute dollar raises for the senior
grades,

In the active forces, the availability of an im-

mediate annuity at 20 years-of-service creates

a powerful incentive to retire as soon as eligible.

Reserve retirement creates an incentive to remain

as long as possible after retirement eligibility

because the annuity is deferred until age 60, and
continued participation increases the retirement
points and hence the size of the eventual annuity.

- The present reserve retirement system results
in annuities which are too generous;

- Access to the reserve retired rolls is largely
at the option of the individual, rather than
according to the needs of the services;

- Retirement costs are not charged to the budgets

of the Reserve Components. Therefore, there
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is no financial incentive for the components
to control access to the retired rolls;
Reserve membership is a means by which active
duty separatees with fewer than 20 years-of-
service can '"vest'" their years of active
service. Active duty years are weighted
heavily for computing reserve retirement
annuities.

The reserves are an aging force at present, and

projections indicate that under current policies,

the reserves will be even more of an aging force
in the future. Two consequences of this are
grade stagnation and the presence in the reserves
of many personnel who are questionable mobili-
zation assets.

- The use of technicians in the Army and Air
Force components contributes to an aging
reserve force.

Existing reserve compensation is not only unre-

lated to supply and demand, and therefore not

cost-effective, but operstes perversely, distri-
buting the largest annual increases to senior

personnel.
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RCSS_CONCLUSIONS

The RCSS concluded that a cost-effective compensation

system is one which:

increases the emphasis on current compensation;
increases current compensation for enlisted
relative to officers;

increases the compensation of lower pay grades
relative to higher pay grades;

decreases the emphasis on deferred compensation;
controls access to deferred compensation;
employs selective differential pays to attract
and retain personnel in skills, units, areas,
and components where manning problems exist,
rather than attempting to deal with selective
shortages by using general compensation increases;
provides a more flexible method of adjusting the
general level of current compensation in accor-

dance with manning experience.

THE RCSS ALTERNATIVES

The RCSS developed two preferred alternative reserve com-

pensation systems. Both represent major departures from

present reserve compensation methods. One alternative

includes a reserve retirement system (although different

from present reserve retirement). The other does not.

Both alternatives are constructed using the three major

xix



elements of reserve compensation: the general level of
current compensation (reserve pay), differential pays,
and deferred compensation. They are systems in the sense
that each major element has been designed with reference
to the other elements to maximize reserve manning effi-
ciencies. Flexibility to deal with changing supply and

demand conditions in the future is a main feature.

The General Level of Current Compensation (Reserve Pay)

Present Practices. One-thirtieth of monthly active duty

basic pay is paid for each four-hour period of inactive
duty for training, two-thirtieths for eight hours, and
not more than two-thirtieths in one calendar day. Re-
servists receive the same pay and allowances as the ac-
tive forces during annual active duty for training,
special tours, school tours, and mandays. However, the
full range of active duty benefits is not received un-
less the reservist is ordered to active duty for 30 days

oTr more.

Drill pay accounts for most of the annual income for the
typical reservist in Training/Pay Category A, consisting
of 48 drills (usually four drills performed on one week-
end per month) and two weeks' annual training. Drill pay
is adjusted whenever active duty basic pay is adjusted

and by the same amount. Under the present adjustment

XX



mechanism, these increases are always identical percen-
tage increases across-the-board, resulting in increasingly

larger absolute dollar increases for the higher grades.

Reserve Pay - RCSS Alternatives #1 and #2. The general

level of current compensation is the same under either
of the two RCSS alternatives. The RCSS proposes ''reserve
pay," consisting of two parts, 'training pay" and ''re-

tainer pay."

Training pay consists of one-thirtieth of monthly cash

RMC (the cash elements of regular military compensation,
viz., basic pay and the cash allowances for quarters
and subsistence) for each eight hours of inactive duty

for training of less than 30 days. The quarters

allowance at the married rate, and the subsisténce
allowances at the current enlisted and officer rates
were used in establishing the reserve pay. Once used

in the calculation of Training Pay these allowances lose
their significance, and reservists should be fed and

quartered at government expense if their duties require.

Under the RCSS proposal, training pay would be signi-
ficantly lower than the current levels. Consequently,
an additional element to reserve pay has been added

as a permanent feature to raise overall pay to accep-

table levels. In addition to training pay, reservists
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would receive quarterly retainer pay, provided they satis-

factorily meet the participation standards established

by the component. For Training Pay Category A, this pay
would initially be established at $200 quarterly for
officers, $125 for warrant officers, and $100 for enlisted,
with no variations by pay grade within these categories.
Everyone would be eligible, but only reservists

who meet satisfactory drill performance standards es-
tablished by the Secretary of Defense would receive it.

In the Army, for -example, 90% attendance at inactive

Duty, or weekend training, and completion of the two-

week annual active duty tour would be required.

Both training and retainer pay would be entirely subject
to income and Social Security taxes, in accordance with
the principle that total manpower costs should be re-

flected in the budgets of the Reserve Components.

Adjustments in training pay would be linked to the total
annual increase in the three cash elements of RMC (basic’
pay, quarters allowance, and subsistence) for the Active
Forces and not just basic pay as under the current prac-
tice. During the past two years, the increase in basic
pay has been less than the increase in the three cash
elements of RMC because the President has reallocated a

portion of the Active Force increase from basic pay to
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the basic allowance for quarters, which reservists do

not receive during inactive duty.

As proposed by RCSS, retainer pay would be reviewed peri-
odically by the Secretary of Defense and adjusted accor-
ding to reserve manning experience. Adjustments could
differ by pay grade and length of service. For example,
there could be a $100 annual increase for E-1 through E-4

and a $50 increase for E-5 through E-9.

Purpose and Effects of RCSS Recommendations. The RCSS

findings and conclusions indicated the desirability of
increasing the pay of junior personnel and decreasing
the pay of senior personnel, that is, of flattening the
slope of the paylines (relating annual reserve income
to years of service) for both officers and enlisted.
The findings and conclusions also indicated the desira-
bility of increasing enlisted pay generally relative to
officer pay, that is, of reducing the ever-increasing
divergence between officer and enlisted pay. The appli-
cation of training pay alone does flatten the slopes of
the two paylines and decrease the divergence, however,
training pay alone would result in a decrease in annual

income for all grades, including those where shortages

exist. In many cases, the decreases would be substantial,.
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One major purpose of retainer pay would be to retain the
desired slope properties of the payline while raising
annual pay levels so that increases result for junior
personnel and the decreases for senior personnel are
mitigated. The resulting general increase for junior
personnel is recommended because all components are
experiencing shortages of these personnel, even those

which are meeting their aggregate manning goals.

In general, under the RCSS proposal, the gross income

of enlisted personnel with fewer than 11 years-of-service
and of officers with fewer than seven years-of-service

is increased, and income for senior officers and

enlisted is decreased. The increases for enlisted
personnel in the first six years-of-service average about
26%, with the increase decreasing by years-of-service.
For the most senior enlisted personnel (E-9, over 26
years), the decrease is 15%. The only substantial in-
crease for officers is 12.8% for 0-1, a pay grade which
is (understandably) less populous in the reserves than
the Active Forces. There would be decreases of about

13% for a typical 0-5, 17% for an 0-6, and 21% for an
0-8.

Because retainer pay is based upon satisfactory partici-

pation and is paid quarterly, it provides some additional
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incentive for participation. TQis is relevant primarily

for junior enlisted personnel.

Another major purpose of retainer pay would be to pro-
vide flexibility in the adjustment process, so that the
general level of compensation may be adjusted in accor-
dance with manning experience. Training pay would be
automaticzily increased (every year) as active duty
basic pay was increased. Retainer pay wouid be reviewed
and adjusted periodically, and the adjustment could
differ by length-of-service, or pay grade, or by officer
and enlisted status. In fact, differential adjustments
would have to be made at times, otherwise the slopes

of the paylines would eventually approximate the original

slopes.

The RCSS recommends that the proposed levels of retainer
pay be enacted in law as minimum levels which may be
raised but not lowered. It must be emphasized that
retainer pay is an integral part of reserve pay and not

a bonus.

There are several other beneficial effects of the reserve
pa) proposal. Pay distinctions based upon marital status
(which are a source of discontent for single reservists)

are eliminated, as is the basis for the long-standing

g DM e e

contention that reservists receive ''two days' pay for one

e
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day's work." Finally, all days are paid at the same

rate except for active asty over 30 days, ‘in which case
the active duty pay system applies. Anmwmal active duty
for training and other siort periods of duty would be
paid at the same rate as ingctive duty training. This
would eliminate the situation that now occurs when two
reservists performing the same task are paid at different
rates (i.e., when one is on inactive duty training status
and the other is on short-term active duty for training
status). Under the RCSS proposal, a 'day would be a

day" for pay purposes.

Differential Pays

Present Practices. There are a number of special and in-

centive pays linked to similar active duty pays, generally

on the basis of one-thirtieth of the active duty rate

for each four-hour drill period. Many of these pays

have not changed in nominal terms in over 20 years,

therefore, tﬁey have declined substantially in real terms.

They are paid whether or not there are manning shortages

or surpluses in the particular skill or type of duty.
Therefore, it islclear that there are no differential

pays that are truly functional under the present approach

i.e., none is related to manning.
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RCSS Alternatives #1 and #2. The RCSS proposes three

types of selective differential pays, which are the same

under each alternative. The first is a selective enlist-

ment option, consisting of either a cash enlistment

bonus or educational assistance, at the option of the
non-prior service enlistee. The second is a selective

affiliation bonus paid to prior service enlistees from

the time of enlistment until the end of the military
service obligation (a total of six years' active and

reserve service). The third is a selective reenlistment

bonus payable to either non-prior service or prior service
reenlistees at the six-year point for a four-year reen-

listment.

Responsibility for administering these bonuses would be
placed with the Secretary of Defense. The RCSS has sug-
gested a series of "screens'" which the Secretary could
use as criteria for approval of bonuses. These are

based upon the relationship between manning levels and
strength authorizations or requirements, and are designed
to ensure that bonuses will be used ocnly in components,
skills, and units where they are needed to overcome

manning difficulties.

»

The RCSS was not able to analyze manning experience in every
occupation or type of duty for which special and incen- -

tive pays are now authorized. However, RCSS has recom-
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mended that Administrative Duty Pay be eliminated and
that all pays be based upon one-thirtieth of the monthly
active duty entitlement for four hours of inactive duty
training be reduced to one-thirtieth of the active duty
rate for each eight hours of inactive duty training.
This is consistent with the RCSS recommendations con-
cerning reserve pay. RCSS has also recommended that
many of these pays be replaced with the bonuses pro-
posed. This would generally enable larger payments to be

made if there are manning problems in these specialties.

Purpose and Effects of RCSS Recommendations. The dif-

ferential pays recommended by the RCSS provide a second
major element of flexibility (in addition to reserve
pay) in adapting to changes in the manpower supply and
demand -- a flexibility lacking under existing reserve
compensation. Differential pays are more flexible than
general pay adjustments, and they can be focused on
specific problems to accomplish manning goals at much
lower cost. The key to each differential pay is the
word selective; these pays have been devised to deal

with shortages wherever they occur and only where and

when they occul, i

The RCSS has fommd that there are wide geographic dif-
ferences in wage rjftes and other economic variables

which affect reserve manning, and that a uniform
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nationwide pay scale is not cost-effective. The relation-
ships among regional economic variables and rese:'ve manning
are not systematic enough to recommend blanket regional
differentials, but the differentials proposed here can

be used to deal with regional manning problems.

The study has shown that the Reserve Components are ac-
cepting more prior service enlistments and have more
personnel with 6 to 12 years-of-service than they would
like. Therefore, at this time, there is no need for
general prior service enlistment or reenlistment bonuses,
but these could be used in skills, units, and areas where
shortages exist despite the overall surpluses. The flexi-
bility of the bonuses would allow the focus of compensa-

tion to change as the personnel profiles change.

Deferred Compensation

Present Retirement Practices. Reservists are currently

entitled to a deferred annuity and ancillary benefits at
age 60 upon completion of 20 satisfactory years-of-service.
The monthly annuity is calculated according to the fol-
lowing formula:

Constructive years1 X .025 x monthly basic pay =
monthly annuity

1 Constructive years are calculated by dividing the total
number of points creditable for retirement by 360. !

R
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Points are earned in a variety of ways. One point is
awarded for each four-hour drill (two per day of inactive
duty training), and for each day of active duty whether
for training or extinded active duty. A reservist may
voluntarily participate as an unpaid member of a drilling
unit to receive retirement point credit. Points are

also awarded for various activities such as attendance

at meetings of associations of reservists, and for cor-
respondence courses., Fifteen gratuitous points are awarded

each year for membership.

A satisfactory year for retirement purposes is any an-
niversary year in which a reservist earns a minimum of

50 points. If he earns fewer than 50 points in a year,
these will be included in calculating his retire-

ment annuity provided he has 20 satisfactory years. Only

60 inactive duty points wnay be credited in one year.

The basic pay table used in the annuity calculation is
the one in effect at the time the deferred annuity com-
mences (currently age 60), not the pay table in effect
when the reservist retires or otherwise ceases partici-
pation. Moreover, if the reservist retires with 20
satisfactory years, he would nevertheless receive credit
for additional longevity increments in calculating his
annuity while he is on the retired rolls. Thus, if an

E-7 retires at age 42 with 20 years of satisfactory ser-
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vice, at age 60 his annuity will be based on the maximum

longevity increment for an E-7, which occurs at 26 years-

of-service (and is the largest longevity increments in

the pay table).

RCSS Alternative #1. This alternative includes a retire-

ment system which modifies the current system in several

important respects and results in lower annuities. First,
it would make several changes in the point system. One
point instead of two is awarded for each eight hours of
inactive duty training, the same as for active duty. (This
is consistent with the Rcéé reserve pay proposal.) Points
for correspondence courses and various other activities
are eliminated, as are the 15 gratuitous points. Second,
a satisfactory year would be redefined as one in which
the reservist meets requirements of his status, whether
this entails more or fewer drills than 48, or even if it
entails no drills at all. This would eliminate the
necessity for engaging in activities primarily to accumu-
late 50 points for a satisfactory year. Third, it would
eliminate crediting of longevity increments after parti-
cipation has ceased. Fourth, the annuity would be calcu-
lated on the basis of the pay table in effect at the time
participation ceases, CPI adjusted over the intervening
years to maintain constant purchasing power, rather than

the table in effect at age 60.
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The formula proposed for the annuity calculation is a

two-part one that would give greater weight to reserve par-
ticipation relative to extended active duty (30 days

or more). The modifications described ahbove result in

annuity reductions generally in the range of 20% to 35%.
If the existing formula had been retained, the modifi-
cations would have reduced annuities to the point where
they would provide virtually no incentive for continued
participation for reservists without extensive active

duty.

This alternative also includes a lump-sum option, whereby
the reservist who attains vesting (with 20 or more years of
satistactory service) can elect to receive a lump sum pay-
ment instead of the deferred annuity and ancillary benefits at
age 60. A lump-sum option is also proposed under the pre-
sent retirement system; the amounts of the lump sums would
be larger under the present system because the annuity is
larger. In both cases, the amounts of the lump sum pay-
ment have been devised so that election of the option is
financially advantageous to the government. Nevertheless,
it is believed that many reservists will elect the lump
sum. It is important to note that receipt of the lump

sum would be at the option of the reservist, and he need not

elect it if he would prefer to receive the deferred annuity.
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The RCSS also endorses the Department of Defense propo-
sal to charge the annual budgets of the individual Re-
serve Components with the currently-accruing cost of

future reserve retirement outlays.

RCSS Alternative #2., This alternative includes the

three selective differential pays described earlier plus
Reserve Career Bonuses for both enlisted and officers
during the seventh through thirtieth years-of-service.
It does not include a retirement system, therefore,
the Reserve Career Bonus jis structured to provide an
incentive for continued service through 30 years.

The initial amounts of the Reserve Career Bonus have
been based upon amounts which, if invested in a fund,
would accumulate to enable a reservist to buy a re-
tirement annuity approximately equal in value to that
proposed under RCSS Alternative #1. This initial
linkage to the retirement annuity should eventually be
replaced by bonuses structured in accordance with per-

sonnel shortages and overages as experience is gained.

The Reserve Lareer Bonus itself is not selective because all in-

dividuals with 7 to 30 years-of-service would receive the same
[ bonus. However, 1t is flexible because the amount can be
reduced or increased according to manning experience for

various officer and enlisted length-of-service categories.
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It can also be used to select the individuals who would
be permitted to continue in the Selected Reserve at

various lengths of service.

Purposes and Effects of RCSS Recommendations. The basic

purpose of both alternatives is to shift compensation
resources forward, where manning experience indicates
they are needed. As Secretary of Defense Harold Brown

has noted:

The current system emphasizes de-
ferred compensation, or retirement
benetits, rather than immediate
cash payments. This leads to too
many senior personnel and too few
first-term people,in the first six
years of service.
The RCSS has presented two alternatives which are far

more efficient than existing reserve compensation.

The RCSS believes that Alternative #1 will assist the
reserves in achieving their objective force profiles,
even though retirement annuities are substantially re-
duced from the present system. Analysis of the pro-

files show larger numbers of reservists with 20 or more

: Annual Report, Department of Defense, Fiscal Year
1979, 2 February 1975, p 334.
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years-of-service than the components desire, and pro-
jections indicate that this surplug will grow. More-
over, those reservists who now have 20 or more years of
service made their career commitments many years ago
when they could not reasonably Lave anticipatéd that

annuities would be as large as they are today.1

There are several arguments for Alternative #2. One is
that a retirement system, once established, is the most
inflexible element in a compensation system. If it
proves incompatible with changing manpower needs, it is
extremely difficult to change, and the effects of
changes cannot be fully realized until long after they
are instituted, by which time manning needs may have
changed again. Another is that this alternative shifts
compensation resources forward toward the years of ac-
tive participation, where they are needed, to a far greater
extent than Alternativce #1. Another is that Alternative
#2 is more consistent with the secondary labor market
nature of reserve participation than Alternative #1.
Finally, because the reserve career bonus replaces re-

tired pay these manpower costs are automatically and ac-

curately reflected in the Reserve Components' budgets.

1 The main reason for the large increase in individual
annuities has been the increase in active duty pay
brought about by the Rivers Amendment in 1967, linking
changes in active duty pay, and therefore, in retired
pay, to annual increases in Civil Service pay.
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The major disadvantage of this alternative is that the un-
certainties associated with it are greater than those as-

sociated with the Alternative #1.

No foreign nation has a retirement system for its reserve
forces. If we were establishing the Reserve Forces
today the compensation system would not include retire-

ment.

CONCLUSION

The RCSS is confident that either of the alternatives
recommended would be more efficient than current reserve
compensation and would emable the Reserve Forces to move
much closer to achieving their desired force sizes and
profiles.1 Each alternative has been designed as'a com-
plete system to achieve these manning goals efficiently,

in accordance with our mand- e.

Adoption of either RLSS alternative would cost less than
continuation of current practices and, more importantly,
would provide the tools tc¢ achieve objective force pro-
files. We urge, therefore, that these alternatives be

considered as systems, and that the temptations (already

1 However, as discussed in Chapter VI, the U.S. Army Re-
serve will not be able to achieve either its total en-
listed requirement or its objective profile, even with
the RCSS recommendations. Improved management and/or a
redefined objective profile is mandatory.
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evident) to seize upon pieces of the recommendations for
immediate implementation to deal with current shortages
be resisted. (Indeed, such patchwork, quick-fixes have
contributed to the sever%ty of the present problem that
now demands a total systems solution.) This does not
mean that some of the changes proposed by RCSS cannot

be time-phased in their introduction. 1In particular,.
the RCSS recommends that the proposed paylines, which
provide substantial increases for first-term enlisted
personnel, be put into effect and the results analyzed

before the selective enlistment incentives are intro-

duced.

The RCSS recommends a tran<ition team to implement the
new compensation system. This is needed particularly
in light of the recommendations regarding active duty
compensation developed by the President's Commission
on Military Compensation. Although not limited to

the area of deferred compensation, significant impact
on prior service accessions to the reserves can be
anticipated if the changes to Title II Retirement are
adopted as recommended by that Commission. The RCSS
believes that to manage the reserve compensation system
effectively a management information system must be
developed. Basic manpower data on the reserves were

inadequate to the needs of modern manpower management.
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Indeed, a well designed information system, encompassing
all the Reserve Components (including the Coast Guard),
and compatible with that of the Regular Components,
could assist manpower managers significantly in re-

structuring the Forces towards their objective profiles.

Finally, although its mandate was to recommend a cost-
effective compensation system, the staff of the Reserve
Compensation System Study is completely convinced that
compensation, in itself, cannot achieve a mission-effec-
tive force. Such non-compensation factors as meaningful
training and strong unit leadership can bring out the
sense of purpose, personal dedication, and pride in be-
longing that are the welding characteristics in any

vital organization.
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CHAPTER I
INTRODUCTION

A - WHY A RESERVE COMPENSATION SYSTEM STUDY?

While many considerations were involved in the Presi-
dential mandate for an ih-depth look at Guard and Reserve
compensation, the effects of two related policies (intro-
duced in 1973) on the procurement and management of
defense manpower were of major significance. These were
the All Volunteer Force (AVF) and the Total Force poli-
cies. The All Volunteer Force Policy adopted a return

to the concept of individual choice as a basis for rais-
ing and maintaining our military forces and ended con-
scription, the primary method of military procurement for
over 30 years. The Total Force Policy placed reliance on
combat-ready Reserve Forces as the initial and primary
method of augmenting the Active Forces in the event of

mobilization.

The economic rationale for the Total Force Policy is that
a force capable of protecting the national security can
more efficiently be achieved by maintaining a smaller
Active Force and placing greater reliance on part-time

reservists than by maintaining a larger Active Force.
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This is because of higher personnel costs for the active
force. The efficient mix of Active and Reserve Forces

is not fixed, but depends upon both the relative costs
and the relative effectiveness of these forces. Factors
which increase the costs or decrease the effec*iveness

of the reserves relative to the Active Forces indicate
that a shift toward greater reliance on thg Active Forces
would be more efficient; the converse is also true.
Increases in the relative costs or decreases in the rela-
tive effectiveness of the Reserve Forces undermine the

rationale of the Total Force Policy.

The AVF Policy has drastically altered the environment

in which the Active and Reserve Forces compete for man-
power. This has necessitated major changes in recruiting,
personnel management, and compensation for the Active
Forces. That there have been some problems accompanying
these changes should not be surprising, because virtually
the entire experience of our defense leadership had been
under the conscription environment. Indeed, many of the
changes necessary to effect a successful transition to
voluntarism have not yet been made. Foremost among these
are changes in reserve compensation. Several major changes

in compensation were provided for the Active Forces to enabl:
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them to compete in the new environment; two significant
examples are the "all-volunteer indrgase" in the compen-
sation of junior personnel in 1971 and the combat arms
bonus. The Reserve Forces were not provided with any

similar measures specifically designed to enable them

1 They have been ex-

to adapt to the new environment.
pected to adjust from a conscription-based supply of man-
power to a competitive labor market with no new compen-
sation measures provided and no significant cﬁanges to
personnel policies. Therefore, it is not surprising

that reserve manning has emerged as one of the major prob-

lems in the transition to the AVF.

As manning problems in the Reserve Forces came to the
fore, the Defense Department was already trying to cope

with the increasing costs of manpower as a percent of

1 The reserves did benefit from the 1971 increase,
although to a lesser extent than the Active Forces,
but this increase was not specifically designed to
aid reserve manning and was a by-product of the
linkage of reserve pay to active duty basic pay.
Some minor measures have been enacted for the reserves,
such as the extension of Servicemen's Group Life
Insurance, but these, despite expectations,
have had no diccernibtle effect on reserve manning.
The only signi-icant changes specifically designed
to aid reserve manning have been enacted by several
States and pertain only to the National Guard in
those States. Although some of these state-sponsored
measures have merit, they have been generally inadequate
for reasons discussed elsewhere in this Report.
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the total funds available to the Department. For

example, in 1968, when the Viet Nam war was at its

height, there were almost 4% million active and reserve
military personnel. In 1978, there were fewer than 3
million personnel. Despite the one-third decrease in
manpower (in that 11 year period), the payroll and
associated manpower costs have increased more than one-
third. Furthermore, such costs are claiming an increased
share of the total DoD budget at the very time when strong
pressures have reduced the Defense share of the Federal

budget.

The Reserve Compensation System Study (RCSS) was estab-
lishedl (without budgetary assumptions or limitations on
areas to be examined) to recommend changes in reserve
compensation that would enable the Reserve Forces to make
a successful, though belated, transition. The RCSS repre-
sents the first design of a compensation system responsive

to specific problems of the Reserve Forces.

B - LOGICAL FRAMEWORK OF THIS STUDY

The logic underlying the organization of the Reserve Com-
pensation System Study and of this Report has six main

parts.

1 Office of Management and Budget Letter, April 14, 1976. {
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First, the RCSS needed a criterion for evaluating present
reserve compensation and alternatives. The criterion of
cost-effectiveness was set forth in the mandate estab-

lishing the RCSS. (Chapter II.)

Second, the RCSS developed several principles of compen-
sation which were consistent with this criterion, and con-
sidered and rejected several others which were inconsistent.

(Chapter II.)

Third, the RCSS eiamined present manning problems. An
efficient compensation system can be designed only with
reference to the type of force it is to suppprt, not

only in terms of total numbers, but in the distribution
of skills, length of service, and experience. Therefore,
it was necessary to go beyond simple comparisons between
total numbers currently in the Reserve Component inven-
tories, the manpower requirements as expressed by the
services, and the strength authorizations gpproved by

the Congress. Using data provided by the Reserve Compo-
nents themselves, the force structures of each were broken
down into a specific range of characteristics or profiles.
Existing profiles were matched against what each of the
services considered the ideal force makeup to meet cur-

rent and future wartime mobilization needs. This exam-
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ination represents the first such detailed and compre-
hensive approach ever undertaken to identify specific

manpower problems in the Reserve Forces. (Chapter III.)

Fourth, the existing elements of reserve compensation,
tangible and intangible, were identified and examined

to determine whether or not certain elements, or ihe
lack thereof, contributed to specific shortages for each
of the Reserve Components, and/or impeded resolution of

the problems. (Chapter V.)

Fifth, the RCSS presented two alternative

compensation systems designed to enable the Reserve Com-
ponents to build and maintain the kind of force needed
to meet wartime mobilization requirements at minimum
cost. The recommended systems involve adjustments to or
elimination of certain features in existing practices
and incorporates new compensation features and concepts.
The description includes the integration of specific
compensation features in the broader areas of General
Pays, Differential Pays, Deferred Pays, Benefits, and
their related costs. (Chapter VI.) Included is a plan
to implement and administer the new systems. (Chaptey

VII.)
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Sixth, the RCSS also investigated other vital topics
related to Guard/Reserve compensation and mission
effectiveness. For example: compensation of Federal
Civilian employees during annual military training duty,
full-time training and administrative support, and the
motivation of reservists. Our recommendations on these

and other subjects are included. (Chapter VIII.)

The mandate of the Study and the organization of this
Report reflect the emphasis of RCSS on the compensation
needed to maintain the viability of the '"citizen soldier"
idea. There are certainly many non-compensation issue;
that relate to Guard/Reserve effectiveness but these
were not examined in the same detail. These are treated
within the text of tnis Report only to the extent neces-

sary because of their interrelationship with compensation.

The intensive research on the legislative history of
each compensation element, background papers, issue

papers prepared by the Staff, and other supporting docu-

-ments are contained in three separate volumes whose

tables of contents are shown at the end of this Report.
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C - CONSTRAINTS ON SCOPE OF STUDY

A number of limitations or constraints on the scope of
the study, whether self-imposed or considere. beyond
the RCSS mandate by others, should be recognized. Taken

as given weare:

® The nature of the threat to national security
as defined by higher authority.
® The missions of the resp-ctive ReServe Components.
¢ The organization of the Reserve Forces into
seven components.
e The All Volunteer Force and Total Force Policies.
e The manpower requirementsl for each of the com-
ponents as verified by the Office of the Secretary
of Defense.

® Unrefined personnel profile data.

1 Some may question the acceptance of this constraint,
but this was done only after the most careful con-
sideration. The RCSS is well aware of the diffi-
culties inherent in the determination of require-
ments and of the lack of any firm objective basis
for such a determination. It was obvious that if
the RCSS were to become involved in the determina-
tion of requirements or authorizations, it would
not have time to attend to its primary responsibility,
namely compensation.
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CHAPTER II
PRINCIPLES OF COMPENSATION

A - THE CRITIRION OF COST-EFFECTIVENESS

Cost-effectiveness, established as a criterion through
various guidelines furnished the RCSS,1 has been a
major consideration in arriving at our recommendations.
A part of the larger concept of economic efficiency,
cost-effectiveness, as applied to reserve manning, means:
- for a given cost maximize the effectiveness
of the Reserve Forces or, equivalently,
- for a force of given effectiveness, minimize

the cost.

Because we have accepted total requirements and authori-
zations as given, we have employed the latter formulation.
Effectiveness in this context refers not only to the
quantity of manpower, but also to its "quality', that is,

the proper mix of experience, skills, and other personal

1 Letter from the Director, Office of Management and
Budget, to the Secretary of Defense, April 14, 1976.
The "Reserve Compensation System Study Plan,"
approved by the Secretary of Defense on 26 July 1976.
A memorandum from the Assistant Secretary of Defense
(MRAEL) to the Assistant Secretaries of the Army,
Navy, and Air Force, 17 June 1977.
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attributes important to mission performance. A cost-
effective compensation system, therefore, is an .economic-
ally efficient system, i.e., one that pays neither more
nor less than is necessary to attract and retain the
quantity and quality of manpower to achieve reserve mann-

ing goals.

There is some misunderstanding of the distinction be-
tween what is involved in designing a cost-effective
compensation system and designing compensation remedies
to alleviate existing problems. Had the RCSS mandate
called for the design of compensation remedies in the
absence of the cost-effectiveness criterion, the task
would have been greatly simplified but would have neces-
sitated an increase in costs far beyond those existing at
present or estimated by the RCSS to implement its recom-

mendations.

Another point not always understood is that cost-effec-
tiveness can be compatible with either increases or
decreases in total costs; the term is frequently mis-
understood to refer only to cost reductions. As was
noted in Chapter I, our recommended system will in

fact result in an increase in total compensation costs
because we have taken total manpower requirements and
authorizations as given and because we are starting from

a position of substantial manpower shortages in some
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components.1 In this context, designing a cost-effec-

tive system means minimizing these increases in total
compensation by: limiting recommended increases as
specifically as possible to manning problem areas;

and recommending specific decreases wherever possible.

A conpensation system which achicves reserve manning

goals at higher cost than is necessary weakens the economic
rationale for the Total Force Policy and thereby jeopard-

izes its chances of success.

B - PRINCIPLES OF COMPENSATION

The criterion provided definite guidance for the RCSS,
however, next it was necessary to adopt several prin-
ciples consistent with the criterion for specific appli-
cation to reserve compensation.Z The manner in which
these were applied to specific compensation issues will
be evident throughout the Report. We now present a brief

general discussion of these principles.

1 In addition, the components, including those
which are currently meeting total strength authori-
zations, have been able to obtain the mix of personnel
which they consider best. This is discussed in
Chapter 1IV.

2 The principles were presented to, and accepted by,
the RCSS Steering Committee on 30 March 1977.
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e Compensation must be related to the supply and
demand of reserve personnel, not only in the
aggregate, but also by relevant characteristics
of the personnel and their duties, such as skill,

experience, component, and working conditions.

Inability to meet manning goals is often recognized as

an indicator of undercompensation (i.e., of compensation
that does not equate quantity supplied and quantity
demanded), and hence of a system that is not cost-
effective, It is less widely recognized that compensation
which enables all manning goals to be met, but which does
so at a higher cost than necessary, is also indicative of

a system that is not cost-effective.

A few examples of the application of this principle will
be useful at this point. Differing supply conditions
(manning experience) and demand conditions (desired force
profiles?) among components or for different skills within
a8 component, or among different geographic areas, are
likely to require differences in compensation, not only

to avoid shortages, but also to avoid excessive payments.

1 It could be maintained that all the other principles
are implied by this major principle, however, they
are discussed separately *n clucidate our meaning.

2 See Chapter 1v.
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For example, it would be obviously inefficient to raise
the general pay level to alleviate a shortage in a spec-
ific skill which accounts for, say, 10% of the strength

authorization.

Nonfunctional special or incentive pays are inconsistent
with efficient compensation practice. These pays are
awarded for certain assignments or responsibilities, and
they may be nonfunctional for two reasons. First, they
may not be necessary to induce a sufficient number of
qualified individuals to assume the assignments and
responsibilities for which the pay is granted. Second,
they may be awarded to all individuals in a shortage
occupation, but may be so small that they have no appre-

ciable effect upon the shortage.

Compensation elements which are rigidly linked to other
compensation elements, and which change as the element
to which they are linked changes, are generally ineffi-
cient because the changes occur without reference to
manning. There are many such linkages between reserve
compensation and active compensation at present, two of
the major ones being drill pay and reserve retired pay.
A given percentage increase in active force basic pay

may be sufficient for adequate manning of the Active

II-5




Forces, but be totally inadequate for Reserve Forces
manning.1
e The compensation system has the primary purpose
of supporting the force, and a cost-effective
system cannot be designed without a reasonable
specification of the force size and profile
that the system is to support.
The starting point must be a specification of the kinds
of personnel (experience distribution, skill mix, etc.)
wanted for effective mission performance. A level and
structure of compensation.which will efficiently maintain
a predominantly young and unskilled force, with high turn-
over and low retention desired by one Reserve Component
is not simultaneously likely to be efficient for maintain-
ing a more mature, highly skilled force, with loﬁ turnover
and high retention desired by another Reserve Component to
perform its mission. In fact, as we show in Chapter IV,
there are significant differences in the desired profiles

among components and for different skills within a

1 Linkage is discussed in greater detail in Chapters
V and VI. Linkage of reserve to active duty
compensation is particularly inappropriate because
the reserves compete in different labor markets than
the Active Forces, as discussed in Chapter V.
Nevertheless, for reasons explained in Chapter VI,
the RCSS has recommended continued linkage of reserve
pay with active duty pay, but in a modified form
which permits greater flexibility to adjust to mann-
ing problems peculiar to the reserves.
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component. A uniform level and structure of compensation

cannot efficiently achieve these diverse goals, but the

compensation system must be capable of this.

e The compensation system must be flexible enough
to adjust reasonably quickly to changing conditions

of supply and demand.

Even if an optimal level and structure of compensation
could be designed for today's Reserve Forces, it is certain
that this would not be optimal in the future for several
reasons. As the nature of the threat changes and as tech-
nology changes, there will be changes in b;th the desired
quantity and quality of reserve personnel, i.e., changes in
demand. There will also be changes in external economic,
demographic, and attitudinal variables, that is changes

in supply. While it is certain that changes will occur,
the extent of most of these changes cannot accurately be
foreseen. A compensation system can be d;signed which
will accommodate most of these changes, but it must con-
tain flexible elements which can be altered in response

to these changes. A clear implication of this is that no
system in which all or most changes are rigidly linked to
changes in other variables, as is now the case, will be

efficient. An efficient system must include a much wider

scope for managerial judgment based upon manning experience.
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e Manpower costs must be reflected accurately in
the budgets of the individual components so that
compensation costs can guide efficient manpower

management.

More generally, efficient use of Defense resources re-
quires that all costs be accurately reflected in the
budgets of Active and Reserve Components. This is neces-
sary to guide DoD and the services toward making choices
between active and reserve manpower, careerists and non-
careerists, military and civilian manpower, and manpower
and equipment, that contribute most toward national
security. Artificially underpricing or overpricing man-
power (or other resources) is inconsistent with its effi-

cient utilization.

At the present time there are two major causes of under-
pricing both active and reserve manpower. The first is
that certain costs properly chargeable to the individual
components are charged to the budget of DoD or some
other agency. Retirement costs are an example of this;
both active and reserve nondisability retirement costs

are charged to the DoD budget.
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The other major cause of underpricing manpower, more
prevalent for the Active Forces than for the’reserves,
is non-taxable elements of compensation, both in cash
and in-kind. These elements are commonly called "tax
expenditures' because they reduce Treasury revenues

and increase the burden on non-military taxpayers.1

C - EQUITY

Since the beginning of the RCSS a number of compensation
related equity issues have been brought to its attention.

Some are addressed as appropriate throughout this Report.

Equity, or perceptions as to the lack of it, involves
subjective value judgments and provides no analytical
foundation upon which compensation recommendations can

be supported. Cost-effectiveness, on the other hand,

1 Some argue that tax expenditures are not truly costs.
An implication of this argument is that military com-
pensation costs, and indeed all government compensa-
tion costs, could be greatly reduced by making the
compensation of government employees non-taxable and
reducing gross pay. It is also argued that significant
elements of compensation are non-taxable in the pri-
vate sector. This is true; the inerficiencies caused
by the tax structure in the economy generally are
widely recognized. An obvious solution is to limit
non-taxable elements of military compensation to those
available under the Internal Revenue Code to the pri-
vate sector. However, a reasonable argument can be
made that even this solution is inappropriate when

the Federal Government is the employer.
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while difficult to address, is a gpecific criterion

that can be used to bring about decisions in compensation
system design. While a compensation system lannot be
designed on the basis of equity, the RCSS rezognizes

that certain equity considerations cannot be ignored
because of their impact on morale and, in turn, on

recruiting and retention.

It is important that compensation generally Se perceived
as equitable by those it affects. A compensation system
that is widely recognized as inequitable or containing
major inequitable elements is likely to be inefficient
in that it affects recruiting and retention negatively.
It is sometimes assumed that a compensation system that
is inefficient is inherently more equitable than one that

is efficient; the RCSS rejects this unfounded assumption.

Equity issues are subject to widely divergent views.

One person's evaluation of an issue reflects his or her
own subjective value judgments based on a particular
frame of reference and personal experiences. An answer
by one individual to a specific equity question may be
directly opposite to that of another respondent concerned

with the same issue. Occasionally, but rarely, there is

consensus or unanimity on a single equity issue.
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In conclusion, the RCSS views equity as neither a prin-
ciple of compensation nor a major criteribn since no
compensation system can be based solely on subjective
value judgments. It should also be noted, however,

that equity as a motivational factor has been considered
as one element among many in arriving at RCSS conclusions

and recommendations.

i WAREAS W Omseidai.

Based on RCSS experience and judgment of the relative
importance of equity items on recruiting and retention
and overall .impact of proposed compensation system

recommendations, those items forwarded for comment by

the DoD, the various Reserve Force Policy councils and

o5 i

boards, and by individual Guardsmen and Reservists, have

5
5
3
&

been considered where relevant and practical.

Furthermore, some of the major problems and unanticipated !
costs devolving from existing compensation practices have

come about from well-intended responses to pressures in

the cause of.equity. Equity demands typically require a |
reactive, piecemeal response. In contrast, the RCSS i

mission and product is an integrated, cost-effective

system.
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CHAPTER III

RESERVE MANPOWER REQUIREMENTS
AUTHORIZATIONS, AND INVENTORIES

A - FINDINGS

The following are broad findings based on RCSS analyses

of réserve manpower trends between FY 1970 and FY 1977:

® The Reserve Components are experiencing
severe manpower shortages, particularly
since the introduction of the All Volunteer
Force Policy. Estimates of shortages of
personnel to meet full wartime mobilization
requirements during the first 90-180 days
range from 450,000 pretrained to 850,000

people in the aggregate.

Selected Reserve strength dropped almost

180 thousand.
- IRR strengths dropped over one million.

- Standby Reserve strength dropped over two

million.

- Retired Reserve (Title III eligibles
receiving retirement pay) increased to
over 150 thousand end PY 76. Projections

are for annual increases.
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Though wartimekmobilfzation Tequirements
and scenarios have not changed signifi-
cantly, most Reserve Components have been
forced by continued inability to meet
Congressionally authorized strengths to
request and accept lowered authorizations
from the Congress. Authorizations have
been reduced by more than 94,000, The
number of personnel in Reserve Component
inventories has dropped by more than

171, 000.

Reserve Components are unable to identify
full wartime mobilization requirements by
grade, skill, and other significant

factors.

DOD estimates on the availability of
Reserve Forces personnel in the event of
mobilization (Selected 95%, IRR 70%;
Standby Reserve 50%; Retired Reserve 10%)

are suspect.,

Overall shortages are predominantly in
the enlisted, ground component, combat
arms areas.
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Mental category quality of NPS male
enlistees has declined. This does not

appear to be a problem.

Serious critical skill shortages exist in
all components, even those whose short-
falls appear to be within acceptable
ranges. Shortages are in areas directly

related to performance of primary missions,

The Reserve Force is aging and in some
components, already aged. Officers are
considerably older in most ranks than their
active duty counterparts, with the excep-

tion of the USMCR.

Middle grade stagnation is caused by
officers and enlisted personnel kept too long

at senior levels.

All components have disproportionate (and in-
creasingj numbers of officers and enlisted per-
sonnel at the senior levels who are questionable
mobilization resources and whose real function
upon mobilization is suspect. It would

be more efficient to shift compensation
resources to those who would be more vital
mobilization assets.
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There is inconsistency between overall
declines in manpower authorizations, and

the number of senior officer authorizations,
particularly of flag and general officer rank,
that have remained relatively constant. Some
components have more senior officers assigned
to pay positions than called for in military
manpower mobilization requirements. This

cannot be efficient or cost-effective.

Personnel management policies/procedures

are inconsistent among components. The
Reserve Components are not using management
tools currently availalle to select-out offi-
cers/enlisted personnel at senior levels to
create positions/career progression oppor-
tunities for younger officers/enlisted per-

sonnel.

The Reserve Component structures reflect
a preoccupation with maintaining aggre-
gate numbers, however possible, to meet/
get closer to annual strength authoriza-
tions, rather than to resolve specific

manpower problems:
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- Assigning officers of higher grade to
positions calling for more junior officers

(applies particularly to the air components);

- Retaining senior enlisted and officer per-
sonnel onboard to keep overall strenygth

figures up;

- Maintaining non-performers on the rolls
(RCSS has anecdotal evidence that the prac-
tice of "ghosting" exists -- the practice

.of retaining on the rolls of the Selected
Reserve the names of members who do not have
adequate attendance. Although the RCSS did
not have the resources to determine the
extent of this practice, it should be

further investigated).

- Mismatching, whereby individuals possessing
cne skill are assigned to positions calling

for another.

e The technician program contributes signi-
ficantly to the aging force, lack of
; career progression opportunities, and
] middle grade stagnation. In addition, a
significant percentage of USAR techni-
cians are status quo and are, therefore,

III-S
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not mobilization assets. This is not

cost-efféctive.

® Reserve Forces Personnel Management appears to
be geared more to a philcsophy of "oldest best

qualified" rather than '"youngest best qualified."

B - INTRODUCTION

This chap. .oncentrates on requirements, authoriza-
tions, and inventories of the Reserve Forces. The Con-
ress annually authorizes and funds for a strength in
‘ted Reserve less than the requiremeqt,
pPTr. ~* on past, present, and projected manning
levels tor cacn o nt. The RCSS analysis focuses
on certain characteristic. ventories such as

age, grade, critical skill shor.., 1 marning
trends, particularly since implementa. 11

Volunteer Force policy in 1973.

C - MILITARY MANPOWER REQUIREMENTS FOR MOBILIZATION

THE FULL MILITARY
MANPOWER REQUIREMENT

The military manpower requirements for the first 180
days of full mobilization approximates 4 million
individuals. If the level of Active Force personnel
remains constant at the approximately 2.1 million
currently authorized, the balance of this requirement,
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1.9 million, must be met by the Selected Reserve, the
Individual Ready Reserve (IRR), the Standby Reserve,
the Retired rolls, and through new accessions.

PRETRAINED MILITARY MANPOWER
REQUIREMENT - THE RCSS FOCUS

The portion of the Full Mobilization Military Manpower

Requirements, which requires particular attention, is
the portion that must be pretrained at the time mobili-
zation occurs. Providing the personnel to meet the
major portions of this requirement, that which cannot
be met by the active duty personnel inventory at the
time of mobilization, is the responsibility of the
Reserve Forces, utilizing, first, the Selected Reserve,
then the Individual Ready Reserve, followed by other
sources of pretrained personnel. The calculation of
the requirement for pretrained manpower must be made

with caution.

Direct Manpower Requirements - Structure Spaces

The current requirements for the Selected Reserve can
be displayed in numerous ways appropriate for reserve
compensation system evaluation. This section will
portray the requirements for each component in the

aggregate and by grade.
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The following aggregates are to be recognized as the
direct manpower requirements or 'structure spaces’

for the Selected Reserve Components. These requirements
for the Selected Reserve, as projected for FY 1983, are
for all practical purposes, the same as those for FY
1977. There are exceptions where known equipment
changes will occur or organizational structure changes
have been programmed. These changes are of minimal
impact to the aggregate levels and, consequently, have

not been delineated.

FY83 SELECTED RESERVE MANPOWER RBQUIRBMENTS 1

Component Officer Enlisted Total
ARNG 36,591 382,241 418,832
USAR 43,282 217,003 260,285
USNR 19,863 81,266 101,129
USMCR 2,628 34,045 36,673
ANG 12,649 88,527 101,176
USAFR 16,108 46,382 62,490

Total DoD 131,121 849,464 980,58S
USCGR 2,404 13,074 15,478

Total 133,528 862,538 996,063

These total direct manpower requirements are a composite
of the grade structure demands displayed in the following

tables.

i 1 Data provided by the Reserve Components in accordan
‘ with RCSS requests of February 4 and 8, 1977. ce
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SELECTED RESERVE 1
REQUIRED OFFICER GRADE STRUCTURE

Component L] 01/02 03 04 0s 06 07/08 Total
ARNG 6,532 11,34 10,932 . 4,734 2,109 763 197 36,591
USAR 3,683 9,543 14,190 9,656 4,770 1,322 118 43,202
USNR 62§ 3,331 7,850 §,273 1,307 $61 16 19,863
USMCR 282 694 1,182 324 138 34 4 2,620
ANG 0 1,528 $,058 3,516 1,091 501 158 12,649
USAFR 0 1,678 5,820 4,904 2,734 882 123 16,108

Total DOD 11,122 27,995 45,002 20,407 13,049 4,033 613 131,121
USCGR 318 960 693 283 L 1] 59 2 2,404

Totel 11,440 20,955 45,695 28,690 14,030 4,002 613 133,318

SELECTED RESERVE 1
REQUIRED ENLISTED GRADE STRUCTURE

Component 81 E2 E3 Ed4 ES E6 E? ES ) 1) Total
ARNG —— 239,625 ) 79,439 36,606 18,918 6,366 1,287 382,241
USAR 33,923 78,998 45,952 30,213 21,291 §,323 1,308 217,003
USNR 3,277 12,268 24,043 21,267 13,893 5,182 916 420 81,266
USMCR o 12,474—0y 8,283 6,101 3,591 1,762 1,098 $S$ 181 34,045
ANG e 11,598 — ) 25,887 25,534 14,902 7,125 2,542 239 88,527
USAFR 5,595 —y 12,414 13,384 8,329 4,704 —1,916—> 46,382

Total DOD ¢—— 474,486 —————3 189,167 105,705 §3,358  (— 21,740 —p 049,464
USCGR 4,131 5,103 2,012 ¢ 1,028 » 13,074

Totsl —— 178,617 ey 194,270 108,517 ——},134 —————p 062,538

There is little consistency in the specialty structure
of the Reserve Components. The arrays for each compo-
nent are voluminous and complex. Discussion of skill
requirements and personnel shortages will be found in

a later section of this chapter. These specialty
requirements serve as a principal base for differential

pays which are addressed in Chapter VI of this Report.

1 Data provided by the Reserve Components in accordance
with RCSS request, February 4, 1977,
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"Other Pretrained'" Military Personnel Requirements

The process of determining requirements for other pre-
trained miiitary personnel is complex and detailed,
much more so than that for the Selected Reserve.

These requirements fbr pretrained personnel are
necessary in support of authorized Reserve Forces

upon mobilization. The satisfaction of these demands
will provide those resources necessary to fill out

the active and Selrcted Reserve structures by grade
and specialty upon mobilization as these structure
forces are deployed on a time-phased basis. Personnel
in the IRR, Standby, and Retired Reserve, as well as
regular retirees, will not be immediate&y deployable
(as a result of retraining, medical evaluation, etc.).

Therefore, they must be viewed as assets not available

to structure units deploying immediately.

Three recent studies have been concerned with the
requirements for and inventories of the Army an&
Air Force Individual Readx Reserves.l A review and
analysis of the pretrained manpower requirements is

basically the charter of the Minuteman Training Study,

1 Mobilization Manpower Requirements (Army IRR Issue),
ASD (M&RA), October 1976; The USAFR Individual
Mobilization Resource (Vol. 1, The Individual Ready
Reserve); Air Reserve Personnel Center, July 1977;
4 Minuteman Training Study (Individual Ready Reserve
(IRR Issue), ASD (MRA§L), January 1978.
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D - AUTHORIZATIONS

MAXIMUM RESERVE
STRENGTH - STANDING
LEGISLATION

Frequently, there is confusion regarding the terms
"authorization" and "requirement," particularly in

the case of reserve officers, resulting from a lack

of familiarity with the basic laws.l

Grade limitations for each service are found in

10 USC 3219, 5457, 5458, 8219 and 14 USC 772. Grade
limitations are stated as percentages. These grade
authorizations by percentage and number are as

follows:

Titles 10 (sections 3217, 5414, 8217) and 14 (section
772) of the United States Code specify the maximum
authorized strength for reserve officers of the services
- Army, Navy, Marine Corps, Air Force, and Coast Guard.
The number of 150,000 authorized the Navy was reduced
to 129,000 line officers apportioned by the Secretary
of the Navy at the direction of the Congress. Except
as provided by law, a service Secretary cannot pre-
scribe a higher authorized strength. However, the
stated strength is for the maximum number of reserve
commissioned officers in an active status and this
includes all reserve officers on active duty, in the

Ready Reserve (including the National Guard in the
Army and Air Force), and those in the active status
section of the Standby Reserves. Other sections

of these titles also provide the grade authoriza-
tions within the total strength authorized including
reserve general and flag officers. These authoriza-’
tions are regarded as service ceilings for reserve
officers and should not be confused with mobilization
requirements.
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RESERVE OFFICIR GRADE Amxuﬂousl

Army Navy Marine Co?s
Grade ercentage er ercentage mber Fercentage umber

oo 2.0 5,500 1.8 1,938 2.0 490
0-$% 6.0 16,500 7.0 9,030 6.0 1,470
0-4 13.0 35,750 22.0 28,380 12.0 2,940
0-3 35.0 96,250 37.0 47,730 35.0 8,578
0-2 § 0-1 44.0 121,000 32.5 41,929 45.0 11,028
TOTAL 100.0 275.000 100.0 129,000 100.0 24,500
Air Force Coast Guard

Grade Percentage Number Percentage Number

0-6 1.8 3,600 1.8 7%

0-5 4.6 9,200 7.0 350

0-4 14.0 28,000 22.0 1,100

0-3 32.0 64,000 37.0 1,880

0-2 § 0-1 . 47.6 95,200 32,8 3,625

TOTAL 100.0 200,000 100.0 %,000

There is no similar legislation for enlisted personnel.

1 Maximum authorized strengths for general and flag
officers, exclusive of those serving as adjutants
general or assistant adjutants general and those
serving in the National Guard Bureau, are found in
10 USC 3218, 5457, 5458, 8218 and 14 USC 772. The
total for the Reserve Forces is 424,
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ANNUAL CONGRESSIONAL
AUTHORIZATION

The Congress of the United States established the Select-
ed Reserve of the Ready Reserve with the enactment of
legislation cited as the "Reserve Forces Bill of Rights
and Vitalization Act" which was signed into law on
December 1, 1967. The same law established the annual
Congressional authorization of personnel strength of the

Selected Reserve.l

The reserve budgets include more than authorizations

and appropriations for the Selected Reserve.

1 Sec.6. Section 412 of Public Law 86-149, as
amended, is amended by adding at. the end thereof
a new sub-section as follows:
"(c) Beginning with the fiscal year which begins
July 1, 1968, and for each fiscal year thereafter,
the Congress shall authorize the personnel strength
of the Selected Reserve of each Reserve Component
of the Armed Forces; and no funds may be appro-
priated for any fiscal year beginning on or after
such date for the pay and allowances of members of
any Reserve component of the Armed Forces unless the
personnel strength of the Selected Reserve of such
Reserve component for such fiscal year has been
authorized by law."
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The Department of Defense has established the paid
drill strength of the Reserve Components separate from
active strengths and has appropriated funds to pay
members of the Reserve Components for periods of
active duty as well as inactive duty (paid drilil

periods).

The budgeted strengths reflected in the military per-
sonnel appropriations have traditionally been viewed as
the fundamental expression of the military manpower
program. These strengths are reflected in the Presi-

dent's Budget document. Every authorization bill

introduced in the Congress since the passage of PL 91-

441 (1970) has addressed the pudgeted end strengths
and average strengths for Active and Reserve Forces,
respectively, as being reflected in the respective DOD
requests for authorization. Adjustments have been

made by the Congress from those levels.

The active duty authorized end strength and inventories
for end FY 77 are presented in the following table,

along with the percent of authorization attained.
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ACTIVE DUTY END STRENGTH BY .SERVICE
30 September 1977

Congressional

Authorization Attained as
Congressional Less Cadetsé Percent of
Authorizationl Midshipmené Inventory3 Authorized

Army 789,000 784,554 777,317 99.1
Navy 540,600 536,193 525,290 98.0
Marine
Corps "192,000 192,000 191,641 99.8
Air
Force 571,000 566,439 565,918 99.9
Subtotal
DoD 2,092,600 2,079,186 2,060,166 99.1

Coast

Guard 38,918 37,743 37,195 98.5
Total 2,131,518 2,116,929 2,097,361 99.1

The active duty end strengths requested in the Fy 79

Presidential Budget Submission are:
REQUESTED END STRENGTHS

Army 75%7;%0 7$¥T;%0
Navy 532,324 §21,700
Marine Corps 191,500 190,000
Air Force 570,800 565,600
Coast Guard 37,391 37,368

1 PL 94-361 and PL 94-406 (Coast Guard).

2 PFY 1979 President's Budget Submission (Army - 4,446,
Navy - 4,407, Air Force - 4,561 Cadets/Midshipmen).

3 FY 77 Column of FY 79 President's Budget Submission
(less Cadets and Midshipmen).
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The following table depicts the Selected Reserve
strength authorizations for FY 1977 and FY 1978 .and the

requested strength for FY 1979 by component.

STRENGTH AUTHORIZATIONS - SELECTED RESERVE

Component FY 771 Fy 782 PY 793
ARNG 390,000 382,000 368,500
USAR 212,400 211,300 200,600
USNR 96,500 87,000 51,400
USMCR 33,498 32,400 33,500
ANG 93,347 92,500 92,900
USAFR 51,954 52,000 54,000
USCGR 11,700 11,700 11,700

889,399 868,900 812,600

The Selected Reserve portion of the reserve personnel
budgets of the Reserve Components includes strength and
funds requested for all personnel assigned to the Training/
Pay Categories A,B,C,F, and P as designated in DOD
Directive 1215.6. Training/Pay Category M is also

included in the Selected Reserve but has no personnel

currently assigned.‘

1 :L 94-361, FY 77 DOD Appropriation Authorization

ct.

PL 95-79, FY 78 DOD Appropriation Authorization Act.

FY 79 Presidential Budget Submission (Paid Drill

Training).

4 '"Uniform Training/Pay Categories Within the Reserve
Components," DOD Directive 1215.6, V Bl, p 4,
January 31, 1974, as amended PFebruary 19, 1978,

(7. ¥ N
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AUTHORIZATION AS
DISTINGUISHED FROM
REQUIREMENTS

The term "authorized strength," for purposes of this
Report, refers to the personnel strength of the
Selected Reserve which is authorized and funded
annually by the Congress. The term 'requirement'
refers to that number of personnel determined by the
services and OSD as necessary to perform their

missions.

E - PERSONNEL INVENTORIES

ASSIGNED STRENGTHS

The inventories of those forces that are most critical
upon mobilization as of September 30, 1977, are in the

following table.
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INVENTORY OF MILITARY PERSONNEL
30 SEPTEMBER 1977

Service/ 1 Selectedz 2

Component Active Reserve IRR Total

Army 777,317 777,317
ARNG 354,706 354,706
USAR 189,420 160,127 349,547

Navy 525,290 $25,290
USNR 90,243 106,087 196,330

Marine Corps 191,641 191,641
USMCR 30,951 45,277 76,228

Air Force 565,918 $65,918
ANG 91,840 91,840
USAFR 50,389 63,674 114,063

Total DOD 2,060,16c 807,549 375,165 3,242,880

Coast Guard 37,186 37,186
USCGR 11,605 8,079 19,684

Total Armed
Forces 2,097,352 819,154 383,244 3,299,750

1 Cadets and Midshipmen excluded. FY 77 Actual
Column of the FY 79 Presidential Budget Submissionec.
2 Official Guard and Roserve Manpower Statistics,
RCCPDS, DASD(RA), September 30, 1977, Coast Guard
figures provided by the Department of Transportation.
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AVAILABLE -STRENGTHS

Department of Defense policy specifies a mobilization
availability factor for each type of personnel required.
The availability factors, or show rates, are Active
Forces 100%, Selected Reserve 95%, IRR 70%, Standby
Reserve 50%, and ketired Reserve 10%. In applying

these availability factors it must be recognized that:

+.sthe planned show rate: are esti-
mates and that further validation
could result in adjustments to the
planned show rates either as

increases or decreases. To date, most
of the effort by the Department of
Defense has been to assure that the
planned show rates are aghievable
under full mobilization.

Application of the availability factors to the assigned
strengths on the previous table yields a show rate of

currently available military personnel on the following
table. When the total expected personnel of 3.1 million

is compared to the full mobilization requirement of

about 4.0 million, a shortage of some 850,000 becomes

apparent,

1 OASD (M&RA), Manpower Mobilization Requirements
(Army IRR Issue), October 1976, p 4-1.
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TOTAL MILITARY PERSONNEL AVAILABLE!
30 September 1977

Service/
Component

Army
ARNG
USAR

Navy
USNR

Marine Corps
USMCR

Air Force
ANG
USAFR

Total DOD

Coast Guard
USCGR

Total Armed
Forces

Selected
Active Reserve IRR Total
777,317 1,406,326
336,971
179,949 112,089
525,290 685,282
85,731 74,261
191,641 252,738
29,403 31,694
565,918 745,608
87,248
47,870 44,572
2,060%}66 767,172 262,616 3,089,954
37,186 53,866
11,025 5,655
2,097,352 778,197 268,271 3,143,820

The Air Force IRR Study concludes, howvever, that:

Unlike the volunteer members of the Selected
Reserve, the majority of individuals in the
IRR &re not required by law or DOD direc-
tives to maintain a state of readiness for

.mobilization.

This results in their prac-

tical availability being sometime after

M+30.

As presently structured by law and DOD
directives, the IRR is primarily a sustain-
ment filler resource and is not a reliable

1 As adjusted by assumed availability factors:
Active 100%, Selected Reserve 95%, IRR 70%.




and responsive filler resource for units
programmed to deploy immediately
following mobilization. The study indi-
cates that potentially 50% could be
available by M+60 and 69% by M+90.
The IRR has the potential for filling
69-78% of the current Selected Reserve
vacancies by M+90., However, the decline
in Active Force manpower requirements is
reflected in the decreased size and
changing composition of the IRR, making
total'reliance on this resource pro-
blematic.

Applying the USAFR study availability factor to the

total IRR would increase the shortages of available

personnel.

On the other hand, the Minuteman Training Study,

using the Army '"Total Army Projected Mobilization
Availability Rates' (PROMAR), which displays

officer and enlisted personnel show rates separately,
estimates that officers in the Selected Reserve would

be 95% available on M-Day while only 41% in the IRR
would be available on M+30 with 82% available by M+60.
For the enlisted personnel 85% of the Selected Reserve
would be available on M-Day while those in the IRR would
show only 378 by K+30 and 75% by M+60.2

1 The USAFR Individual Mobilization Resource, p iii.
2 Minuteman Training Study, p 11-8.
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The Minuteman Training Study concluded that, under the
most optimistic conditions, and that, under present
programs projected through FY 1983, each of the services
(including the Coast Guard) will be adversely affected
by a shortfall in pretrained personnel at some point
during the first six months of a full mobilization even
if a reactivated Selective Service System succeeds in

delivering 100,000 draftees by M+60. The maximum gross

shortfall for all services, officer and enlisted, is

estimated to be between 450,000 and 500,000,

For example; this shortfall is most acute in the case
of the Army with an estimated maximum shortage of
between 25,000 and 35,000 officers; between 190,000
and 240,000 enlisted personnel. These Army shortages
are primarily in the combat arms. In the case of the
Army, these projected shortfalls will continue to
exist. This shortfall is due primarily to the antici-
pated continued decline in the strengths of both
officer and enlisted personnel in the IRR and in the

Standby Reserve.l

[
!

1 1Ibid., pp 2-3.
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COMPARISON OF REQUIRED,
AUTHORIZED, AND ASSIGNED
STRENGTH OF THE SELECTED
RESERVE

Most of the components met or exceeded 90% of their
authorized strength in terms of numbers of personnel.
When compared to the FY 78 structure requirement,
however, the percent fill is much lower. This, of
course, is without regard to grade/skill requirements
and qualifications and i3 the critical factor because
it is the structure requirement that represents the
number of personnel needed omn M-Day.

COMPARISON  AYUTWORIZED AND ASSIGNED
STRENGTH SELBUyED RESERVE, FY 1977

(000's)
FY 77 - END PERCENT

CONGRESSIONAL STRENGTH OF

AUTHORIZATION FY 77 FILL
ARNG 390.0 354.7 90.9
USAR 212.4 189.4 89.2
USNR 96. 5 90. 2 93.5
USMCR 33.5 31.0 92,5
ANG 93.3 91.8 98.4
USAFR 52.0 50. 4 96. 9
USCGR 11.7 11.6 99.1
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COMPARISON OF STRUCTURE REQUIREMENT
‘AND FY 77 END STRENGTH SELECTED RESERVE

(000's)
FY 78 PERCENT OF FILL OF
STRUCTURE END FY 7 FY 78 STRUCTURE
REQUIREMENT1 STRENGTH REQUIREMENT

ARNG 431,3 354.7 82.2
USAR 267.1 189.4 70.9
USNR 101.1 90.2 89.2
USMCR 37.2 31.0 83.3
ANG 100.5 91.8 91.3
USAFR 56.6 50.4 89.0
USCGR 15.5 11,6 74.8

Assuming the current DOD availability factors are valid
(and ther> are reasons to believe they may be over-

stated), it is clear that the numbers of Selected

Reservists who would actually be available for
mobilization would be 5% fewer than assigned. The
picture becomes more disturbing when one realizes
that gross figures mask critical shortages in certain
key skills and specialties. These are discussed

later in this Report.

1 All requirements from "Manpower Requirements Report
for FY 1978" except Navy and Coast Guard.

2 Official Guard and Reserve Manpower Statistics,
RCCPDS, DASD(RA), September 30, 1977. Coast Guard
figures provided by the Department of Transportation.
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It is recognized that factors beyond the control of
the Reserve Components have had a dramatic impact on

the size of the Ready Reserve.

During the period since adoption of the Total Force,
both as concept and policy, the Department of Defense
has placed greater reliance on the Reserve Components.
However, of the forces considered available for early
utilization (active duty and Ready Reserve), the active
percentage of the total has increased as shown in the

following tables.

STRENGTH TRENDS

From the previous data in this Chapter it is evident
that insufficient pretrained military personnel are
currently available to meet the full mobilization
manpower requirements. The degree to which the services
are able to satisfy wartime requirements is not only
contingent upon the requirement determination factors
previously discussed but, additionally, there are
inventory influencing factors such as accession
policies, Selective Service implementation, availa-
bility rates, and usability of skills, which bear on
the ability of each service to respond to a full

mobilization.

Since FY 1970, the basic trend in Selected, Individual
Ready Reserve and Standby Reserve strengths has been a

decrease in manning.
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DOD MILITARY PERSONNEL STRENGTH
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When the Reserve Component strengths are viewed since
1956, after the close of the Korean War, covering'the_
era of peacetime draft, considerable variations in the
strengths of the Reserve Forces both by reserve cate-

gory as well as Reserve Component will be noted.'

I111-26




Summary THOURAMCE
Stnnqth L1000 |—
Of The
Reserve
Components
(Not On
"Active Duty)

Total DOD
By
Reserve
Category
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Strength Trends  ™ouwsancs
Of The
Reserve
Components
(Not On
Active Duty) !

Total

Al
Reserve
Categories

!V“l?.l-l"- -lln--nnnunnnnn nm®ean

1 Reserve Forces Manpower Charts, September 30, 1977,
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SELECTED RESERVE

Though the strength of the Selected Reserve has
decreased over the past twenty years it has varied only
about 10 percentage points as a percent of the total

DOD military marpower.

(AC of Sopt 30 PEACENT
Each Year)
Total
Selected
Reserve
As A
Percent Of
Total DOD
Military “r
Manpower’ !
1 [ [ 1 1 1 1 1 1 | L1 L1 1

.
R WD YR T WE WY W D M 107Y 1072 1072 10N W7 1906 WT WN?

WOTE  VOTAL OO0 WLITARY MANPOWER - ACTIVE PORCES PLUB TOTAL READY B 5 AR

1 Reserve Forces Manpower Charts, September 30, 1977.
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Selected
Reserve
Strength

Total DOD

Since 1970, however, accessions, particularly of non-

1 234

em
[ 1} 1]

V234

123 411 23 4

1iid

v 23 4

|

[AALL

(AL 1L

FY1902) [AALIL)

FY 1978

FY 1978

v

[AAL1L

(AR L]

CONGAESSIONAL FLOOA

prior service personnel, have declined.

Actual

Selected Reserve annual accessions dropped from approxi-

mately 263,000 in FY 70 to 189,000 in FY 73 and

recovered thereafter.

vice (NPS/PS) mix has changed considerably during the

period.

The proportion of NPS accessions declined

steadily through FY 74, increasing during FY 75 to

FY 7T and declining during FY 77.

The non-prior service/prior ser-

1 Reserve Forces Manpower Charts, September 30, 1977,

Ty

I11-29

-



Selected
Reserve
Accessions 1
Total DOD
100
[ ]
©
40 b=
0 P
o L 1 4 1 1 N 1
FY frn FY Y2 N Y e FYT?TS FY S ‘YT YY"
SHATHEMATICALLY ADAJSTED FOR TRANGITION PERIDD
"3 AS OF SEPTEMBER 20, /977

Congressionally-authorized Selected Reserve annual
average strengths dropped from approximately 982,500
in FY 70 to 887,200 in FY 77, Actual reductions began
with FY 74 authorized strengths (the first complete

fiscal year in an All Volunteer Force environment).

1 Reserve Forces Manpower Charts, September 30, 1977.
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The following table indicates a decrease in total
authorizations and strengths since FY 70, The percent
of fill of authorized strengths for each FY i; also
included, However, there are differences between the
components., While the inventory of the ARNG has

decreased the authorizations have remained virtually

.constant. The USAR has dropped in both. The ANG and

USAFR have increased in both strengths and authoriza-
tions and are virtuélly meeting their strength

authorizations. Generally, the authorized strengths

have been reduced because of inability to reach

approved manning levels.

The import of these decreases is significant when
it is realized that very little has changed in the

Reserve Mobilization Requirement.
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The decline in total Selected Reserve strength since

FY 71 has been composed exclusively of enlisted

personnel. Although enlisted strength has declined,
officer strength actually increased during the same

period.

Strength Trends  "ousancs
Of The e
Reserve
Components |-
(ANO: o% yL }"
ctive Duty - “’.\_/_/W
o |- \\'“\—uwo
- Selected ®a f
Reserve = _\/\ —
(Total N
Paid Drill) s

A NN ROMBUECEER N ITRAMAEART T RRABN

1 Reserve Forces Manpower Charts, September 30, 1977.
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Losses of personnel have significantly exceeded gains
during Fiscal Years 1975 through 1977 as shown by a

quarterly breakout.

Net Gains 8.4%
And Losses To a0 f ]
The Selected oo -
Reserve By 1 vk
Fiscal Quarter 4 ‘ 2782
- 2.000 |-
TotalDOD 5| L) .
1.000 -
500 |
o] N
aom |
358 ST 8208
12.000 -
™ 44,000 -
i L i -
30.000 - 0006 L_
vas Jasfam]en]unlan]am]an] n [vo]aorfsmlan] 1o

In summary, though there has been some variation but no
overall decrease in full mobilization manpower require-
ments, both Congressionally authorized and total
Selected Reserve strengths have declined since FY 1970,
but with strengths decreasing more and at a faster rate.
Authorizations have decreased 94.3 thousand while

inventories have declined 171.3 thousand. The entire

1 Reserve Forces Manpower Charts, September 30, 1977.
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dccrease is accounted for by declining enlisted person-

nel inventories.

A summary of the Reserve Component senior officers
strength (0-5 through 0-8) foullows. The summary

includes the current strength of each component, the
Selected Reserve requirement, the number of officers
assigned to the T/P categories of the Ready Reserve,
average age of the active and Ready Reserve officers in
that grade and the minimum costs for those assigned a pay
status ($86,443,233). This cost is without consideration
of such items as manda?s, school tours, special boards,
etc., that drive these costs upward. Trends in

manning of the senior officers have remained relative-

ly stable but increased in some components as_wi]l

be seen in the next section of this Chapter. An
examination of this summary presents the reader with

some interesting questions as to cost, ability to
mobilize, and number of senior officers in reference

to force size, particularly the numbers of general/

flag officers.
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RVE COMPONENT SENIOR OPFICERS
(SALIENT STATISTICS)

Average
Btr. Assigned Age
omporent  (000) QOrade Requiremsnt A B ¢ D N ety Astive NC Qogt  Total Cost
7] 69 4 &5 $2.0 %6,2 3Buh5
ARNG 390 36 1 109 109 9.0 %2.3
caL 851 838 838 .2 .9 h87967h
e W9 1993 1993 k2.8 6.3 951582 15,457,017
nc 37 30 2 32 520 55,9 23143
vsan? 22,4 36 67 53 12 €5 k30  si.k  3708c0
coL . 1355 1389 2026 13 M5 47.2  50.2 10898209
LIC W23 3470 3038 T 6508 4.8 5.3 20217456 31,717,758
RADN(U 48 2 U U 20 53.5 %6.5, 3T
USNR 96,5 RADM(L 8 2 15 25 &m 2.5 612
CAP? 561 Lh3 221 1564 2228 8 47,7 339uM16
OOR 2309 1786 862 2uk 5892 4.6 2.2 11139086 14,628,418
Mo 5 - 5
UICR 33.5 B S 3 1 L ‘511 %05 8580
caL L73 42 32¢ 367 87,5 6.8  2uA566
L 88s 207 Sx7  Tb 2.2 k2,6 9882118 1,241,364
MAJ GEN 153 23 23 5 55,6 17363
axc2 93.3 BAIG EN 6 8 &o 31 ne
coL 499 %8 %8 k6.9 50.8 2142864
1T COL 1857 1758 1758 0 M6.5 8332692 11,113,963
MAJ GEN 2 2 1 a 3 .9 103%9
vsarnd®  51.9  BRIG GEN 50 10 ¥ " 9 53 ”} 205265
coL 855 155 53 3 763 9 “9.9 2499036
LT coL 2136 024 3242 WT 935 ,m 83.0 46,6 0653078 11,400,848
UsCaR 1.7 AN 2 ; 2 ».0 r% s
CAP? i 8.1 &9,
CMOR 3 ,3 m ﬁ s W3 N600 803,445
® Based oa suthorized ADT and IDT for each T/P Category: A - umw-l—-uua;c-umu;n T
ADT. lacludes last loagevity iscresse for each pay

;Wmﬂ in Mo Gea A, Mmﬁ.’“
a 1ise ml
3MMMI.MT/PMIA.I“ D are assigned agaiast the required positiocss.
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A table presenting the ratio of general and flag

officers of the Reserve Components to the Selected

Reserve

follows.

Component
ARNG
USAR
USNR
USMCR
ANG
USAFR
USCGR

strengths of each component for FY 70 and FY 77

30 Jun 70

Selected

Reserve

Strength Ratio

* (000 GO's GO to S/R STR
409 154 .37:1000
256 99 .39:1000
128 45 .35:1000
4 ¢ 7 .17:1000
90 78 .87:1000
50 DATA NOT AVAILABLE
15 2 .13:1000

® Data as of FY 72
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RATIO OF GRNERAL/FLAG OFFICER STRENGTHS
TO SBLECTED RESERVB STRENGTHS
30 September 1977

30 Sep 77

Selected
Reserve
Strength
(ooof GO's
364 154
189 102
90 45
31 9
92 (1]
s0 10
12 2

Go..::°SIl STR
.42:1000
.54:1000
.50:1000
«29:1000
.91:1000

1.40:1000
.16:1000



INDIVIDUAL READY RESERVE (IRR)

The strength of the IRR has declined drascically since
FY 72-3. The strength of the IRR fluctuates according
to the personnel policies of the Active Forces as well

as those of the Reserve Forces.

STANDBY RESERVE

Strength of this portion of the reserves has also
declined as the components have screened more rigorously
in order to eliminate those who for many reasons would
not be mobilization resources. The Standby Reserve
population also reflects the policies of Active Forces
and Ready Reserve. What occurs in these two categories

impacts dramatically on the Standby Reserve.

RETIRED RESERVE

The personnel policies of both the Active Forces and
Reserve Components have caused a dramatic increase in
the strength of the Retired Reserve, except for the

USMCR.
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The following tables indicate the trends in strength

»

of the IRR, the Standby, and the Retired Reserves of

all services.

Strength
Trends

Of The
Reserve
Components
(Not On
Active Duty) 1

individual
Ready

Reserve
(IRR)

o
0™ | "pmpspmm oy I S o gupe

-

“r-..'
- ad "‘"

’-.-i.i-"

FYSS 57 0 B @ 6 G2 K 6 0 068/ B B NN NININIENIT B B OHM

1

Reserve Forces Manpower Charts, September 30, 1977.
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Strength
Trends

Of The
Reserve
Components
(Not On
Active Duty) 1

Stand-By
Reserve

Strength Trends  Trousanos
Of The il
Reserve
Components @ -
{Not On

Active Duty)l

Retired
Reserve*

U S BNOHROKU BSOS ONTINIHNRENITTIT D BN

*NOTE  IMCLUDES ACTIVE DUTY AND INALTIVE DUTY RESERVE RTTINGESS

1 Reserve Forces Manpower Charts, September 30, 1977,

I11-40




F - CHARACTERISTICS OF SELECTED RESERVE PERSONNEL

GENERAL

This section is focused on certain characteristics of
the present inventories that have significance in the
personnel management and compensation areas. Several
tables and graphs are presented which describe

certain general characteristics of the Selected Reserve.
A more specific discussion of these personnel factors

within the various components follows.

Age and Grade Profiles of the Present Inventcry

In the presentation of data regarding the age and grades
of both officer and enlisted personnel, tables were
prepared which were reflective of single component,
service and DoD inventories. In the USA and USAF pay
grade charts the technician forces in that grade are
also included. The median ages for each group
charted as well as the population of the group are
included. The charts indicate:
¢ Grade stagnation and career progression problems
as shown by the extreme spread of some grades
over 20-30 years in both officer and enlisted
personnel, particularly where the percentages
in each age group are about the same through-

out 20-25 years;
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e The detrimental impact from low turnover of
the technician force on promotion flow,
particularly in the later years, and upon

immediate mobilization capability;

o The older median age for the Reserve Components
than the active, except for the Marine Corps
(this causes one to question the capability

of this age group as a mobilization asset);

e In the case of the Naval Reserve, the same
problem exists even though no technician force
is there to influence the age profile, indica-
ting a lack of effectiveness in either manage-

ment or screening boards;

e Management of Reserve personnel age profiles
varies from one component and service to
another although the Marine Corps appears to
desire to maintain the age profile of its

Reserve Force exactly like the Active Force.
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Age

The age distribution of the Selected Reserve is one

measure of its experience and vitality,

Total DOD

Age

Distribution

Of The
Selected
Reserve 1

OFFICERS * ENLISTED®

AGE NUMBER PERCENT NUMSER PERCENT
20 & UNDER - 2 . "
242y 7 L1} 7.8% =
»x 0,80 ne 70.008 ne
nx» T ne " s
%4 nm ”2 “un kL)
AR ", ne o2 .
Dgdied ‘o 7] n a
1 5% un 2 7m "
6 80 150 Y} ) »
s aover n N " :

“UNKNOWNS EXCLUDED -

A3 OF MIPTEMSEN X0, 1977

It is significant to note that as of 30 September 1977,

almost 25% of the officers were older than 41, as were

12.8% of enlisted reservists.

zation assets, then it is not cost effective to keep

them in the Reserve Force.

As will be illustrated later, median age and grade

differ considerably among the Reserve Components and

between thz Selected Reserve, IRR, and the Active

Forces of the same service.

1 Reserve Forces Manpower Charts, September 30, 1977
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Years of Service

Length of service is another measurable characteristic

that relates to experience and effectiveness.

Total DOD

Years Of
Service
Distribution
Of The
Selected
Reserve 1

vg;us OFFICERS ENLISTED
SERVICE
NUMBER PEACENT NUMBER " PERCENT
UNDER ¢ .59 L V) 313401 [ ¢
810 n.38 ne man .3
" 25.000 n? [ -1 [ 1]
N 123472 7"e nse 4
n»n nn "e asn [N )
%% o 3 nen 22
nn 200 24 m )
MAOVER @ A " .
ToraL mm .,

‘UNKNOWNS ARE NOT INCLUDED

AS OF SEPTEMRER 30 1977

1 Reserve Forces Manpower Charts, September 30, 1977,
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Grade Distribution

The grade distribution of the Selected Reserve, officer,
warrant officer and enlisted, as o 30 September 1977,

does not include the Coast Guard Reserve.

Total DOD OFFICERS WARRANT OFFICE RS ENLISTED
{12 6% OF TOTAL) (1.4% OF TOTAL) 185.9% OF TOTAL)
GRADE | NUMBER |PERCENT| | GRADE | NUMBER | PERCENT| | GRADE | NumMBER PERCENT
Grade
[ ) 463 (3] w 1,900 00 [ 4] 40,984 (Y ]
Distribution
Of The o 4,003 use L 4080 «®o 1] 4 (3]
Selected
1 . 3 39,081 »3 [ ;] 2042 a2 [ 3] nms wse
Reserve
o
[} .78 %] L] 1708 ne [ 1] 1,19 ns
[ 3 12,982 121 [ ] M ne
[ ] 083 0 " 9,700 “e
” =7 3 [ 4] < 52.004 18
™ w ' - nen Y]
- » an ]

NOTE  UNKNOWNS NOY COUNTED

AS OF RIPTIMAFR X0 1977

1 Reserve Forces Manpower Charts, September 30, 1977
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Female Participation

Women compriséd only 0.4 percent of the total Selected
Reserve strengths in FY 71. As of the end of FY 77
women assigned equaled 6.1 percent of the Selected
Reserve strength. A substantial proportion of NPS
accessions are now female. In FY 77, 17.2 percent

were female (12,259).

Participation . Fyion | rvaer2 | evien3 | Fvaene | evaers | eviere | Evar | eviem
In The z e n 2 " am | e 030 | vesm | 2
Selected f( PERCENT 0 ) R 2 1. 26 9 t 1)
Reserve By
a
Component < [T A 1 207 | oom | wemr | wem | wam | 2
4l rencent 4 X ) (8] 20 , 1. (1} " "4
woween [ 1,207 1.008 100 181 200 200 an am
Fema|e Emmnv k) |3 13 1.4 21 n LU 43
R » " " n » - " ”ns
PEACENT 2 2 3 E ) 1.2 .. 14 3
nowsen [ 00 o o 1m 2 un s s
PERCINT (] ? 1.9 . 4 [V [ 8]
a .
- 100 130 v [ am am a0 e
sencent| 19 22 a0 2 . 2 'Y} Y]
noween | 2730 o 200 2 | nm | mm | awm | am
PERCENT 4 3 ) 1.4 LT . [ 8] [ )

AS OF SEPTEMBER X0, 1977

1 Reserve Forces Manpower Charts, September 30, 1977.
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Blacks

Blacks made up 1.7 percent of total Selected Reserve
strength in FY 71,.climbing to 13.8 percent of Selected
Reserve strength by end FY 77. The number and percent-
age of black NPS accessions have risen since FY 71,
from 1.8 percent of total NPS accessions to 27.8
percent of total accessions in FY 77. The percentage
of black NPS accessions doubled each year between FY 71

and FY 74 and has averaged over 27 percent since then.

Participation Fvion | evigrz | ev1993 | ey rera | kviers | Fvagre | vt | eviem
in The
voveen | 409 2.0 12.000 nm | nss ne0 | e 51,001
Selected eencEnt 12 20 32 e 12 106 " us
Reserve By
Componen x
omponent R oveen | 5,000 L 12,00 10008 | 209 neon | e n.m
"': PERCENT 22 29 (Y] 12 "1 "s "®1 "7
Black nowsen | 2000 m o 2008 e .20 .40 8.8
PERCENT 20 30 38 34 (X ] [ ¥ L X ] [ 1)
nomen | 1402 3 e 200 on am sm 5%
PERCENT 2 14 126 1"e (7R ) A ¥ "0 1.0

NUMBER (] 1.8 1,041 12704 ane 4,398 43573 .30
PEACENT 10 14 20 X ] 38 40 .0 [ X

" NUMBER 1,292 L 155 018 M 4,000 . 8,004
] PERCENT 28 13 a2 | U (8} i 8 "3 "e

nuwsta | 17,908 nm n% §2,038 20,204 920,337 ".3m ALK
PERCENT " 29 2 | 1] 78 ws "4 130

' SEPTEMBER 30, 1977

1 Reserve Forces Manpower Charts, September 30, 1977,
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Mental Category

The mix of male personnel by mental category is considered
extremely important by the services. Since 1970 there has
been a significant decrease in the number of NPS male acces-
sions who are in the higher mental categories I and II.
Category‘III accessions have increased from one-third of
the total accessions in FY 70 to almost two-thirds in FY 77.
Categories IV and V have fluctuated from 4.4 percent to
13.7 percent of the total accessions from FY 70 to FY 77.
Mental Category data for NPS females and PS males and
females are not available for the entire Selected Reserve.

TOTAL SELECTED RESERVE
NPS MALE ACCESSIONS BY MENTAL CATEGORY1

MENTAL _MENTAL [ wentaL MENTAL
CATEGORY | CATEGOAY CATEGOAY i) CATEGORY V-V
nomsen[rencent] [vumsenfrencent| [wumeen frencent] [wumsenlpencent
Fvro | avee | 1a amn | « me | me us |
YN 17.200 73 @00 "ne pa¥ G p=ts) ane a9
Fyn wmn e nm an 0,000 na a4 (1]
FY 73 a1 e nes ne . 3} .00 "o
FY 74 L7 LY ] 1001 »s L3 ae wrs na
FY TS \r 0 nm 22 nne (&) 0.0t »e
FY e e 1] 12508 ne t 8 ] [C 2] 490 3
v Y m | 2 am | w we | w um | me
sy n L ] nen w2 2,000 L ) Lr nr
‘UNKNOWNS NOT COUNTED
**SOURCE-ACCPOS
AS OF SEPTEMSER 20, 1977

1 Reserve Forces Manpower Charts, September 30, 1977.
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Educational Attainment

Lo

There has been a significant change in the educational

achievement level of new male NPS accessions into the

Selected Reserve since FY 70.

The percentages of non-

high school and college populations have reversed them-

selves since FY 70 with the high school graduates group

remaining relatively constant throughout the period.

TOTAL SELECTED RESERVE

NPS MALE ACCESSIONS BY EDUCATIONAL ATTAINMENT!

NON H. S, GRADS H.S. GRADS .g{gggzﬁ‘m
NUMBER PERCENT NUMBER PERCENT NUMBER PERCENT

FY 70 w1 87 ne «s nam "3
(127} 790 1] «“.m 1) 1) (1)
Y nm "e =0 “s N ns
'Y T3 wusn ne 2,041 @3 12008 ns
Fv 7 nen “s wew »e awm s
(214, nm @t nwe «I s [ 3]
FY e a2 L) nw «a’ e [ 1)
**fY T 2.9 ne amn "y [__] [ ()
sy M 0 "e nen ns am as

¢ UNKNOWNS NOT COUNTED

AS OF SEPTEMBER 20, 1977

1 Reserve Forces Manpower Charts, September 30, 1977.

IIT-49



Personnel Assigned to Career Management Fields

In seeking knowledge to verify the need fof differential
pays, particularly specialty bonuses, the RCSS requested
information from the Reserve Components concerning require-
ments, inventory, percent of fill, and skills

down to unit levels. The results, captured for the

first time in one report, identify precisely specific

shortages by grade, specialty, and location.

The Reserve Components were asked to provide information
on their requirements for personnel by grade and specialty,
personnel assigned to meet.lhese specific requirements,
and the drill location. By identifying the individual
whose primary specialty was not required in his particular

unit, the magnitude of the mismatch of personnel with the

unit requirements could be measured.

The Air National Guard and the Air Force Reserve reported
no such mismatches of personnel from their selection
process. Because of time constraints RCSS accepted that

determination.

The Navel Reserve claimed its assignment policy resulted in
few members in the mismatch category. The RCSS was unable

to determine whether this was the result of either poor
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quality data or stringent assignment criteria. It appears
that the data may be incomplete since the Navy was in the

process of implementing the Reserve Unit Manpower Authoriza-
tion System (RUMAS) portion of Project Readiness coinci-

dental with the development of the RCSS data reports.

The Army Guard, the Army Reserve, and the Marine Corps
Reserve provided satisfactory data with which to work.
Selected analyses for each Reserve Component follow in

the discussion of the respective forces.

Summarz

In summary, both Congressionally-authorized and actual
total Selected Reserve strengths have dropped since FY 70,
but the actual strength has decreased more and at a

faster rate. The entire decrease is accounted for by
declining enlisted personnel inventories. The proportions
of blacks and women in the Selected Reserve have increased
almost seven and thirteen-fold respectively. Black NPS
and female accessions as a percentage of total accessions
have grown at even faster rates. Taken together, blacks
and women accounted for over 50 percent of NPS accessions

in FY 75, almost 50 percent in FY 76,

o,
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over 50 percent in the transition quarter and 45 percent
in FY 77. The mental category and educational levels

of NPS male recruits have declined considerably since

FY 70. The quality of PS males as well as both NPS

and PS females is far superior to that of NPS males.

Not only is there a general shortage of personnel to

meet either the authorized or required manning levels,
there are significant deficiencies in many critical skill
areas as well as serious mismatches that are not yet

fully identified.
ARMY NATIONAL GUARD

The Congressionally authorized strengths for the ARNG
have remained relatively stable during the past eight
fiscal years ranging from 390 to 403 thousand except for
FY 74 when it was 379,000. The inventory has declined
from over 400,000 to 354,706 in the Selected Reserve
(10,700 in the IRR) on September 30, 1977. Officer
strength has increased over 13% while the enlisted
strength has decreased. Actual annual accessions
dropped from 122,000 in FY 70 to 65,588 in FY 71.
Accessions have fluctuated but increased to 108,481

in FY 76 and 103,987 in FY 77. The most drastic change
has been in the NPS/PS mix of new accessions during the
period from 85/15 in FY 70 to 27/73 in FY 74, with
change to 42/58 in FY 77.
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Age, Grade and YOS. In analyzing the age and grade
profiles of the ARNG on December 31, 1976, it was found

that for the officer grades 0-4 to 0-6 the median age
was some 5 years beyond that of the active duty force.
The age spread in some grades in the ARNG is over 30
years. In several grades the percentage of the total in
a given year group is approximately the same for a
period of 20 years. The technician program makes up a
significant portion of personnel, both officer and
enlisted, over 50 years of age. This situation may be
attributed to the waiver authority provided certain
technicians in 10 USC 3848. Two of the age by grade
profiles of the Army follow. They indicate the
differences existing between all three components of the
Army (with a further profile of the USAR, including the
Selected Reserve and IRR, and including the technician

forces of both Reserve Forces).
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For each of the components, the displays of the distribu-
tion of officers by total years federal commissioned
service (TY FCS) and the distribution of enlisted per;
sonnel by years of service (PEBD) for each component are
as of March 31, 1975, and September 30, 1977. Some
changes in the distribution of officers have occurred

in this 2% year period. In ARNG there has been a
decrease in personnel in the 30 year and over category
though 102 0-5 ;nd 161 0-6 officers are still assigned.
A hump still exists in the z0 to 25 year group. The
distribution of enlisted personnel, when analyzed

alone with the age and grade charts, indicate problems
of career progression and grade stagnation for ARNG

and all components in grades E-6 through E-9,

Career Management Fields. Army National Guard enlisted

shortages in personnel approximate 23% of the total
requirement. The Combat Arms represent, from the

standpoint of numbers, the major portion of the shortages,
While the numbers are largest in the Infantry-Armor
career fields, the shortage of 28,394 represents a

deficiency - £ 30%, whereas the shortfall in Field
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Artillery skills, while less than half that of the
Infantry-Armor (13,665) represents 38% of the total
requirement of that career management field. The Combat
Engineer shortage falls in between at slightly in

excess of 31% of the total, or 7,843 personnel.

In the telecommunications field the shortage of 5,393
represents approximately 48% of the total required
while the medical specialties deficiency of 5,462
represents some 32% of the number of Guardsmen needed.
Those critical fields with the largest number of

shortages are included in the following table.

APHY NATIONAL GUARD
ENLISTED STRENGTH SHORTAGES®
SELECTED CAREER MANAGEMEMT FIELDS

T OF REQ/
CAREER MANAGEMENT FIELD _RE_O 1L\ SHORTAGES SHORTAGES
TotaL Arny NATIONAL GuARD 382,241 294,670 87,571 232
11 - Maneuver Compar A 9,254 65,860 28,3041 308
13 - FIEW ARTILLERY 3,655 21,990 13,6651 38
12 - Compat ENGINEER 24,387 17,144 7,843 m
91 - MepicaL 16,841 11,379 5,462 71
72 - TeLecom 1,277 5,884 5,393 482
95 - Law ENFORCEMENT 15,559 1,428 4,131 2
36 - Wine/ControL OFFice
MAINTENANCE 13,777 9,868 3,909 28
51 - GeweraL Encineer 14,171 10,882 3,289 2
52 - Power Propuction 6,361 3,245 3,116 492
16 - ADA 5,265 3,088 2,157 411

® As Or 28 Feanuany 1977

1 Of the total shortage of 87,571 personnel in the
ARNG enlisted force, 45,216 (52% of the total.) are
in the combat arms, i.e., Infantry, Armor, Field
Artillery and Air Defense Artillery.
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While the discussion to this point has been devoted to
shortages, there are career management fields in the.
Army National Guard in which there are excess personnel.
Food Service has a surplus of 2,518 with a total require-
ment of 15,335. Administration, with 16,523 assigned,

is 107 over and, with an additional 1,440 being converted
from a mismatch of skills, the excess becomes 1,547,
Mechanical Maintenance has a combined surplus, including

the mismatch, of 484 Guardsmen.

Summary. Army National Guard authorizations have
remained relatively stable since FY 70. Strength has
decreased, particularly since FY 75. The decrease has
been entirely in enlisted personnel. The proportions
of women and blacks have grown immensely. The propor-
tion of blacks continues to increase while female
accessions have declined since FY 75. Together, blacks
and females accounted for 40.1 percent of all ARNG
accessions in FY 77, Educational levels, particularly

for NPS male accessions, have drastically declined.

Grade stagnation is present in the higher enlisted grades.
There are significant skill shortages, especially in the
combat arms. The technician program influences the grade,
age, and years-of-service profile of the ARNG significantly.
Senior officer manning has remained about the same over

the past eight years despite overall strength decline,
Some serious personnel management decisions lie ahead.
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ARMY RESERVE

Congressionally authorized annual average strengths for

the Army Reserve (USAR) dropped from 256,000 in FY 70
to 212,000 in FY 77. Authorized strengths regmained
relatively constant during the FY 70-73 period,
averaging 259,000; in FY 74 the authorized strength
dropped to 233,000, in FY 76 to 219,000, and in FY 77
to 212,000,

Actual USAR annual strengths decreased from 257,000

in FY 70 to 189,420 at the end of FY 77, As was the
case with the Army National Guard, the entire decrease
has been in enlisted strength, Army Reserve officer
strength increased by over 9 percent while enlisted
strength decreased by almost 30 percent. Accessions
have varied from 38,204 in FY 70 to 60,017 in FY 75
and were 52,766 in FY 77, The NPS/PS mix changed from
79/21 in FY 70 to 23/77 in FY 77. There are a large

number of E-6 personnel in every year group from 5 to 26.

Age, Grade, and YOS. Analyses of charts, using

the selected sample which is included in the ARNG section,
reveals a median age differential of over four years between

the active duty and Selected Reserve officers and an
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additional 1 to 2 years in the IRR. Officer technicians
are not given waivers as in the ARNG. 0-S's and 0-6's
are generally out of the Selected Reserve by the end of
28th and 30th years of TFCS respectively. Promotion stag-
nation and ggneral career progression are problems in the

USAR Selected Reserve.

Career Management Fields. The United States Army Reserve

shortages represent approximately 30% of the total enlisted

requirements. The larger, critical career management

fields are represented on the following table. How-
ever, some of the specialties, though not requiring
large numbers of individuals are critical in successful
mission performance. For example, the Power Production
and Chemical career management fields are short 1,658
and 1,680, respectively, and these are approximately
56% of those personnel necessary. There are others
similarly short, where the total required is not too
significant, such as Topographic Engineering which needs
858 and has 429, Air Defense Artillery, which has a
requirement for 181 with a shortfall of 120, has one-
third of the positions vacant and Aviation, a career
management field which has a requirement of 2,405, has
998 assigned, or a shortage of 59% of the skilled
manpower needed upon mobilization, Other fields have

similar shortages.
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ARY RESERVE
ENLISTED STRENGTH SHORTAGES®
SELECTED CAREER MANAGEMENT FIELDS

% OF REQ/
CAREER MANAGEMENT RIELD REQ NV SHORTAGES SHORTAGES
TotaL Anmy Rese™E 217,003 152,353 64,650 302
9 - Mepierb 21,347 14,004 7,343 343
76 = SuerLy AnD Service 25,546 18,204 7,342 2N
51 - GenEraL Engineer 15,264 8,842 6,422 421
11 - Maneuven Comat Amis 20,833 15,188 5,645 n
64 - TRANSPORTATION 14,609 9,908 4,701 322
12 - CompaT ENGINEER 9,199 4,830 4,369 47z
13 - F1ELD ARTILLERY 5,871 2,865 3,0061 513
72 - TeLecom 5,249 2,807 2,442 ]
67 = AVIATION 2,45 998 1,467 602
98 - EW/Cavrro 1,202 800 842 682

® As Or 28 Fesruany 1977

There is no career management field in the Army Reserve
with excess personnel assigned, though the Food Service
career field has only a 9 percent (1;131) shortage, and
the Exceptional Management Specialties career field has
less than a 2% shortage needed to meet the requirement.
This field includes Command Sergeants Major, Club Mana-

gers, and Race Relations /Equal Opportunity Specialists.

Summary. In summary, authorized Army Reserve strengths
were stable during FY 70-73 and thereafter began a
continuous decline. Stréngth has declined steadily

since FY 71 and at a greater rate than authorized average

i strength, The decrease has been entirely in the

1 Of the total shortage of 64,650 enlisted personnel
in the USAR, 8,687 (13%) are in the combat arms
(including 36 in ADA).

ITI-61




enlisted ranks. Women and blacks form a higher propor-
tion of USAR strength than any other Selected Reserve
component; the proportion of both among NPS accessions
is extremely high and that of blacks is still climbing.
Mental categories and educational trends follow the
pattern of the Army National Guard. NPS male accession
quality is down greatly from FY 70. While the quality
of PS males and NPS and PS females is much greater than
that of NPS males, women are more qualified than men in
both categories. The senior officer inventory has

increased though overall strength has declined.

Promotion stagnation and problems of career progression
exist in the upper enlisted ranks. Serious shortages in

critical skill areas exist in the Army Reserve.

Army Reserve,

NAVAL RESERVE

Authorized strength of the Naval Reserve (USNR) remained
constant at 129,000 during FY 70-73, and dropped
steadily thereafter to 56,500 in FY 77, Actual USNR
strength declined from 127,000 in FY 70 to 90,243 at

the end of FY 77, USNR strength fluctuated between
123,000 and 128,000 during FY 70-73, and thereafter
began a steady decline. Most of this decline has been
in enlisted strength, although Naval Reserve officer

strength has also dropped during the period. Actual
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USNR annual accessions between FY 70 and 77 show a pat-
tern considerably different from that of the Army Reserve
Components. Total accessions increased from 44,000 in FY
70 and 69,243 in FY 71 to 82,236 in FY 72, dropped back
to 45,000 in FY 73, and thereafter declined at a more
moderate rate to 25,534 in FY 77. As most Naval Reserve
accessions have always been prior service personnel,

most of which had been returns from the USNR "2 x 6" pro-
gram (providing for two years of active duty followed

by three or four years in the Naval Selected Reserve),
the NPS/PS mix during this period was overwhelmingly
composed of PS personnel. Only in FY 73, when the NPS/
PS mix was 43/57, did the proportion of NPS personnel

rise above 18 percent. In FY 77 the mix was 9/91.

Age, Grade, and YOS Distribution, The median age of the

USNR 0-6 personnel is one year older than the Active Force,
and the IRR is two years older. A much larger proportion of
those in the IRR is over 50 years of age and a number
remain to age 61, while none remain in the Selected

Reserve beyond age 58. The USNR had less than half the
number of officers in the 28 to 30 year group on Septem-

Wer 77 than were present on 31 March 1975, The grade of
0-4 had a 23 year spread in the Selected Reserve at the

end of FY 77, No significant management problems appear

in the officer force. There is present in the enlisted
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force a problem of career proggfssions and promotion
stagnation at both the E-¢\ and E<7 grades, even though
the USNR has nc technician force, Grade E-7 has about
the same proportion of personnel in each age group from
30 to 56. More personnel are in the 30 and over year

groups than in FY 75 with E-5's present over a 30 year

span.

U.S. NAVY - AGE BY GPADE PROFILE - E-7

31 DEC 1976
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Career Management Fields. The Navy deyeloped and

implemented a new and dramatically diffeirent system to
express the requirements for and manning of the Naval
Reserve during 1977. In addition, the Navy has mobili-
zation requirements which can be met by any one of
several ratings and/or any ore 0f -several pay grtde;

and others in which the mobilization requirement can

only be met by someone who possesses a specific specialty
identifier at a precise skill level which has resulted

from specific training or experience.

As previously indicated: the analysis of the Naval
Reserve data has been complicated by complexity of the
new system and the timing of the RCSS data request.
There are several manning situations which demonstrate
this situation. The Operations Specialist fOS) rating
indicated a requirement for 2,288 with 1,458 on board,

a 64% of fill., However, only 54% of the 0S billets were
"actually filled. The reverse circumstance occurs in
the Electronic Warfare (EW) rating where there is a
requirement for 279 and only 39 on board, a 14% of fill,
In this case 32% of the billets were filled. In the
case of Quartermasters (QM) the requirement is for 942,
there were 1,057 on board (112% of £ill) but only 69%
of the QM billets were filled. These examples demon-

strate that a different type of analysis is necessary
A !

vy
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for the Naval Reserve since the circumstances above
could be the. result of either the partial implementation
of their '"cross assignment'" policy, or the -filling of

a requirement stated for one rating with an acceptable

horizontal (rating) substitution.

Summary. In summary, Naval Reserve authorized strengtts
were stable during FY 70-73 and declined substantially
thereafter. Actual strength followed the same pattern,
Most, but not all, of the USNR strength decrease is
attributable to smaller numbers of enlisted personnel,
As in all other Selected Reserve Components, the number
of women and black personnel in the Naval Reserve and
their share o% annual accessions have incregsed since
FY 70, Mental category levels of NPS male Naval Reserve
recruits have dropped moderately since FY 70, Educa-
tional levels dropped somewhat during FY 73-74 but have
since recovered to almost FY 70 levels. A wide gap
between NPS male accessions and all othér categories

in terms of educational level does not exist in the
USNR, NPS females are only slightly more educated

than NPS males, and both are of substantially higher
quality than PS males and females. All four categories,
however, are of a high educational caliber, with low
percentages of non-high school graduates. No signifi-

cant changes have occurred in senior officer manning
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despite decline in strengths and the flag officer line/

staff ratio should be questioned.

MARINE CORPS RESERVE

Annual strengths of the Marine Corps Reserve (USMCR)
have dropped from approximately 49,500 in FY 70 to
33,500 in FY 77, Actual strength declined from 49,000
in FY 70 to 30,951 on September 30, 1977. Unlike those
other components in which actual strength declined
after FY 70, the bulk of the drop in USMCR strgngth
came between FY 71 and 73, when actual strength
declined from 47,000 to 35,000, After FY 73, the
decline was more gradual. However, the UéMCR strength
increased to 30,951 by 30 September 1977, Although
Marine Corps Reserve officer strength declined during
the period (the only substantial decrease in officer
strength undergone by any Selected Reserve Component
studied), enlisted strength declined by an even greater
percentage. Actual USMCR annual accessions followed
no recognizable trends. The accessions in FY 77 were
higher than in any year since FY 72 (14,849). The NPS/
PS mix also shows no coasistent pattern. It was 75/2§

in FY 70, however, in FY 77 the mix changed to 55/48.,
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Age, Grade, and YOS. The age by grade as well
as YOS for both officers and enlisted personnel of the

USMCR follow closely that of the Active Force in the
Selected Reserve and the IRR,

U.S. MARINE CORPS - AGE BY GRADE PROFILE - 0-6 (COLONEL)

31 DEC 1976
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Career Management Fields. The current mobilization manpower
LN
requirements of the Marine Corps Reserve are for 33,183

enlisted personnel. As of 31 December 1976 the USMCR

was 9,549 short of this requirement.

The principal shortfall is in Infantry specialties, with

a requirement of 8,728 and 5,509 assigned, or-a 37% short-
age. Artillery, requiring 1,692, has a shortfall of 777
persons (46% shortage). Tank and Amphibious specialties

are manned 54% below the requirement of 1,273. There is

a shortage of only 268 Engineers (12%) to meet the wartime
requirement. The combat arms of the USMCR, with a mobiliza-
tion requirement of 13,966 (42% ot the total enlisted require-

ment), have 52% of the shortages.

Other specialties, which support the combat elements are

also short of personnel, such as: Operational Communications
which lacks 1,604 (40%) of 4.034 required; Aircraft Main-
tenance (F/W) falls short of the 1,608 required by 460 (29%);
Aviation Ordnance, with 130 assigned, is 62% short; Avionics
is short 54% of 823 required; and Electronic Maintenance

(Ms1/Avn Systoms) is 209 personnel short of 297 required.

There are :rjecialties in which there are overages, Motor
Transport wi:i a requirement of 5,134 has 3,497 assigned.
Supply specialties exceed the requirement, and others such
as Training and Training Aids, Photography, and Military |
Police, all «f which have relatively small requirements,

exceed the number of required personnel.
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MARINE CORPS RESFRVE
ENLISTED STRENGTH SHORTAGES*
SELECTED CAREER MANAGEMENT FIELDS

CAREER MANAGE- $ OF RBQ/
MENT FIELD REQ INV SHORTAGES SHORTAGES
Total USMCR 33,183 23,634 9,549 29%

03 Infantry 8,728 5,509 3,219 37%

04 Logistics 295 132 163 55%

08 Artillery 1,692 915 777 46%

13 Engineer 2,277 2,015 268 12%

18 Tank § 1,273 591 682 54%
Amphibious

21 Ordnance 723 461 262 36%

25 Operational 4,034 2,430 1,604 40%
Communications

28 Telécommun- 735 258 477 65%
ications Main-

tenance

60 Aircraft Main-1,608 1,148 460 29%
tenance (F/W)

66 Avionics 823 381 442 54%

* As of 31 December 1976
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Summary. Authorized Marine Corps Reserve strengths
dropped steadily from FY 70 to FY 76; since then a -
slight increase in authorized strength has taken place,
Proportionally, USMCR strength has dropped more than
that of any other Selected Reserve Component. Although
the USMCR decreased its officer strength by 21 percent,
enlisted strength has decreased by almost double that
percentage. Actual USMCR annual accessions seem to be
devoid of plottable trends. The USMCR has moved rela-
tively slowly to increase the proportion of women in its
ranks. The number and percentage of black Marine
reservists is subsz?ntial and growing rapidYy. The
mental category 1e§e1 of USMCR male NPS recruits has
fluctuated widely since 1970. Educational levels have

also fluctuated from year to year.

Officers and senior non-commissioned officers are
gererally limited to three consecutive years in the
Selected Reserve and are transferred to the IRR
pending a new opportunity in the Selected Reserve.
The purpose is to give a broader number of persons

avperience in the Selected Reserve.

In the 30 December 1976 inventory there were more
colonels in the Ready Reserve than would be required
under Full Mobilization of Military Manpower Require-

ments. (This was corrected in March 1978.)
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AIR NATIONAL GUARD
The authorized strength of the ANG increased from 86,600

in FY 70 to 93,300 in FY 77. The actual strength
increased from 90;000 to 91,840 during the period,

Accessions, both non-prior and prior service enlisted

personnel, have varied from 8,887 in FY 70 to 15,641 in
FY 77. The NPS/PS mix changed from 55/45 to 25/7S

during the period.

Age, Grade, and YOS, The age of ANG officers in grades
0-4 through 0-6 average 4 to S5 years older than their
active duty counterparts. Over the past three years
there has been a significant reduction of officers in
the 30 years of service and over. There are still many
0-5 and 0-6 personnel in this YOS bracket. As with the
ARNG, the ANG does have the waiver provisions of 10

USC 8848 which permit certain technicians to remain to

55 or 60 years of age, regardless of TYFCS, for the purpose
of Civil Service retirement eligibility., The technicians
dominate the 0-6 force, particularly in the ages of 52-
60 years. A significant hump of officers are found in
the 19 to 24 year groups. Many of the officers in the
grade of 0-5 are filling lower grade positions. Age

span for these officers is from 35 to 59,
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There has been an increase in the number of enlisted
personnel in the 30 YOS and over category since

March 31, 1975. There is a large hump in the 20 to 26
year groups and, with the retention of E-6 and E-7 per-
sonnel from the 6th and 9th YOS to beyond 30 years..
Career progression grade stagnation.problems are present,

particularly for the non-technician Guardsmen,

U.S. AIR FORCE - AGE BY GRADE PROFILE - 0-6 (COLONEL)
31 DEC 1976
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Career Management Fields. The ANG, as a component, is

short approximately 12%, or a total of 10,560 personnel,
to fill force structure spaces., Selected Career Manage-

ment Field shortages are displayed in the following

table.
AIR NATIONAL GUARD
ENLISTED STRENGTH SHORTAGES®
SELECTED CAREER MANAGEMENT FIELDS
I OF REQ/

CAREER MANAGEMENT FIELD fEG 1] SHORTAGES SHORTAGES
TotaL AIr NaTioNAL Guamp 86,984 76,424 10,560 : 122
11 - Aircrew OPERATIONS 1,286 1,067, 219 1
27 = Commanp ConTROL SYSTENS

OPERATIONS 2,643 2,255 388 152
29 - CommunicaTION OPERATIONS 3,854 2,848 1,006 262
30 - Commanp ErecTronic SvsTEMs 6,457 5,136 1,21 20%
46 - MuniTIONS AND WEAPONS

MAINTENANCE . 3,506 2,607 899 263
81 - Securtry PoLice 4,060 3,420 649 162
63 - FueLs 1,991 1,518 473 243
36 - Wire Command SvsTEm 2,659 2,233 026 16X
60 = TRANSPORTATION 2,659 2,160 439 193
62 - Foop Service 2,667 1,%8 859 321

® As Or 31 Decemer 1976

Aircraft Systems Maintenance, including metalworking,
and Aircraft Maintenance are two critical career

fields, but based on present manning, with a 5% and 2%
shortage of Guardsmen, respectively, represent no signi-
ficant.shortage at this time. While each is important,
the mission of the Air Guard can be fulfilled despite
shortages of 28% and 19{, respectivelye in the
Sanitation and Transportation career fields.,
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There are career fields, within the Air National Guard,
which are fully or overmanned, including the Medical
CMF, (a situation unique to this Reserve Component),
Procurement, Computer Systems, Accounting and Finance,

Audit, Management Analysis, and Dental,

sary. Both authorized and actual strengths of the
Jir National Guard have risen since FY 70, Actual ANG
accession trends were fairly stable. Officer and
enlisted personnel are older than the Active Force.
The age and years of service are significantly influenced
by the technician force, which also produces grade
stagnation and provides the non-technician with
little career opportunity. Women and blacks showed
virtually an identically moderate rate of growth in the
ANG, Women accessions into the Air National Guard are not

of appreciably higher mental category or educational

level than men. The mental category levels of ANG male
NPS recruits has changed only slightly. Average
educational attainment has declined far less than in
almost all other Reserve Components. Mental category and
educational 1evels'for NPS males, NPS females, PS males,
and PS females were substantially the same over the
period, unlike most other components. There are some

crifical skill shortages even thougﬁ the component is

II1-75



manned close to its authorization. Analysis of the
force indicates that these shortages will continue and

are likely to increase if present trends continue.

-

AIR FORCE RESERVE

Authorized strengths of the USAFR increased slightly
FY 70 to FY 77, During this period the authorizations
fluctuated from a low of 48,000 to a high of 53,600.
Actual strength has fluctuated since FY 70 and was
50,389 at end FY 77. The NPS/PS mix in FY 70 was
52/47, with the NPS percentage reaching a low of 9/91
in FY 74, and was 19/81 in FY 77,

Age, Grade,and YOS. Median age by grade profiles of

the officers of the USAFR average in the Selected
Reserve about 4 years over that of the Active Force.
In the higher grades the technicians do not influence
the profile as they do in the ANG, Since the Teserve

technicians cannot maintain their military status after
they have reached maximum TFCS, but become what is known
as status quo, the USAFR technicians do not remain in
the military structure as long as their Guard counter-
parts. A very significant reduction in the number of
officers in the 30 YOS and over group has been made

i since March 31, 1975, There is an extremely large
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group of 0-4 to 0-6 officers in the 21 to 27 year group.
Many of the 0-5's are filling positions that call for
0-3 graded officers. A very serious problem of
replacement will occur within the present FYDP period
if action is not taken soon. Some of the problems of
career progression and grade stagnation have been
corrected, though a larger nuuber,of enlisted personnel
are now in the 30 YOS and over category. A larger
number of NPS personnel was being retained through

the 4th YOS in FY 77 than in FY 75,

Career Management Fields. The United States Air Force

Reserve Selected Reserve has an overall 15% shortage,
having 34,019 enlisted personnel assigned against a
total requirement of 40,000, The Aircrew Operations
career field, with a requirement of 2,922 and 2,361
assigned, lacks 561 or approximately 19% of the
reservists needed. The Munitions and Weapons Mainte-
nance career field has a shortage of over 21%, lacking
176 of the 823 required. The combination of these two
vital specialties can well render the force incapable

of meeting its mission.

The Aircraft Maintenance career field is another sensi-
tive specialty which is 21% short of meeting its total

requirement of 6,939 personnel.
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The manning shortage existing in these and other
selected Career Management Fields are in the next table.
Career fields which meet or exceed regyuirements are
numerous and include Audio-Visual, Weather, Wire
Communications, Systems Maintenance and Supply Services.
Computer Systems, Supply, Management Analysis, Educa-

tion and Training, Administration, Information, and

Dental.
AIR FORCE RESERVE
EXLISTED STRENGTH SHORTAGES®
SELECTED CAREER MANAGEMENT FIELDS
3 OF REQ/
CAREER MANAGEMENT FIELD REQ v SHORTAGES SHORTAGE'S
TotaL Air Force Resenve 40,000 34,019 5,981 157
11 - AIrcRew OPERATIONS 2,922 2,361 561 192
32 - Avionics Svstems 2,157 1,877 280 1
42 - Atncrart SvsTems MnTeEnance 4,176 3.A477 699 n
43 - Arcrart MaInTENANCE 5,706 4,033 .23 22
86 - MuwiTions AnD Nearons
NaInTERANCE 3 647 176 212
57 - Fine ProTECTION 979 7 200 20%
56 - SanitaTion 259 174 85 1)
60 - TransroRTATION 6,581 5,285 1,29% 202
39 - MainTenance Manasement Svsten 280 183 57 b0 4
90 & 91 - MedicaL » 3,284 2,855 W9 L)

® As Or 31 Decermen 1970

Summary. Both authorizations and strengths of the
USAFR have fluctuated relatively little during FY 70-77.
t Women and blacks have substantially increased membership

in the Selected Reserve. As in the case of the ANG,
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women in the USAFR do not have higher mental category or
educational levels than men. There are critical skill
shortages in the USAFR, which coupled with the older

0-5 crewmen, will likely increase during the coming

five years if corrective action is not initiated
immediately. Also the number of general officers in

relation to force size is subject to question.

COAST GUARD RESERVE

The Congressionally authorized strengths of the USCGR
have decreased from 17,500 in FY 70 to 11,700 in FY 77,
The component is authorized to man only to 75 percent

of its structure requirements of 15,500. Manning levels
have been over the authorizations since FY 73, Data

are not available for the USCGR for FY 70 or FY 71 for
many of the characteristics discussed. The NPS/PS mix
for enlisted personnel accessions for FY 77 was 45/55
(845 NPS, 1,033 PS).1 There is no available information

regarding age by grade, YOS distribution, mental category,

intelligence level, or educational attainment 6f the

Selected Reserve of the USCGR.

Career Management Fields. The Coast Guard has developed

the Full Mobilization Military Manpower Requirements

for the USCGR by grade and specialty., It is the only

1 Data not available for FY 70,
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Reserve Component for which these requirements have been
developed. The requirement for enlisted men in this
case is 19,611 with 10,549 assigned on December 31,
1976. The table below indicates the total number of
personnel shortages and the required, inventory and
shortage in certain specialties.

_ US COAST GUARD RESERVE

ENLISTED STRENGTH SHORTAGES!
SELECTED CAREER MANAGEMENT FIELDS

CAREER FIELD REQ INV ~ SHORTAGES ' § OF TOTAL
TOTAL US COAST |

GUARD RESERVE 19,611 . 10,549 9,062 46.2
"BOATSWAIN MATE 2,082 1,397 685 32.9
RADAR MAN 211 97 114 54,0
GUNNER'S MATE 312 103 209 66.9
MACHINERY TECH 2,465 1,486 979 39,7
SUBSISTENCE SPEC 471 230 241 51.2
RADIOMAN 643 220 423 65.8
PORT SECURITYMAN 3,057 2,086 971 31.8
INVESTIGATOR 428 4 424 99.1
SEAMAN/FIREMAN 6,919 1,366 . 5,553 80.3

1 As of 31 December 1976

The Coast Guard Reserve exceeds the requirements for
personnel in several fields including Electrician's Mate,

Damage Control Man, and Storekeeper.
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Summary. Overall manning in the USCGR has exceeded ‘the
Congressional aPthorized "floor" since FY 73. So
little data are available even for the last Fiscal Year
that few comparisons can be made. Women and blacks are
becoming a significant po;tion of the USCGR strength
(10.4% in FY 77). There are a number of critical

skill shortages in both the structure requirement as
well as the full mobilization requirement. There are
also overages in the total number of officers required

for either purpose.

G - ADDITIONAL COMMENTS

The Wartime Manpower Requirements system should, where
possible, rigorously define the requirements to be

filled by the Reserve Forces. The Department should:

e Use identical assumptions in all DOD memo-
randa so that consistent guidance will be

provided the Services;

® Include the Coast Guard and Coast Guard

] Reserve in the process;

® Specify a breakdown of officer and enlisted

personnel requirements by grade and specialties;

o Identify the role of the Selected Service System

in fil}ing any early personnel requirements;
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e Maintain appropriate relationship between
the number of senior officers and number
of enlisted personnel (especially in view
of the steep decline in the number of

enlisted reservists);

¢ Give greater attention to reducing the
opportunities for senior reservists to
accumulate retirement points after
attaining Title III eligibility--thereby
helping to control future pension liabil-

ities.
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CHAPTER IV
PERSONNEL PROFILE ANALYSES

A - FINDINGS

The following findings are based on an evaluation of
variances between actual personnel inventories as pro-
vided by the Reserve Components and the objective per-
sonnel profiles of the Selected Reserve. The RCSS
acknowledges that variances between the current inven-
tories and objective personnel profiles are at a single
point in time and result from personnel policy and force
management during an extended period when clearly
defined Reserve Forces objectives were absent and
specific goals difficult to define. Furthermore, the
RCSS recognizes that assumptions underlying the develop-
ment of projected profiles are based on FY 77 exper-

iences with respect to continuation rates and accessions.

In general, analyses by the RCSS of the personnel ,
management systems of the Reserve Components, partially
presented in the previo#s Chpter, have concentrated on
those elements interrelated with the compensation

system. As changes ocopy §p ¢tfe compensation system or

the personnel management system corresponding changes
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must be made ‘in the other. The RCSS has found that for
attainment of the objective personﬁél profile goals,
developed by the components as part of their personnel
management plans, legal and DOD policy changes are
required. For attainment of the officer goals, enact-
ment of certain portions of ROPMA are needed, and for
the enlisted personnel profile goals, changes in pro-

curement, retention, and promotion policies are

necessary.

Before dealing with the situation in each component, in
detail, we will discuss the overall situation for
officers and then for enlisted. Throughout this Chapter
it is important to keep in mind that, for purposes of
this Study -- and this particular analysis, RCSS
accepted the objective profiles as submitted by the

Reserve Components.

OFFICERS

While comparisons of current inventories with the

1 reveal no

Selected Reserve mobilization requirements
significant shortages in officer strengths in the aggre-
gate, each of the components is experiencing problems

within officer forces that are related to structure

1 Officer requirements are generally 100% authorized
by the components.
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instability, high turnover rates, too few non-prior ser-
vice personnel and/or imbalances in accessions and
losses, and years-of-service (YOS)/grade distributions,
as shown in the multi-dimensional views by component

presented in this Chapter.

Shortages/Overages

e Officer shortages ranged from a high of
2,600 in the Naval Reserve to a low of 761

in the Coast Guard Reserve.1

e Shortages were concentrated in the 1-6
year group, particularly in the Naval

Reserve, Army Guard, and Army Reserve.

o Excesses occurred generally in the 6-12,
21-30 and 31+ year groups and are highly
significant in the Army Guard in the 8-12,

2 in the Air

21-30, and 31+ year groups;
Force Reserve in the 21-30 year group>
and in tihe Air National Guard in the 31+
year group.” Army Reserve, Naval Reserve

and Air National Guard overages in the

Not all officer data are available for USMCR.

69% of the total number of Army Guard officers in the
31+ year group are technicians,

6% technicians.

81% technicians.

S e
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21-30 year groups were less dramatic.

The Coast Guard showed a slight shortage.
The Naval Reserve, Army Reserve, and Air
Force Reserve showed relatively slight

officer overages in the 31+ year groups.

e Most components experience large short-
ages in 0O-1s., The problem was sreatest in
the Army Reserve (1,954 in Troop Program
units) and  the Army Guard (1,200). All
components were short in grades 0-1 through
0-3. The Naval Reserve shortfall was the
greatest (4,000), followed by the Ai;
National Guard (1,800). The Naval Reserve
had overages in 0-4s (1,500) and, to lesser
degrees, overages in 0-5 and 0-6 grades.
Moderate overages existed in ARNG O-4s,
while Marine Corps Reserve overages were
high (190). O0-4 shortages were mosg drama-
tic in the Army Reserve (924), the Air
National Guard (491), and the Coast Guard
Reserve (242). Air Force Reserve 0-4

shortages were insignificant (92).
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e The Air National Guard had the most signif-
icant 0-5 overages (760), followed by the
Air Force Reserve (479), the Naval Reserve
(350), and the Marine Corps Reserve (44).
The Army Reserve was short 463. Shortages
were minor in the Army Guard and the Coast
Guard. The Air National Guard, the Army
Reserve, and the Naval Reserve also had the
greatest 0-6 overages. Overages in other
components were slight, except for the
Marine Corps where the 0-6 requirement and
the inventory are roughly equal in the

Selected Reserve.

e The Air Force Reserve and the Coast Guard
are the only components achieving desired
officer non-career/career mixes (those
completing initial military service obliga-
tion vs. officers with over six years). The
force in the aggregate is older than desired,
particularly in the Naval Reserve and to
lesser extents, the Army Reserve and the

Air National Guard.

Accessions

e Overall NPS officer accessions are less
than desired, particularly in the Army

Guard and Army Reserve. All components
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are having to place too much dependence
on PS personnel to maintain aggregate

strengths and to offset NPS shortages.

- PS accessions are particularly
high in the Army Reserve (almost
.equal to the number of NPS short-
ages), the Naval Reserve, and Air

Force Reserve.

- None of the components is
achieving the desired NPS/PS
officer accession ratios., The pro-
blem is most serious in the Army
Reserve (desired: 30/70; actual

6/94).

= All components are short in PS
officer accessions in the 1-6 year

group.

= All components are generally over
in PS accessions (lateral entries)
beyond six years, though some small
PS service shortages exist in cer-

tain year groups.
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Losses

- PS officer accessions are not
achieved in desired year groups,
and are particularly excéssive in
high middle and senior year groups
(numbers, grade, and length of
service). This practice contri-
butes to an olde: force, interferes
with promotion opportunities for
younger personnel (particularly NPS
accessions), and unnecessarily
increases current and deferred com-
pensation liabilities. The problem
is particularly acute in the Naval
Reserve (34% of the PS overages
occurred in grades O0-5 and 0-6) and
the Army Guard (70% of PS overages
were brought into higher than desired

yeaz groups).

Overalll objective officer losses signifi-
eaftly exceeded accessions in all components

except the Coast Guard Reserve.

While more losses than desired by objec-
tives occurred at senior officer levels
the declines were still insufficient to

IV-7




bring the numbers in line with the Sel-

ected Reserve force structure requirements,

Junior officer losses are excessive, par-
ticularly in the O-1 to 0-3 ranks where
the largest percentage of overall losses
exists. The problem is greatest in the

Army Guard and Army Reserve.

The components are maintaining an older
force because of their inability to attract

the younger, more yigorous desired force.

While not concentrated in any particular
year group in the Air National Guard and
Air Force Reserve, officer losses are pre-
dominant in the 2 to 10 year group in the

Army Reserve.

Turnover rates were higher than desired for
all éomponents excepting the Coast Guard
and were most significant in the Naval
Reserve, the Army Reserve, and the Air

Force Reserve,
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ENLISTED

Comparisons between current inventories (CY 76) and

the Selected Reserve requirements reveal that enlisted
structure problems are much more critical than those of
officers.! Force instability, high turnover rates,
initial military service obligation attrition rates,
accessions and losses by types of personnel, imbalances
in NPS/PS mixes, YOS and grade distributions are the

basis of the enlisted problem.

Shortages/Overages

e Enlisted force shortages total 106,000,
ranging from a high of 47,000 in the Army
Reserve to 2,400 for the Coast Guard

Reserve.

@ Critical and chronic shortages occurred in
the 1 to 6 year group in every component.
Exceedingly high loss rates of NPS
accessions prior to the conclusion of the
initial six-year obligation identified
attrition as a greater problem than

recruiting.

1 Enlisted requirements are generally funded at
approximately 89%, which accounts for some portion
of the shortage.
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Significant overages occurred in the 6 to 12
year group and were particularly severe in
the Army Guard, the Army Reserve, and the

Air National Guard. This stagnates promotion
potential for NPS accessions in the 1 to 6

year group.

Shortages exist in the 13 to 20 year group
in the Army Reserve, Army National
Guard, and Naval Reserve, and to a lesser

degree in the other components,

All components experienced overages in

the 21 to 30 year group with the exception
of the Army Guard, short 6,000, and the
Army Reserve, short 1,500, The popula-
tion is generally older, has higher rank
and more YOS than desired. While con-
tributed to by the technician program,
overages reflect a continuing reluctance
on the part of the components to enforce
personnel management tools available to

eliminate excesses.
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e Generally, Air National Guard, Air Force
Reserve, and Army Reserve inventories in
the 20+ year group closely parallel the

objective.

e The Naval Reserve, the Army Guard, and the
Army Reserve had some overages in the 31+

year group.

e Dramatic shortages in excess of 100,000
exist in the E-1 through E-4 ranks, pri-
marily in the Army Guard, the Army Reserve,
and the Marine Corps Reserve, Of course,
their primary combat mission is largely

dependent upon this group.

e In all components, E-5 overages (most
prevalent in the Army Guard, the Naval
Reserve, and Marine Corps Reserve) reveal
a dependence on older, higher ranking per-
sonnel to satisfy shortages in E-1 through

E-4 ranks.

@ All components were short in the E-6
through E-8 ranks except for the Marine
Corps Reserve and the Army Guard which

have slightly more than required.
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E-9 inventories and objectives are closely
AN

aligned in all components.,

Accessions

Non-career/career mix imbalances were most
severe in the Army Guard and Army Reserve,
which had considerably more PS accessions
in the higher year groups and not enough
NPS or PS accessions in the 1-6 year '
group. The Naval Reserve, Marine Corps
Reserve, Air National Guard, and Army
Reserve had modest shortages in non-
careerists and moderate overages in career-
ists. The Coast Guard Reserve is managing

toward the desired mix.

NPS accessions were generally below the
desired amount in all components except

the Army Guard, ranging from a shortfall
of 13,000 in the Army Reserve to approxi-
mately 500 in the Coast Guard Reserve, The
Army Guard exceeded CY 76 first year NPS
accessions goals by more than 7,000 but
lost 292% more people than desired in the

first year.
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e The Army Guard and Naval Reserve were

close to the desired NPS/PS mix overall,

- The Army Reserve had twice as

many PS personnel as desired.

- The Air National Guard and Air
Force Reserve attained the desired
NPS/PS ratios but had insufficient

numbers in both categories.

e The ‘Army Guard, Army Reserve, Naval Reserve,
and Marine Corps Reserve had greater PS
accessions than required ranging in over-
ages from 26,000+ in the Army Guard to

3,000+ in the Marine Corps Reserve.

® The Air National Guard, Air Force Reserve,
and Coast Guard Reserve had PS shortages
ranging from 3,400 to 1,000 and were short
also.in total accessions. In the aggre-
gate, the other four components took more
NPS and PS accessions than needed to offset

high attrition rates.

e While a limited demand existed for PS per-
sonnel who had completed the six year

military service obligation, 60% of Army
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Losses

Guard, 56% of Army Reserve, 40% of Naval
Reserve,” 67% of Air National Guard, and

65% of Air Force Reserve PS accessions’

had more than 'six years (all were wanted in the

1-6 year group). All components had excessive PS

_ accessions throughout the enlisted ranks when PS

personnel were not desired beyond the five, six, and,

in the case of the Navy, the eight year group.

Enlisted losses greatly exceeded the
desired in the Army Guard (53%), the'Army
Reserve (61%) and the Marine Corps Reserve
(42%) and were relatively insignificant in
the Air National Guard and the Air Force
Reserve. Coast Guard Reserve losses were

more than desired (36%).

Losses occurred in all year groups, but

predominantly in the 1-6 year group.

Not enough losses occurred in the 20+ year
groups, particularly in the Army Guard, the
Army Reserve, the Air National Guard, and

the Air Force Reserve, indicating reluc-
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tance to enforce high year tenure policies
(maximum YOS for each grade).

e Generally losses are not as high as
desired in the senior grades but much
higher than desired in the lower grades
(overall numbers are not of the same
magnitude in higher grades).

PROJECTIONS

In general, the condition with respect to YOS distribu-
tion presented in the preceding paragraphs are not

expected to improve with time. 1In effect, even under

the optimistic assumption that the 1977 accession levels
and continuation experience will be maintained for

twenty years, the YOS distribution worsens with respect

to component personnel objectives. For example, the

Army National Guard enlisted non-career/career mix for
1976 was 55/45 and is projected to be 40/60 in 1996,
when the desire is for a 73% non-career and 27% career

mix. This condition is even more dramatic for the Air

National Guard enlisted force, where the 1976 non-career/

career mix is 42/58 and is projected to be 22/78 in 1996,
g relative to an obiective non-career/career mix of 57/43.
e Shortages continue throughout the 20-year

projections in the 1-6 year groups.1

1 The magnitude of the shortfall varies with respect
to how pessimistic the assumption regarding accessions.
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® Overages in the 6-12 year group will help
correct current shortages in the 12-20 year
group and will create some excesses in the
12 to 30 year group overall., The 6-12 year
group will generally be maintained at satis-

factory levels.

® Greater excesses than currently exist will

appear in the 20-30 year group.

® Under the fixed accession, continuation and
requirement assumption, aggregate manning
levels would be achieved in all enlisted
forces by the 11th projection year except
the USNR where required levels are never

achieved within the 20-year projection,

e In the case of officers, the inventories
decline through the 20-year projection., The
early YOS being the major contributor
to the decline. Excesses will prevail
in the middle to high YOS groups

depending upon component,

Without compensation changes the objectives will never

be achieved and the forces will become older, even when

aggregate levels reach the required numbers.
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B - BACKGROUND

The development of a cost-effective system of reserve
compensation required identifying accurately the popu-
lations to be attracted and retained. RCSS analyzed
the aggregated demand of the Department of Defense for
Guardsmen/Reservists. We then had to disaggregate this
quantitative demand of each Reserve Component by
specialty, pay grade (as an indicator of skili level),
etc. Next we had to identify which element of the de-
mand of each Reserve Component was intended to be met
by the Selected Reserve. (The Selected Reserve is
defined as those Guardsmen/Reservists who receive

inactive duty training pay.)

The qualitative aspects of each of the ' rantitative
demands then had to be described, dep . :ling on the
varied needs of each armed service and miision of its
Reserve Component. These qualitative aspects .:re set
forth numerically in personnel protiles fcr each
component. The profiles are shaped by, and assist in
formulating, personnel management policies that can
have as much effect as compensation on the supply of
Reservists as well as influence their continued

participation in the reserves.
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HISTORY

Qualitative analytic techniques have beer used for
some time by personnel managers in the Active Forces.
In 1368 the Department of Defense requested the Armed
Services to develop enlisted personnel management
systems (EPMS) and standardize enlisted personnel
profile characteristics. Currently, active duty
personnel profiles for both officers and enlisted
personnel have been developed or are in various stages

of development in all the services.

The Department of Defgnse does not specifically require the
same pe.'sonnel management philosophy be used by the Re-
serve Components as by the Active Forces. However, the
objective personnel profiles and personnel management sys-
tems for Reserve Components are increasingly'being develop-

ed by the Reserves.

The application of objective personnel profiles analyses
for Reserve Components is a departure from the tradition:l
approach of personnel management. Previously, the current
inventory, described only by a few characteristics, i.e.,
strengths, losscs, accessions, was merely projected a few °

yecrs into the future. With objective personnel profiles, there is no
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assumed beginning inventory. Profile development

takes the component force structure quantity require-
ments and expresses them in the personnel manager's
qualitative terms. That is, personnel managers
knowledgeable of the force's mission, required
strength, etc , design an optimum, steady-state, multi-
dimensional personnel model and manage toward achieving
it. Profile analysis, initially a personnel manage-
ment tool, is increasingly being used by labor
economists in designing and evaluating compensation.

RCSS PROFILE
APPLICATION .

For the RCSS, profile analysis has been an essential
data base in the evaluation of existing compensation
practices as well as providing a base for derign of
the recommended and alternative systems. Other
appropriate data bases regarding specialties/military
occupations, geographic distributions, and moti#atiqn
studies were also considered and will be discussed
elsewhere in this Report. One important benefit from
profile analysis is that it allows portrayal of
current and potential management problems in the
Reserve Components. These problems may indicate the
need for changes in reserve pays, differential pays,

and separation and retirement pays,or point to the
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need for modification of certain personnel policies.
Administrative personnel management actions may be
more cost-effective than compensation changes. A
compensation System is only one management tool

and, ideally, should correlate with other management

actions.

With this acknowledgement, the RCSS does not consider
personnel profile analysis a panacea for compensation
systems design--merely an aid. As the Reserve Compo-
nent personnel profile developments generally are in
their infancy, strict adherence and acceptance has

not been possible. Specifically, accession and loss
policies, promotion policies, and fiscal conditions
have caused personnel changes that reflect in the
inventory profiles and have also tempered personnel
objectives. Use of profile analysis in systems design
dictates that these historical influences be recog-
nized, defined, and evaluated for pussible recurrences
and potential sequences.

CATEGORIES OF
PROFILES

Two general categories of personnel profiles are
necessary for evaluation of current practices and
development of the recommended system. These two

general categories are demand related profiles and

supply related profiles.
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Demand Profiles

Demand related profilesdescribe the personnel charac-
teristics desired for the force structure of the
Selected Reserve and Reserve Component desires for -the
personnel strengths that Congress authorizes. These demand
related profiles are called objective personnel
profiles and, as outlined in Section (¢, served as a
critical base for RCSS proposals. An objective
personnel profile is a Reserve Component's description
of the characteristics it specifies as desirable

for a specific time in the future. These characteris-
tics must be attainable and serve as a numerical
expression of the personnel manager's goals. The
statement of objective personnel profiles under two
conditions or premises was necessary:

o Objectives were stated for the programmed
Selected Reserve strength. Programmed
strengths must be accepted by personnel
managers as the short range goal that is to
be achieved. However, it is recognized that
programmed strengths may not equate to the
validated manpower requirements necessary
to support the approved force structure.

National priorities and fiscal constraints
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have caused the programmed strengths to be
less than the required force levels which
are needed for the most effective mobiliza-

tion capability.

e Objectives were also stated for the required
forces. It is the second condition that is
exhaustively detailed for reasons outlined
in earlier chapters. The objective pr&file
provides personnel managers the goal or
direction for orientation of personnel
management policies and procedures and a
yardstick against which to measure effective-

ness of their actions.

Supply Profiles

The supply related profiles describe the current
inventories by the same characteristics expressed

in the objectives and project what those inventories
will look like in the future. It is the comparison

of the supply related, both current and projected
inventory profiles to the objectives, that has described
the current and expected conditions of the inventories
and allowed evaluation of the existing compensation

and personnel management environment. The projections
are developed by aging the existing personnel inven-

tories with consideration for known future influences.
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The results of projections can be used to indicate
what can be expected from either the current compensa-
tion and management environment or from proposed
compensation systems. The projections outlined in
Section D are the expectations of the current environ-
ment. Other projactions incorporating the elasticity
of the supply estimates associated with the proposed

compensation system must be accomplished prior to

enactment of legislation.

PROFILE
CHARACTERISTICS

Ideally, the personnel profiles of all Reserve Compo-
nents should address common, consistent, qualitative
personnel characteristics. While numerical expressions
are not common to all services, the characteristifs
for the various personnel profiles should be the same
and include:
o The maximum YOS/Pay Entry Base Date (PEBD).
o The high and low year of tenure by grade.
o The continuation rates of
- Non-prior service (NPS personnel through
initial training (basic and specialty).
- (First term) NPS personnel at first
reenlistment point.
- NPS personnel by grade for each year group

(from minimum) through high year of tenure.
IvV=-23
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- Prior service (PS) personnel entering in
each year group (from minimum to maximum
years of tenure) by grade.

o The number of PS personnel entering each year
group by grade.

o The NPS and PS enlistment ratio.

o The percentage of promotion in the zone that
takes place in each year group by grade.

o The average age per grade.

o The average YOS (PEBD) at promotion.

o Number of retirements by grade and YOS
(for retirement and pay/PEBD) and

L4

average number of retirement points.

SUMMARY

Analysis of the personnel profiles enabled the Study
Group to identify the significant differences among
the profiles of the respective Reserve Components and
to design a compensation system that would accommodate
all variations. Further, the system designed must be
flexible enough to respond to varied and dynamic
conditions within the components relative to their
desire and achievements. It is the premise of the RCSS
that the existing characteristics of the reserve
inventories have been created by compensation to an
undefined extent and can be influenced positively by

compensation changes.
IV-24




T YT Y TR TR T R—" - vy gy e e e i e

C - OBJECTIVE PERSONNEL PROFILES AND RATIONALE

Each of the Reserve Components has developed its
objective personnel profiles and provided them to this
Study Group. These profiles describe quantitively and
qualitatively what the reserve components' personnel
managers deem to be an optimum condition for their
component. Evaluation of these profiles reveals much
about the cbmponents needs as well as their desires
and shows the characteristics to which they are most

sensitive.

GENERAL

Key to the component profiles is the delineation of
the desired grade and years-of-service distributions
for both officer and enlisted. In the case of
officers, the objective characteristics are expressed
in years of commissioned service, whereas the enlisted
force is described by years of military service for
pay, commonly denoted by Pay Entry Base Date (PEBD).
The objectives are expressed in capsulized form for each
component in subsequent paragraphs of this Section.

It is these objectives that have served as the focus

of the RCSS compensation system proposal.
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ARNG OBJECTIVE :
PROFILE _

Officer and enlisted personnel profiles show many
interesting and revealing facts about the grade manage-
ment philosophy and how the ARNG views its mission. This

philosophy seems to be consistent with other land combat

type forces. In general, the ARNG would like to have
a relatively young and vigorous force, laced with ex-
perienced prior service personnel. Since the ARNG is
oriented heavily toward operational/combat units as
opposed to support units, it demands more physical
stamina of its personnel. The officer objective
personnel profile shows that 57% of all accessions are
desired to be non-prior service while only 43% should
have active duty and that 82% of all PS officer acces-

sions should be under six years of service.

The enlisted vbjective personnel profile requires an
accession ratio of 50% NPS and 50% PS and that 100%

of all PS accessions should have less than six years of
service. (Years of service here being a proxy for age).
These accession objectives are consistent with a desire
for a youthful force for both officer and enlisted,
since most of the prior service accessions are still
within their six-year military obligation and should

be in their mid twenties.
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The officer objective profile also shows that 41% of

the officer corps should have less than six years of
service, while the objective cnlisted profile shows
that 73% should have less than six years of service.
Also another indication of a desire for a youthful
force is the average grade. For officers the desired
average grade is 0-2.5 and the average years of
service is 8.9 years. The grade distribution shows
that 75% of the officers should be company grade. The
desired average enlisted grade is E-4.4 and the average
years of service is 5.6 years. Eighty-three percent

of enlisted ‘personnel should be grade E-5 or below.

One way in which the ARNG intends to accomplish a
youthful force is to manage losses by establishing a
maximum number of years-of-service personnel may have
and remain in a given grade, i.e., high years of tenure.
(See Table 4-1.) The maximum years of service limita-
tion by zrade not only tends to ensure a youthful

force by eliminating continued occupancy of positions
by older personnel but it also ensures upward mobility
and competition so that the best qualified personnel
will have the opportunity to move upward to more

challenging positions.

The objective officer loss rate reveals that of the

desired annual losses, not more than 30% should have
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less than six years of service and not more than 38%

should have six or less. Of all officer losses 81%
should be 0-3's or less and the overall officer
turnover rates; i.e., losses divided by end strength
is 14%. The objective enlisted profile losses show
that 31% of the losses are to occur before completion
of six years of service and that 79% of the losses are
to have six or less years of service. Of all the
desired enlisted losses 90% are E-5's or below and the
overall enlisted force turnover rate is to be 23%.

The High loss rates in the lower grades are a result
of the pyramidal grade structure, high years of
tenure, and a desire to select carefully those who
enter the career force, i.e., those over six years

of service. The objective loss rate during the first
year for officers is 2% and for enlisted personnel 9%.
The objective loss rate at the end of the six year
military obligatior is 12% for officers and 65% for
enlisted. Por officers, of 100 who start as NPS
accessions 59% are to become careerist§and of 100
enlisted who join as NPS accessions 20 are to become
careerists. Table 4-2 gives the cohortl figures for
officer and enlisted for each credituble year of

service at entry into the component.

1 Cohort continuation anslysis as used here means to
trace the same identical group of entering NPS from
the first year of service through the seventh and
observe their continuation behavior.
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ARNG Objective Personnel Profile Summary

The following is a statistical composite of the ARNG

officer/enlisted objective personnel profiles:

Accessions

Losses

Grade/YOS

Officer
57% NPS/43% PS mix
59% of total NPS
accessions become
careerists
82% of all PS under
six years of service

30% of all losses
are to have fewer
than six YOS

38% of all losses
are to have six or
fewer YOS

81% 0-3 or below
Turnover rate 14%

2% of total in first
year

8% of losses are to
occur in sixth year
41% of total under
six years of service
Average grade 0-2.8
Average YOS 8.9

75% of total company
grade

Iv-29

Enlisted
50% NPS5/50% PS mix
20% of total NPS

become careerists

All PS under six
years of service

31% under six YOS

79% six or-less YOS

90% E-5 or below
Turnover rate 23%

4% of total in first
year

48% of losses are to
occur in-sixth year
73% of total under
six years of service
Average grade E-4.4
Average YOS 5.6

83% of total E-5 or
below
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USAR OBJECTIVE
PROFILE {

The officer and enlisted personnel profiles reveal
many similarities with the ARNG. Although, like the
ARNG, a land combat force, it is less combat opera-
tions oriented and more oriented toward support
functions. However, its objective officer and
enlisted personnel profiles also show a desire for
a young, vigorous force which has a large dependence
on prior service experience. The officer profile
shows that approximately 30% of the new accessions

are to be non-prior service and 70% prior service;

and that 68% of all PS officer accessions will have
less than six years of service. The enlisted objec-
tive shows a 46% NPS and 54% PS accession ratios with
100% of all PS entering with less than six years of

service.

Twenty-eight percent of the officer corps and 68%
of the enlisted force will have under six years of

service.

The average objective grade for officers is 0-3.2 ;
with an average of 10.2 years of service. Sixty-
one percent of the officer corps are to be in company

grades. The average objective enlisted grade is an
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E-4.7 with an average of 6.3 years of §ervice. Seventy
four percent of the force are to be in grade E-5

and below.

The USAR has also set high and low years of tenure
for each grade for officers and enlisted to ensure

loss management. ‘(See Table 4-1.)

The objective officer loss rates reveal that of the
objective annual losses, no more than 31% would have
less than six years of service and that no more than
37% would have six or less years of service. Of

all officer losses, 73% will be 0-3 or below with an
overall officer annual turnover rate of 17%. The
objective enlisted profile losses show that no more
than 33% should be under six years of service. Of
all objective enlisted losses, 84% will be in grades
E-S and below. The objective annual turnover rate
for the USAR is 22%. The high loss rates occurring
in the lower grades are a result ot the grade struc-
ture pyramid, high years of tenure and a desire to
select carefully those who continue in the force
past six years of service. The objective loss rate
during the first year for officers is 6% and 5% for
enlisted personnel. The objective loss rate at the

end of the six year military obligation is 6% for
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officers and 45% for enlisted who entered as NPS

accessions.

For officers, of 100 who started as NPS accessions

24 will become careerists and of 100 enlisted persornel
who join as NPS accessions 19 will become careerists.
Table 4-2 gives this type of information for the

various cohort groups.
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USAR Objective Personnel Profile Summary

The following is a statistical composite of the USAR

officer/enlisted objective personnel profiles:

Accessions

Losses

Grade/Y0S

Officer1
30% NPS/70% PS mix
24% of total NPS
accessions become
careerists

55% of all PS urder
six years of service

31% of all losses
are to have fewer
than six YOS

37% of all losses
are to have six or
fewer YOS

73% 0-3 or below
Turnover rate 17%

6% of total in first
year

6% of losses are to
occur in sixth year
28% of total under
six years of service
Average grade 0-3.2
Avérage YOS 10.7

61% of total company
grade

Enlisted
46% NPS/54% PS mix
19% of total NPS

become careerists

All PS under six
years of service

33% under six YOS

78% six or fewer YOS

84% E-5 or below
Turnover rate 22%

5% of total in first
year

45% of losses are to
occur in sixth year
68% of total under
six years of service
Average grade E-4.7
Average YOS 6.3

74% of total E-5 or
below

1 Troop Program Unit (line only) objective

IV-33




USNR OBJECTIVE
PROFILE -

Officer and enlisted objective personnel profiles
show a somewhat different management philosophy
from the land combat forces. In general, the USNR
places very little emphasis on non-prior service

personnel.

It would like most 811 of its accessions to be prior
service persoﬁnel, i.e., personnel with years of prac-
tical experience. The officer objective personnel
profile shows that only 5% of all officer accessions
should he non-prior service while 95% are to be prior
service; however, 89% of the officer accessions should
have less than six years of service. The enlisted
objective profile shows an 18% NPS and 82% PS accession
and that 75% of all PS accessions are to have under

six years of service. This is consist?nt with a desire

to have a somewhat youthful force but one that relies

heavily on experienced PS as opposed to the inexperience
of non-prior service personnel. The profile of the

officer force shows that only 35% should have less than
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six years of service whereas the enlisted objective

profile depicts only 47% of the force with ﬁnder six
years of service. This reveals the desire for a some-
what older force than the Army components. The average
grade for the USNR officer corps is 0-3.4 with an
average of 9.7 years of service. Fifty-eight percent
of the officers should be in junior grades (0-1 to 0-3).
Tiie average grade for the enlisted force should be E-4.7
with an average of 8.6 years of service. The grade
distribution requires 71% of the enlisted personnel

in grade E-5 or below.

FRSCMOG WRENG S T N ESaasune

The USNR has also developed a high year of tenure by
grade to esnsure promotion opportunity and to allow
better management of the force--particularly the tendency

of a force to age if limits are not imposed.

These high years of tenure depict that age is not nearly !
as important a consideration to the USNR, as is the ex- i

perience associated with age.

The objective officer loss rate reveal that of the
annual losses, 20% will have less than six years of

service and 46% will have six years or less. Of all
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officer losses 68% will be 0-3 and below, with the
overall officer annual turnover rate of 14%. The ob-
jective enlisted profile losses show that 59% should
have less than six years of service and 69% should have
six or less years of service. Of all enlisted losses
77% are tc be a grade E-5 or below. The annual turn-
over rate for the USNR enlisted should be 26%. The
objective loss rate for officers during their first
year is .07% and 2% for enlisted. The objective 1loss
rate at the end of the six-year military obligation

is 27% for officers and 10% for enlisted personnel.

Of 100 officers who bLegin with zero years of service,

52 will become careerists. And of 100 enlisted

personnel who begin with zero years of service, 21

will become careerists. (See Table 4-2,)
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USNR Objective Personnel Profile Sammary

The following is a statistical composite of the USNR

officer/enlisted objective personnel profiles:

Accessions

Losses

Grade/YOS

Officer
5% NPS/95% PS mix
52% of total NPS
accessions become
careerists

89% of all PS under
six years of service

20% of all losses
are to have fewer
than six YOS

46% of all losses
are to have six or
fewer YOS

68% 0-3 or below
Turnover rate 14%

.1% of total in
first year

27% of losses are to
occur in sixth year
35% of total under
six years of service
Average grade 0-3.4
Average YOS 9.7

58% of total company
grade

1V-37

Enlisted
18% NPS/82% PS mix
21% of total NPS

become careerists

75% of all PS are to
have under six years
of service

59% under six YOS
69% six or fewer YOS

77% E-5 or below
Turnover rate 26%
% of total in first

10% of losses are to
occur in sixth year

47% of total under
six years of service

Average grade E-4.7
Average YOS 8.6

71% of total E-S or
below
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USMCR OBJECTIVE
PROFILE

The objective personnel profile deveclopment for the
USMCR has been confined to the enlisted force because

of management practices applied to the Officer Corps.

In general, a practice of selectively rotating
officers into Selected Reserveipositions

from Voluntary Training Units (VTUs)/IRR

and back into VTUs every three years, aliows manage-

ment to obtain a myriad of desired personnel profiles.

In essence th;n. the curreniinventory is the exact

force they now desire with the exception being the
overall size. Size is dictated by Congress. This fact,
complicated by’a cost benefit analysis has precluded

the RCSS from pursuing a USMCR officer objective. - It
may in future stu&y efforts be beneficial to have some
specific point in time expression of desires for USMCR

officers.

This condition does not exist with the enlisted force
and an objective enlisted personnel profile was devel-
oped and provided to the Study Group, Analysis of the
USMCR enlisted objective shows it to be very similar
to the ARNG and USAR, in that it places very high
importance on a young, vigorous force. Hence, the

enlisted personnel profile reveals that 89% of all
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accessions are désired to be non-prior service and
only 11% are to have prior service. This heavf re-
liance on NPS accessions is consistent with the philos-
ophy of a young force and shows that experience and
maturity sre not overriding considerations for this
component. Seventy percent of all PS accessions are
to have less than six years of service and 100% to have
eight or less. This type of accession policy ensures

good promotion copportunity for NPS individuals since only

a small percentage of the accessions come into the force
with rank which could hinder promotions. Eighé-three per-
cent of the enlisted force are expected to have less
than six years of service. Other indicators of youth
are average grade objective of E-3.2. This average
grade is commensurate with the required grade distrib-
ution, where 89% should be in grades E-S and below.
Support of these desires for a youthful force is also
expressed through a component average years of service
of 4.1 years. To aid in loss management and sustain-

ment of a youthful force the USMCR has set high years
of tenure by grade.
Analysis of the objective enlisted loss profiles indi-

cates that 65% of all losses should have less than six

years of service and 91% should have six or less years
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of service. The most critical years for losses occur

during the first year and after completion of the sixth.
Increasing continuation rates, i.e., decreasing losses
during these crucial periods have a dramatic affect on
accession requirements, readiness and costs. In light

of this, the USMCR enlisted loss objective shows that
13% of all losses should occur during the first year of
service. This rather high percentage loss is in part
deliberate and a result of several factors. First, the
initial screening process which takes place at the Armed
Forces Entrance and Examining Station is not adequate
enough to eliminate all those who are not suitable as
Marines; therefore, the Corps uses basic training as an
additional screening process. Second, during initial
training there is a deliberate effort to try to enlist
the best reservists to active duty. The USMCR loses
approximately 15% of reservists to active duty annually.
The objective continuation rate during the first year

is approximately 85%. The next critical point is at the
end of the initial six year obligation at which point
the objective continuation rate is approximately 24%.
The objective profile shows that 95% of all losses are
desired in grades E-5 and below with a desired turnover

rate of 28%,

Of 100 enlisted personnel who begin with zero years of
service, 11 will become careerists. See Table 4-2 for

other entry years.
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USMCR Objective Personnel Profile Summary

The following is a statistical composite of the USMCR

enlisted objective personnel profile:

Accessions

Losses

Grade/YOS

Enlisted
89% NPS/11% PS mix

11% of total NPS
become careerists

70% of all PS are to
have under six years
of service

65% of all losses
are to have fewer
than six YOS

91% of all losses
are to have six or
fewer YOS

95% E-5 or below
Turnover rate 28%

13% of total in
first year

27% of losses are to
occur in sixth year
83% of total under
six years of service
Average grade E-3.2
Average YOS 4.1

89% of total E-S or
below
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ANG OBJECTIVE
PROFILE

The officer and enlisted objective personnel profiles
show marked similarities with the Navy and other non-
land combat forces. In general, the ANG does not place
as much importance on NPS accessions as do the ground
forces. As with the USNR, the ANG is more interested

in acquiring experienced PS personnel than inexperienced

NPS.

The desired officer accession mix is 23% NPS and 78%

PS and that 58% of all PS accessions should have under
six years of service. The enlisted objective personnel
profile shows an accession ratio of 30% NPS and 70% PS
and that 100% of all the PS accessions should have less
than six years of service. As before, a heavy reliance
on PS should not have adverse effects on the age of the
force since these accessions are expected to be still
relatively young, with no more than five years of service
desired. The application of a high year of tenure for
the various grades is critical for PS intensive forces
such as the ANG. Unlimited time in grade enccurages
continued occupancy of positions and discourages young
personnel from participating. Ordinarily, having large
numbers of PS personnel tendsto stagnate promotions of
NPS individuals. See Table 4-1 for high years of tenuie

by grade.
Iv-42

Db e L




i
b
N

S N T s, bl b B

The officer objective profile also shows that 18% should
have less than six years of service and the objective
enlisted profile shows that 49% will have under six years
of service. Another indicator of the type of force
desired is the average grade. The desired average grade
is 0-3.3 for officer and E-4.9 for enlisted

personnel. The grade distribution for the officer

corps shows that 64% are required in grades 0-3 or

below, while 71% of the airmen force are required in

grades E-S or below.

The objective average years of service for

officers is 12.3 and 9.9 years for enlisted. Examina-
tion of the officer objective personnel profile shows
that of the desired annual losses, 4% should have less

than six YOS and 9% will have six or fewer YOS.

The ANG did not further disaggregate this annual loss
objective by officer grades, as was the case with Qther
components, since grade probably is mot an overriding
consideration in their force management. The overall an-
nual officer turnover rate is 9%. The objective airmen
profile losses show that 32% should have fewer than six
YOS and 66% should have six or fewer YOS. Of all objec-

tive losses, 31% are to be in grades E-$s or below.

A
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The objective loss rate during the first year of

service for the officers is quite low, 2.5% and :zero for
airmen. The objective lpss rates for the sixth to
seventh year for officers is 7% and 73% for airmen who
entered as NPS, and 38% for PS entrents. For officers,
of 100 who start as MPS accessions, 79 will become
careerist and of 100 NPS enlisted who join, 17 will
become careerist. Table 4-Z provides the number who

became careerists at varying entry years.
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ANG Objective Personnel Profile Summary

The following is a statistical composite of the ANG

officer/enlisted objective personnel profiles:

Accessions

Losses

Grade/YOS

Officer
23% NPS/77% PS mix
79% of total NPS
accessions become
careerists
58% of all PS under
six years of service

4% of all losses are
to have fewer than
six YOS

9% of all losses are
to have six or fewer
YOS
56% C-3 or below
Turnover rate 9%

.6% of total in
first year

5% of losses are to
occur in sixth year
18% of total under
six years of service
Average grade 0-3.3
Average YOS 12,3

64% of total company
grade

1V=45

Enlisggg
30% NPS/70% PS mix
17% of total NPS

become careerists

All PS under six
years of service

32% under six YOS

66% six or fewer YGS

81% E-5 or below
Turnover rate 19%

No losses in first
year

34% of losses are to
occur in sixth year
57% of total under
six ycars of service
Average grade E-4.8
Average YOS 9.9

71% of total E-S or
below
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USAFR OBJECTIVE
PROFILE

The officer and enlisted objective personnel profiles
show a very close similarity to the Air National Guard
and U.S. Naval Reserve. In general, the USAFR places
mcre importance on PS accessions than NPS accessions and
again for the same reasons as the ANG § USNR, namely,
that they need technically trained and experienced:
personnel. Personnel with prior service have exactly
those credentials and do not generally require addi-

tional training expense.

The officer desired accession mix is 7% NPS and 93%

PS and 42% of all PS officer accessions should have less
than six years of service. The enlisted objective per-
sonnel profile shows a desired accession ratio of 30%

NPS to 70% PS, and that 100% of the PS enlisted personnel
have less than six years of service. As stated earlier,
a heavy reliance on PS personnel does not age a compo-
nent unless the majority of PS have many years of service.
As can be seen, the USNR, ANG, and USAFR prefer a heavy
reliance on PS to take advantage of years of active duty

experience, but do not sacrifice age since the vast
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majority. of PS have under six years of service. The
major cause for force aging is lack of high year tenures
for year grades. The USAFR has recognized this and has

set high years of tenure which are shown in Table 4-1.

The officer objective profile also shows that 10% should
have less than six years of service and the objective
enlisted profile shows that 57% are to be under six
years of service. A reservist with six years of service

or more generally responds as a careerist and therefore

is desired.

The desired average grade for USAFR officers is an
0-3.3, whereas the desired average grade for airmen

is E-4.9. The desired average years of service for
officers is 12.5 and 8.5 for airmen. The grade distri-
bution for the officer corps shows that 65% are to be

0-3 or below and 71% of the airmen should be E-5 or below.

Examination of the officer objective profile shows that
of the annual losses, 3% will have less than six years
of service and 7% will have six years of service or less.
Data were not available to determine the desired officer
losses by grades, however, the desired overall officer
objective turn-over rate is 10%. The objective airmen
profile losses show that 44% are to have less than six

YOS and 75% six or less YOS. Of all losses 79% are to
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be E-5s or below with a desired airmen turn-over rate

of 25%.

The objective loss rates during the first year for
officers are 5% and zero for airmen. The objective loss
rate at the decision point to become a careerist, i.e.,
reenlist after the initial six year obligation, is 10%
for officers and 80% for airmen who entered the USAFR

as NPS and 45% for PS entrants.

For officers, of 100 who start as NPS accessions, 66

are expected to become careerists and of 100 airmen who
join as NPS accessions, only 11 will become careerists.
Table 4-2 gives cohort figures for all components,
officer and enlisted for each creditable year of service

at entry into component.
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USAFR Objective Personnel Profile Summary

The following is a statistical composite of the USAFR

officer/enlisted objective personnel profiles:

Officer

Accessions 7% NPS/93% PS mix

Losses

Grade/YOS

66% of total NPS
accessions become
careerists

38% of all PS under
six years of service

3% of all losses are
to have fewer than
six YOS

7% of all losses are
to have six or fewer
YOS

62% 0-3 or below
Turnover rate 11%

.3% of total in
first year

4% of losses are to
occur in sixth year
10% of total under
six years of service
Average grade 0-3.3
Average YOS 12,5

65% of total company
grade

1 Unit only objective
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Enlisted
30% NPS/70% PS mix
11% of total NPS

become careerists

All PS under six
years of service

44% under six YOS
75% six or fewer YOS

79% E-S or below
Turnover rate 25%

No losses in first
year

31% of losses are to
occur in sixth year
57% of total under
six years of service
Average grade E-4.9
Average YOS 8.5

71% of total E-5 or
below



USCGR OBJECTIVE
PROFILE

The USCGR officer and enlisted objective personnel
profiles show a close similarity to those profiles of
the USNR. 1In general, the USCGR desires an experienced
force for both officers and enlisted, supported by a

large percentage of prior active duty service accessions.

The USCGR has quantified its desires for each of the
previously discussed characteristics. (Prior to the

RCSS requests for objective profiles, the yzars of
service characteristic was not considered a significant
personnel management tool.) These characteristics are
generally consistent with those from the DoD components
with the possible exception of the high-year of tenure
objective,USCGR profiles were given the same consideratior
by RCSS as DoD profiles in the evaluation and design

of the compensation system.
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USCGR Objective Personnel Profile Summary

The following is a statistical composite of the USCGR

officer/enlisted objective personnel profiles:

Accessions

Losses

Grade/YOS

Officer
0% NPS/100% PS mix

77% of all PS under
six years of service

None of the losses
are to have fewer
than six YOS

None of the losses
are toc have six or
fewer YOS

6% O0-3 or below
Turnover rate 7%

No losses in first
year

No losses are to
occur in sixth year
7% of total under
six years of service
Average grade 0-3.3
Average YOS 14.3

79% of total company
grade

TABLES OF OBJECTIVE
PERSONNEL PROFILES

Enlisted
49% NPS/51% PS mix
27% of all PS are to

have six years of
service

39% under six YOS

48% six or fewer YOS

75% E-5 or below

Turnover rate 20%

7% of total in first

" year

9% of losses are to
occur in sixth year

43% of total under
six years of service
Average grade E-4.5
Average YOS 6.4

71% of total E-5 or
below

Selected objective personnel profiles statistics for

each reserve component are presented in Tables 4-1

through 4-6.
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Table 4-1

HIGH YEAR OF TENURE
OBJECTIVE PERSONNEL PROFILES

Gradel ARNG USAR € USNR USMCR ANG USAFRS USCGR
0-1 3 3 3 : 16
0-2 : 7 6 22
0-3 1h 1 12 13 15 15 32+
0-b 21 21 18 20 22 22 3o+
0-5 28 28 2h 26 28 28 32+
0-6 30 30 31 30 30 30 32+
E-1/E-3 6 6 8 6 6 6 1
E-b 12 12 20 8 20 20 20
E-5 15 15 24 15 20 20 28
E-6 22 22 26 20 26 26 32+
E-7 2 26 28 25 36 36 32+
E-8 29 29 29 27 36 36 32+
E-9 32 32 30 30 36 36 32+

1 Officers - Based on Years of Commissioned Service
2 TPU Line Only
3 Units Only
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Table 4-2
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Table 4-3

AVERAGE GRADE AND GRADL DISTRIBUT!ON

OBJECTIVE PERSONNEL PROFILES

OFFICER ENLISTED 01-03 04-06 E1-E5 E6-E9

ARNG 0-2 .77 E-4 .37 75 25 84 16
USARL 0-3 .23 E-4 .74 61 39 74 26
USNR 0-3 .43 E-4 .73 58 42 71 29
USMCR N/A E-3 .24 N/A N/A 89 11
ANG 0-3 .3  E-4 .89 64 36 71 29
USAFR 0-3 .3 E-4 .91 65 35 71 29
USCGR 0-3 .3  E-4 .5 79 21 71 29
1 TPU Line Only.
2 Units Only.
AVERAGE YEARS OF SERVICE
OBJECTIVE PERSONNEL PROFILES
OFFICER! ENLISTED
ARNG 8.9 5.6
USAR? 10.7 6.3
USNR 9.7 8.6
USMCR N/A 4.1
ANG 12.3 9.9
USAFR3 12.5 8.5
USCGR 14.3 6.4

1 Years of Comrissioned Service.
2 Officers - TPU Line Only.
3 Units Only.

IV-54




Table 4-4

NON-CAREER/CAREER MIX

ORJECTIVE PERSONNEL PRQFILE

OFFICER ENLISTED

ARNG 41/59 73/27
USAR 28/72 68/32
USNR 35/65 k7/53
USMCR N/A 83/17
ANG 13/82 Lg/51
USAFR 10/90 57/43
USCGR 7/93 L3/57

Non-career refers to enlisted with fewer than six
YOS and officers with fewer than six years of

commissioned service.
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Table 4-5
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Table 4-6

*ATug satup ¢
*A[up aurq-ndl eieq 1931330 I

'

6 0 L 0 LT 22 st 9 3 0 6¢ 0 ¥9IsN

163 v 0 € sz 11 6L 29 st /) vy £ 244vsn

ve S 0 9° 6l 6 18 9s 99 6 {3 v INV

1z v/d €1 V/N 37 V/N 6 v/N 16 V/N s9 v/N ¥INSN

o1 Lz 4 Lo° 9z vl Ll 89 69 9y 65 0z wsa
sy 9 s 9 £ 2N 8 €L 8¢ Ls €€ 13 ¥vsn ..Ww.
8y ] ¥ T €2 »l 06 1€} 6L 8¢ € o¢ ONUV
NG 140 INT 440 NI 440 s1> 0% ™3 440 ™3 440

4A H1Y9 SISSOT ¥R IST S3SSOT S3SS0T 40 SISSOT 40 SOR 95 HLIN & SOX 9D HLIM §
40 % 40 ¢ ¥IA0NANL % i %

2T71408d TINNOSHId FAILDACHO

SIIVY SSO1




D - OBJECTIVE PERSONNEL PROFILES COMPARED TO INVENTORIES

GENERAL
In this section, the objective personnel profile of
each Reserve Component is compared to the inventory of
that component. This comparison reveals problem areas
and shows where management action is appropriate.
It must be remembered that the objective profile
is an expression of desires for any period of time
and if ?t were possible it would be desirable to have
the objective profile now. Therefore, a comparison
with the Eurrent inventory is valid. However, prag-
matically, the objective profile will take years to
achieve. It should also be remembered that the objec-
tive profiles in this Chapter are based on force struc-
“ture requirements and not end strengths authorized by
Congress and since the current inventories are a
reflection of efforts to achieve the authorized strength,
the variances developed will be larger than if they were
developed using an objective personnel profile based on
budgeted end strengths. The variances discussed in the
subsequent paragraphs are dynamic and represent a point
3 in time analysis of the 1976 inventories relative to
the recently stated objectives. These variances and
conditions are a reflection of the prevailing environ-

ment, influenced by both compensation and personnel
- IV=-5¢
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management. Further in implementation and application
of any compensé}ion system, it is variance analysis-
coupled with projection capability that will ;llow
effective decision making:

ARNG PROFILE
COMPARISCONS

ARNG Officers

Comparison of the ARNG officer objective profile with
the current inventory reveals some critical areas of
consideration with respect to accessions, losses, and

resulting years of service distribution.

L4

Accessions. In general, the ARNG desires a young,
vigorous officer corps which has a relatively high per-
centage of prior service accessions to take ad-
vantage of their active duty training and experience;
however, the PS accessions are desired while they are
still in the initial six year military obligation. As
mentioned earlier, generally PS personnel do not
adversely effect the age of a force as long as they
have a remaiﬁing military obligation. The officer
objective NPS/PS accession ratio of 57/43 coﬁpares
favorably with the actual 1976 accession ratio of
48/52. The objective percentage of officer accessions
with under 6 years of service is 82%, however,

the actual was only 33%.
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Examination of Table 4-7 shows the objective accessions
and actual accession by years of service and from it can
be determined that the ARNG is accepting PS officer
personnel with more years of service than is desired.
This action has an adverse effect of aging the officer
corp and reducing promotion opportunity for NPS
officers. This situation is dramatically shown in
aggregate years of service distribution, Table 4-8

The first few years show shortages resulting from low
NPS officer accessions and the failure to

bring in enough PS personnel in the earlier year groups.
The hump in the 7 through 12 year groups can be traced
in part to bringing too many PS personnel with high

YOS. This hump will move up the profile and out of

the system in the next twenty-five years much like the
hump in year groups 20 through 25 will in the next 10
to 15 years if no action is taken to reduce it. The
ARNG (as expressed in its objective) desires to move the
number of personnel excess in those high year groups
into the shortages in the first five year groups thereby

reshaping the profile to that which is desired.

Losses. The predominant cause for the overage in the
above noted year groups is that currently there is no
high year of tenure by grade for ARNG officers, that

ensures high year of service loss management. The
IV-60




OFFICER ACCESSIONS BY YOCS

YOCS OBJECTIVE ACTUAL VARIANCE $ VARIANCE
0+<1 2273 1627 -646 -28.4
1+ <2 0 3 3 RARRRARR
2+<3 90 8 -82 -91.1
3+<4 260 107 -153 -58.8
4+<5 290 207 -83 -28.6
5+<6 395 254 -141 -35.7
6+<7 150 252 102 68.0
7+<8 160 202 42 26,2
8+<9 140 159 19 13.6
9+<10 100 215 115 115.0
10+<11 50 94 44 88.0
11+<]12 25 40 15 60.0
12+<13 20 35 15 75.0
13+<«14 S 25 20 400.0
14+4<]15 6 36 30 500.0
15+<16 6 17 11 183.3
16+4<17 7 15 8 114.3
17+<18 7 12 S 71.4
18+<19 3 10 7 233.3
19+<20 3 6 3 100.0
20+<21 3 7 4 133.3
21+<22 3 4 1 33.3
22+<23 S 6 1 20.0
23+<24 5 5 0 0.0
24+<25 5 4 -1 -20.0
25+<26 S 8 3 60.0
26+<27 2 4 2 100.0
27+<28 1 2 1 100.0
28+ <29 1 4 3 300.0
29+ <30 0 1 1 RARRARR
30+ <31 0 0 0 0.0
31+ <32 0 0 0 0.0
32+ 433 0 0 0 0.0
33+<34 0 0 0 0.0
34+<35 0 2 2 RAARRAR
35+ 36 0 0 0 0.0
36+<37 0 0 0 0.0
37+ <38 0 0 0 0.0
38+<39 0 0 0 0.0
' 39+<40 0 0 0 0.0
¢ 40+<41 0 1 1 ARRARRA
} 41+<42
: 42+<43
TOTALS 4020 3372 -648 -16.1

Actual Annual Accessions as of 31 December 1976
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1976 inventory shows that there are O-1's with more
than 9 years of commissioned serviée, 0-2's with
more than 14 years of commissioned service, 0-3's with
more than 22 years commissioned service, 0-4's with
more than 30 years of commissioned service, O-5's
with more than 34 years of commissioned service and
0-6's with more than 38 years of pommissioned ser-
vice. The officer objective has placed high years
of tenure for each grade which are considerably

less than is currently being experienced.

Actions taken to enforce high years of tenure would
not only reduce the age of the force but will also
increase promotion opportunity. Further, such action
would increase continuation rates especially in the
lower year group and ensure that only the '"best"
qualified are retained and promoted. Of all losses
for officers it is desired that no more than 38% have
six years of service or less; however, the actual 1976
inventory showed 40%. The objective losses for O0-3
and below are no more than 82% and the actual for 1976
was 83%. The objective turnover rate is 14% and the
actual for 1976 was 17%. These statistics show that in
general the officer losses are occurring approximately
as desired with the possible exception of the high
year groups.
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Grade and Years of Commissioned Service Distribution.

The objective officer non-career/career mix is 41/59
while the actual CY 76 was 31/69. This is another indi-
cation that this force was older than desired. The grade
distribution shows that thc shortage was predominantly

in the grades of 0-1 and 0-2 which, if filled, would
increase the non-career percentage and bring it closer

to the desired ratio. The desired average grade for
officers is 0-2.77, however, the actual CY 76 was 0-2.85.
The variance also indicates an officer force that was
somewhat ovérgraded. Examination of the average years

of service shows that the’Bbjective is 8.9 years whereas
the CY 76 was approximately 12.8 years. Again a clear
indication that the force was older than desired. As
noted in Section C of the Chapter, the ARNG desires 75%
in grades 0-3 and below when actually 74% were in these
grades. In general, analysis of Tabhle 4-8 and 4-9 shows
only some inconsistency with the YOS and grade, objective
and CY 76 numbers. Especially, however, the lack of
adherence to a high year of tenure policy is probably

not inconsistent in view of the strength shortfall of

approximately 1,000 officers.
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ARNG
OFFICER YOCS DISTRIBUTION

»

YOCS OBJECTIVE ACTUAL VARIANCE % VARIANCE
0+<1 2225 - 634 -1591 -71.5
1+ <2 1914 881 -1033 -54.0
2+<3 1614 1254 - 360 -22.3
3+ <4 1801 1546 - 255 -14.2
4+ <5 1893 2019 12 6.7
5+<6 2113 2121 § 0.4
6+ <7 1938 1892 - 46 -. 2.4
7+ <8 1497 1723 226 15.1
8+<9 1449 1687 238 16.4
9+<10 1380 2108 728 52.8
10+<11 1292 1502 210 16.3
114<12 1205 - 1047 - 158 -13.1
124<13 1135 375 - 260 -22.9
13+<«]4 1018 809 - 209 -20.5
14+<15 637 778 141 22.:1
154<16 614 708 94 15.3
16+<17 568 630 62 10.9
17+<18 520 512 - 8 - 1.5
18+<19 480 427 - 53 -11.0
19+<20 431 424 - 7 - 1.6
204<21 391 485 94 24.0
214<22 306 399 93 30.4
22+<23 296 461 165 55.7
23+<24 274 508 234 85.4
24+<25 249 465 216 86.7
25+<26 235 276 41 17.4
20+<27 219 170 - 49 22.4
27+<28 166 176 10 . 6.0
28+ <29 138 111 - 27 -19.6
29+ <30 103 88 - 15 -14.
30+ <3) 0 63 63 ARARA
31+ <3¢ 0 54 54 RAARA
32+ <38 0 62 62 KARAN
33+ <3¢ 0 61 61 RRRAR
34+<35 0 6 - 6 RALAR
35+<36 0 1 1 EWEER
36+<37 0 3 3 RRARR
37+ <38 0 3 3 RAAAN
38+ <39 0 3 3 RARAS
39+<40
40+<41
41+<42
42+<43

TOTALS 28101 26972 -1129 -4.0

Actual inventory as of December Jy-64
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ARNG
" OFFICER GMDE PAOFILE VARLANCES .

Table 4-9
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ARNG Enlisted

Comparison of the ARNG enlisted objective profile with the

CY 1976 inventory reveals similar areas of consider-
ation with respect to accessions, losses, grades and
years of service distributions as the officer.

The magnitude of the variances is considerably greater
and suggests that the underlying strength problems in
the enlisted force are not necessarily those

that are the most obvious.

Accessions. In general, the ARNG desires a young,
vigorous enlisted force which like the officer

has a high percentage of PS personnel again to take
advantage their active duty experience. And like the
officer corps, they are clearly most wanted as soon as
they are released from active duty and still are young
and well trained. The objective NPS/PS accession ratio
is 50/50 which is not too far from the 1976 ratio of
41/59, however, the number of accessions in 1976 was
approximately 117 thousand when_the objective demands

only 87 thousand. (See Table 4-5.)

The PS personnel who enter the ARNG are primarily
entering after their six year military obligation

has expired (approximately 60%). The objecéive profile
shows that 106% of the PS accessions would have less

than six years of service.
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This practice has a tendency to age the force and does
not take advantage of the recent experience of those

PS personnel with remnining military service. It
should be rememberec¢ that years of service stops at six
when an enlisted reservist is discharged. Should a
reservist desire to enter the Selected Reserve after
that, he enters with six years of service no matter how
long he has been out. The objective PS accession takes
advantage of the youth and experience of recently dis-
charged PS personnel and is in keeping with a youthful
enlisted force. Table 4-10 shows the objective and

CY 76 accessions by years of service and it is obvious
that the ARNG wants to recruit PS personnel as soon as

possible after release from active duty.

Losses. The personnel shortages problem is clearly not one
of recruiting the requisite number, but rather one of keep-
ing them. Further, the problem of keeping personnel is not
in the career force but in the non-career, i.e., within
their initial six years of service. Analysis of the most
currently available continuation data shows that of 100 NPS
enlisted in 1977 only 64 made it through the first year.
This loss rate is extremely high relative to their objective
in which 91 out of 100 should complete the first year.

The actual loss rate is also high during the next five years.
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ENLISTED ACCESSIONS BY YOS

YOS OBJECTIVE ACTUAL VARIANCE 4 VARIANCE
0+ <1 44054 51246 7192 16.3
1+ <2 1127 2604 1477 131.1
2+<3 3649 4125 476 13.0
3+ <4 7948 5698 -2250 -28.3
4+<5 20574 498C -15594 -75.8
5+<6 9942 5175 4767 -47.9
6+ <7 0 28541 28541 WAL
7+<8 0 3785 3785 WL
8+<9 0 4141 4141 LA
9+<10 0 1780 1780 WASLALIE

10+ <11 0 1286 1286 WHATE AR
11+¢<]2 0 842 842 AR
12+<q3 0 717 717 pEsiaS
13+ <14 0 522 522 RANRARS,
14+ QS 0 437 457 AR
15+ <16 0 310 310 AR
16+ <17 0 282 282 B KRR S
17+ Q8 0 226 226 RAARN A
18+<19 0 164 164 bl
19+<20 0 146 146 AARRANR
20+<21 0 176 176 Sdlagd
21+<22 0 133 133 ERNRENE
224423 0 106 106 EXNNNER
23*<24 0 98 98 RARRARA
24+ <25 0 56 56 SRPEAS
25+ <26 0 51 S1 NRNE A n
26+<27 0 42 42 RARRARK
27+<28 0 51 51 ki
28+<29 .0 25 25 haphnne
29+<30 0 34 34 b
30+<31 0 18 18 ARRRANR
31+¢32 0 11 11 ARRARAA
32+¢33 0 14 14 ARRARARR
33+ <34 0 11 11 RARRARR
344<35 0 7 7 RRARRRA
35"36 0 S [ RRARAAN
36+ <37 0 4 4 RARRARR
37+ <38 0 0 0 0.0
38+ <39 0 2 2 RARARRARR
39+<40 0 0 0 0.0
OTHER 0 25 25 - RRARRAR

TOTALS 87294 117896 +30602 . 35.1

Actual annual accessions as of December 1976
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The percentage of losses that should occur during the
first six years'bf the objective profile is 79%,
larger than the 1976 loss rate of 69%. These iwo
percentages can be misleading. The objective profile
calls for far more personnel to ve in the first six

year groups than there were in those year groups in 1976.

Even with increased rates of continuation in the objective,
more losses occur in the objective force since it includes
more personnel. The objective shows total losses of only
87,294 while the actual losses were 133,696 in 1976. This
translates to objective losses through the first six years
of only 68,699 compared to an actual loss figure of 92,469
or approximately 35% more than desired. These excessive
losses are expensive to the ARNG because services are not
fully rendered so that the costs of training these personnel

are not fully amortized.

-

It is obvious from data collected that to meet end strengfhs
the ARNG has not been too selective of those they enlisted.
Many persons currently being enlisted have a very high failure
rate and are, by and large, non-achievers. This results in
very high losses which, in turn require even higher access- .

ions. A solution to this problem ot '"the dog chasing his tail"

is to recruit more personnel in higher mental categories who are
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demonstrably higher achieversand more goal oriented.

This would not only reduce the loss rate, and the need for
more accessions, but more importantly it would increase
readiness. The objective profile clearly shows a

desire to do this on the part of the personnel

managers.

The next crucial area in the enlisted profile occurs
at the end of the initial six year enlistment contract.
The current extension rate is approximately 28%,
however, the objective is 35%. Data are not available
that would allow a cohort continuation analysis; how-
ever, if the current continuation rates are taken to
be constant over the last six years only 22 of 100 NPS will
complete their six year obligation and only 6 of

those will become careerist. The objective profile
continuation rate shows approximately 57 ot 100
finishing their six year obligation and 20 of that
group becoming careerists. Right now, this still
implies a rather high loss rate. This is necessary
since the pyramidal grade structure does not require

personnel who would be promoted to higher grades than
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required after six years of service. Consequently,
there is just no need for large numbers of personnel
to continue into career category because of the
limited number of senior grades required. This also
allows for selecting only the best qualified people

for the key supervisory grades.

Grade and Years of Service Distribution. The objective

profile shows 73% of the force are to have less than
six years of service, i.e. non-careerist and 27% are

to have six or more, i.e., careerist. The current inventory

shows that 48% are non-careerists. Table 4-11, which
compares the YOS objective profile to the 1976

inventory, shows that the shortages in personnel are in

the second through the sixth year groups. Grade data are
reflected in Table 4-12'. Therefore, if these shortages were
filled, "the ‘career/non-careér mix would more closely
approximate the objective. Further.analysis shows that

the first year group is being met; however, if the acces-
sion data, Table 4-10 are studied it shows that approximately
51 thousand personnel with under one year of servige had

to be enlisted in order to retain approximately 40 thou-
sand at the end of the year. The objective accession data
show only 44 thousand accessions should be required

to retain approximately 40 thousand.
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ARNG

ENLISTED YOS DISTRIBUTION

YOS OBJECTIVE ACTUAL
0+<1 40155 39333
1+ <2 37630 25630
2+<3 37624 17773
3+<4 41540 14008
4+ <5 56616 31026
5¢<6 60668 56887
6+ <7 18594 42291
7+<8 12570 24193
8+<9 10370 16547
9+<10 8590 12821
10+<11 7499 9560
11+<12 6567 7689
12+<13 3590 4673
13+<14 3446 3504
14+<15 3277 2583
154<16 3101 2285
16+<17 2996 2317
17+<18 2914 1939
18+<19 2842 1750
19+<20 2771 2101
20+<21 2655 2472
21+<22 2522 2279
224<23 1616 2091
234424 1430 2295
24+<25 1249 1920
25+<26 1048 1617
206+4<27 400 1401
27+<28 336 1310
28+ <29 276 1274
29+ <30 50 947
30+ <31 21 541
31+ <32 7 495
32+4¢33 0 425
33+<34 0 303
34+<35 0 200 -
35+36 0 127
364<37 0 73
37+<38 0 34
38+ <39 0 23
39+<40 0 36

TOTALS 374,970

338,773

VARIANCE

- 822
-12000
-19851
-27532
-25590
- 3781
23697
11623
6177
4231
2061
1122
1083
58
694
816
679
975
1092
670
133
243
475
865
671
569
1001
974
998
897
520
488
425
303
200
127
73

34

23

36

.

'36'197

Actual inventory as of December 1976.
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Table 4-12

ARNG
ENLISTED.GRADE PROFILE VARIANCES
3
VARINICE
] T T T n | T T
20 < -
20t ;
=) 3§ " .- § 5 .
(Rt omoE JEr o3 J E4 | E5 | €6 | E7 ] €8 | E9 oS |
OBJECTIVE © 93,101 142, 739 78,266 | 33,3m2 17, 848 s, 988 1,183 324,970
L ACTUAL 06,308 °", 186 89,666 | 37.%0 19,932 8,564 1,867 330,863
tm -7,3713 | 44,883 ] 410,400 ] 42,540 | 02,000 TR T 34,107
I VARIANCE 0% -8 T 18 " 7% 9% 108
SOURCES: OBJECTIVE - amng/RLSS AS OF: OBXECTIVE - rres
ATWAL - aang MIES ACTUWAL - CY DING 31 DEC %
* REQUILIMEBNTS BDASED
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The desired average enlisted grade is E-4.1 and the
actual is E-4.3. The variance is not too significant;
however, it does indicate a tendency toward overgrading.
A more significant indication of an older than desired

force comes from the average years of service.

The objective is 5.6 years whereas the CY 76 was 6.8 °
years. Lack of consistent application of a high years
of tenure by grade policy is the principal factor for
the higher average YOS than is desired. This lack of
adherence is not unexpected in view of the total

strength shortfall of approximately 36,000 people.

4
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USAR PROFILE COMPARISONS

USAR Officer
Comparison of the ySAR Officex objective profile with

the 1976 inventory revealed some interesting conditions
with respect to general status, accessions, losses, and

years of service distribution.

Accessions. In general, the USAR desires a young vigorous

officer corps which has a relatively high percentage of

PS accessions. The accession of large quantities

of PS officers takes advantage of their active duty train-
ing and experience, however, the USAR required that the
vast majority of these accessions still have time remain-
ing on their initial six year military obligation. The
NPS/PS accession ratio of 6/94 compares unfavorably

with the objective ot 30/70. The percentage of accessions
of officers who have under six years of service is only
35% which also compares unfavorably with the objective

of 55%. Examination of Table 4-13 shows the objective
accessions and CY 76 accessions by years of service

and it is obvious that the USAR has been taking PS offi-
cer personnel with more years of service than desired.
Higher years of service equate to higher grades. This

is probably necessary since there is not a sufficient
base of NPS (junior grades) to fill the upper grades

without external acquisition.
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USAR
OFFICER ACCESSIONS BY YOCS

YOCS OBJECTIVE ACTUAL VARIANCE
0+<1 1321 258 -1063
1+ <2 59 177 118
2+¢<3 380 166 -214
3+ <4 365 256 -109
4+<€§ 436 466 30
5+< 6 478 624 146
6+ <7 156 507 351
7+ <8 243 571 128
8+<9 329 283 -46
9+«10 176 505 129
10+<]11 81 261 180
11+<]12 83 119 36
12+<13 49 106 57
13+<14 22 62 : 40
14+<1§ 30 43 18
15+<16 22 62 40
16+<17 22 46 24
17+<18 34 49 15
18+<19 9 S3 44
19+<20 14 33 19
20+<21 18 41 23
21+<22 18 31 13
22+4<23 23 16 -7
23+<24 28 31 3
24+<25§ 17 34 17
25+<26 13 20 7
20+<27 4 17 13
27+<28 4 11 7
28+ <29 4 6 2
29+ <30 0 2 2
30+<31 0 2 2
31+4<32 0 1 1
324<33 0 0 0
33+<34 0 2 2
34+<35
35+<36
36+<37
37+<38
38+<39
39+<40
TOTALS 4438 4466 28

Actual Annual Accessions as of April 1977
Troop Program Units - Line Only
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Table 4-13

$ VARIANCE

-80.5
200.0
-56.3
-29.9
6.9
30.5
225.0

-14.0
73.%
222.2

- 43.4

116.3
181.8
60.0
+ 181.8
109.1
44,1
488.9
135.7
127.8
72.2
-30.4
10.7
100.0
535.8
325.0
1750

50.0
ARRARAS

ARRRRAR
RARRARA

0.0
RRRANRR
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However, this action does have the adverse effect of
gging the officer corps and reducing the promotion
opportunity for NPS officers, because if the USAR is
short, an 0-3 for example, it's apparent that they
will seek to fill the vacancy (because strength is
down) with a PS individual, as opposed to filling it
from within. The effect on the YOS profile

of taking large numbers of PS in high years of service
groups and very few NPS is dramatically shown in Table
4-14. The first few years are short as a result of

low NPS accessions and the failure to bring in PS

personnel into those year groups. The hump in

the 7 through 12 year groups is due in part to too
many PS personnel entering there. This hump will
gradually reduce in magnitude and move out of the
system -- but it will take the next 20 to 25 years if
no action is taken sooner to reduce it. (See Section
f E.) The USAR has demonstrated, through the objective
officer profiles, that it desires to have the number
of exceyses in the out year moved into the shortages

in the sarly years, thereby comforming to their

optimum yaars of seyvice profile.

Losses. The predominant reason for the overage in

the YOS profile mentioned above is that there

IV-77

T EERya————.,.




Table 4-14

USAR
OFFICER YOCS DISTRIBUTION

YOCS OBJECTIVE ACTUAL VARTANCE $ VARIANCE
0+<1 1037 44 -993 -95.8
1+ <2 §89 243 -646 28T
2+<3 1108 423 -685 -61.8
3+ <y 1375 819 -556 -40.4
4+ <5 1469 1400 - 69 - 4.7
5+¢<6 1659 2324 665 401
6+ <7 1543 2792 1249 80.9
7+<8 1429 2223 794 55.6
8+<9 1582 1899 317 20.0
9+<10 1629 2156 527 32.4
10+<11 1554 1621 67 4.3
11«12 1486 1045 -441 =39.7
12+<13 1389 899 -490 -35.3
13+<14 1258 649 -609 -48.4
14+<15§ 765 583 -182 -23.8
154+<16 745 537 -208 =27.9
16+<17 712 489 -223 SRS
17+<18 696 581 -115 -16.5
18+<19 648 579 - 69 -10.6
19+<20 602 587 - 15 - 2.5
20+<21 565 580 15 . 2.7
21+<22 492 509 17 3.5
22+<23 417 384 - 33 - 7.9
23+<24 394 479 85 21.6
24+<25 333 569 236 70.9
25+<26 289 399 110 38.1
26+<27 244 293 49 20.1
27+<28 200 181 - 19 - 9.5
28+ <29 109 123 14 -12.8
29+ <30 74 52 - 22 -29.7
30+ <31 0 41 41 RARRR
31+ <32 0 61 61 RARAR
32+ <33 0 54 54 ol
33+<33 0 42 42 Anane
34+<35 0 18 - 18 RRRAR
35+ <36 0 5 5 RRARR
36+<37 0 7 7 e e
37+<38 0 2 2 AR
! 38+ <39 0 4 4 RARRR
39+<40
40+<4]
41+<42
42+<43
TOTALS 26692 25696 -996 - 3.7

Actual inventory as of April 1977
Troop Program Units-Line only
1vV-78
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is currently no application of high year of tenure by
grade for USAR officers. This would help ensure the

desired mix of youth and experience.

USAR personnel planners recognized the officer objec-

tive problem and have structured the profile to place high
years of tenure for each grade which are considerably lower
than those tolerated currently. Actions taken to

enforce high years of tenure will not only reduce the

age of the fcrce but also will increase promotinn
opportunity, continuation rates in the lower year

groups and ensure that only the best qualified are

retained and promoted.

Of all officer losses the objective shows a desire of
no more than 37% have six or less YOS; however,

the actual 1976 inventory showed less than 10G%.

This is because there are very few officers in these year
groups. The objective losses for 0-3's and below is
not more than 73% whereas the actual 1976 figure was
75%. The objective turnover rate is 17% whereas the
actual was 22%. These statistics show that the overall
loss rate is too high and that the losses should occur
in the earlier years of commissioned service vear
groups; however, for that to be accomplished

more officers must be recruited for those year groups.
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Grade and Years of Commissioned Service Distribution.

The cbjective officer non-career/career mix is 28/72
while the 1976 mix was 20/80. The grade distribution
shows that the shortages are prédominantly in the grades
of 0-1. The non-career shortages, i.e., shortages in
the less than six YOS groups, and the 0-1 shortages
show clearly that the USAR is relying on PS rather
than NPS and the PS it is recruiting are not in the
desired YOS groups. The objective average grade for
officers is 0-3.23 precisely the actual, 0-3.23.
Examination bf the averagehyos shcw that the objective
is 10.7 years whereas the actual for 1976 was 11.5.
The USAR objective shows that 61% are in grades 0-3

and below and the 1976 inventory showed 65% were 0-3's

and below. (See Table 4-15.)
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Table 4-15

USAR
OFFICER GRADE PROFILE VARIANCES

2
VARIANCE
40

(Troop Program Units-Line only.)
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USAR Enlisted

Comparison of the USAR enlisted objective profile with
the 1976 inventory shows some major discrepancies. In
general, the USAR desires a relatively young, vigorous
enlisted force which depends on a large percentage of

PS personnel. As‘previously noted, the USAR mission and
structure are different from other US Army Components in
that the force is primarily support oriented. This
difference reflects in both the objectives as discussed

and in the inventories that are to be presented.

Accessions. PS accessions are desired immediately after
they have been released from active duty. They are still
young and well trained personnel with military service
obligations. The objective NPS/PS ratio is 54/46 which
is significantly different from the 1976 ratio of 21/79.
Uniike the ARNG, which is recruiting more NPS and PS than
desired, the USAR enlisted accession of NPS personnel is
some 57% short of the objective; it is recruiting more

PS than the objective states so in total, accessions
exceed the objective by over five thousand. Analysis of

Table 1-16 shows that the PS accessions arz not occurring

in the desired year groups, and that most of them have six

or more YOS.
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USAR

ENLISTED ACCESSIONS BY YOS

YOS OBJECTIVE

0+ <1 23623
1+ <2 809
24 <3 1618
3+ <4 3236
;*52 9708
+
6+ <7 4854
7+<8
8+ <9
9+<10
10+ <11
11+¢)2
12+413
13+ <14
14+ QS
15+¢<16
16+ <17
17+ <8
18+<«)9
19+ <20
20+<21
214422
22+4<23
23+<24
24+<25
25+ <26
26+<27
27+<28
28+<29
29+<30
30+ <31
31+¢32
32+4<33
33+ ¢34
34+<35
35+ <36
36+ <37
37+<38
38+<39
39+<40

OTHER

OO0 0O O0OO0ODOOOOOLOOOOOOOOOODOOOOOOOOOO

TOTALS , 43848

ACTUAL

10177
3027
2816
2795
3789
4476

10076
3201
24306
1453

926
593
435
310
238
263
217
177
133
125
161
132
110
123
116
105
72
72
72
39
40
23
19

49060

VARIANCE

-13446
2218
1198
-441

-5919
-378
10076
3201
2456
1453
926
593
43S
310
238
263
217
177
133
125
161
132
110
123
116
105
72
72
72
39
40
23
19

5212

Actual Annual Accessions as of December 1976
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Table 4-106

4 VARIANCE

=56.9
274,2

74.0
-15.6
60.97

-7.8
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The objective shows 100% of the PS accessions should
have less than six YOS. This practice tends to age
a force and brings in PS personnel whose skills have
decayed appreciably more than the recently discharged

personnel with remaining military service obligations.

Losses. The loss problem of the USAR enlisted force
is similar to the ARNG experience in that the desired
number of accessiocns are being met but they are not
retaining them. And, like the ARNG, keeping personnel
in the career force is not the problem, but it is
keeping them in the non career force (under six years

of service). Currently available continuation data show

the first year. This continuation rate is much lower than
desired, as. are the continuation rates during the next five
years. The desired percentage of personnel

lost with six or less YOS is 78%, which is very close

to the actual of 73%. These two percentages may be
misleading if the situation is not further analyzed.

The objective shows more of the force, approximately

73%, to be in these early year groups, however, in

the 1976 inventory only 64% were in these early

year groups. Even with the somewhat improved
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continuation rates of the objectiyé a large percentage
of losses occur during the non-career years'because
more personnel are in that group. The ijective pro-
file shows total losses of only 43,845 while the actual
losses were 70,572. This means that approximately
34,200 losses are to occur in the objective first
through six YOS (non-career group), while

51,500 losses occurred in that same group in 1976.

This 1976 actual loss of 51,500 is 34% more losses

than desired for this non~career force. These ex-
cess losses are extremcly expensive since the compo-
nent can never fully recover the cost of training

the NPS personnel let alone achieve full benefit from
the PS training. The ULSAR, like the ARNG, is accepting
many Mental Catogory IV personnel. Mental Category
IV's have a very high failure rate which means more
category IV accessions will mean more losses. This
becomes a vicious circle with the only way out being
to attract higher mentul category people. This would

reduce costs, etc. and would increase readiness.

The next crucial area in the enlisted profile occurs

at the end of the initial six year enlistment contract.
The current reenlistment rate is approximately 29%;
however, the objective is 35%. Data are not available
that would allow a cohort analysis; however, if the
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current continuation rates are taken to be counstant
over the last six years only 19 of 100 NPS will finish
their six year obligation and only 6 of those will
become careerists. The objective profile continuation
rate shows approximately 56 of 100 should finish their
six year obligation and 10 of that group will become
careerist. This implies a rather high loss rate at the
career decision point. This high loss rate is neces-
sary because of the pyramid grade structure. There

are limited requirements for supervisors (i.e., senior
grades) in the career force. The philosophy is ta use
personnel until they achieve six years of service and
then to select only those who are better qualified to
enter the career force and function as supervisors.
This philosophy insures that the force does not age

and remains youthful and vigorous.

Grade and Years of Service Distribution. The objec-

tive profile shows 68% of the total enlisted force
are to have less than six YOS, i.e., non-careerists, and
32% are to have six or more years of service, i.e.,
careerists. The 1976 inventory shows that 51% are
non-careerists and 49% are careerists. Table 4-17

i depicts YOS objective profile versus the 1976

inventory, and shows that the shortages in per-

sonnel are in the first through sixth year groups. The
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YOS

0+ <1
1+ <2
2+¢<3
3+ <4
4+<5
5+<6
6+ <7
7+< 8
8+<9
9+<10
10+ ¢11
11+¢12
124413
13+ <14
14+ <15S
15+4<16
16+ <17
17+ <18
18+<}9

19+4<20_

20+<21
21+<22
224423
23+<24
24+<25
25+ <26
26+ <27
27+<28
28+<29
29+<30
30+¢31
31+¢32
324¢33
33+¢34
3444358
35+ <36
36+ <37
37+ <38
38+<39
39+4<40

TOTALS

USAR

ENLISTED YOS DISTRIBUTION

OBJECTIVE

21421
20159
19746
20841
27702
29522
9752
6593
5439
4505
3935
3444
3146
3020
2872
2638
2597
2525
2462
2401
2301

OO0 OOOODW

203764

ACTUAL

9644
11989
11435

5406
14747
27088
20077
14218
10822

5957

4704

2817

1901

1371

998
1048
948
762
818
885
1105
840
782
971
951
1007
641
402
445
320
309
237
223
229
146
40
28
13
6

o

156337

Actual inventory as of December 1976
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VARIANCE

-11777
8170
8311

-15435

-12955
2434

10325
7625
5383
1452

769
-627

-1245

-1649

-1874

-1640

-1649

-1763

-1644

-1516

-1196

-1344
-378

-56
42
202
424
219
295
283
293
2327
223
229
146
40
28
13
6
7

-47427

Table 4-17

4 VARIANCE

-55.0
-40.5
-42.1
-74.1
-46.8
-8.2
105.9
115.7
99.0
32.2
19.5
-18.2
-39.6
-54.6
-65.3
-61.0
-63.5
-69.8
-66.8
-63.1
-52.0
-61.5
-32.6
-5.5
4.6
25.1
195.4
119.7
196.7
764.9
1831.2

4640.0
RARRAR

RARRAR
RRRARA
ARARAR
ARRRRR
RARARAR
RAAARR
ARRARA
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shortages are predominantly in grades E-1 through E-4;
therefore, if the shortages were filled, the non-
career/career mix would more closely approximate the

objective. (See Table 4-18.)

The objective average enlisted grade is E-4.7 while
the actual was E-4.6. The objective average YOS is

6.3 years whereas the 1976 average was 7.1.
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Table 4-18

3 USAR
mﬁ ENLISTED GRADE PROFILE VARIANCES
W

toBl[-ﬁ IE-S l!-ﬁ LE-? | [ l l

MU Ig 30,408 | 126,100 ee. 688 | 27,700 | 1003 | o1y 1 oo I;oy_u_
mm 27,39 [ ¢9,95¢ a, 008 | 22,888 | 11,00¢ ¢, 022 1,286 157, 957

3,048 | 26,626 3,498 | 5,23 | -6,080 o718 180 48,007
 § mwa -108 YTy o9 -198 -34% «158 e 228

” ’l mm - FY 83
SOURCES: OBJECTIVE - USAR
ACTUAL - CV BNDING 31 DEC ¥
ACTUAL - USAR B

* REQUIREMENTS BASED
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USNR PROFILE COMPARISONS

The USNR is unique among the reserve components in that
its mission, force size and structure are currently being
reevaluated andare in very fluid states. It appears

at this time that the USNR will be cut to approximately
one-half of its current authorized size. As such, the
following comparison may not be as valid as it would be
if the reductions do not take place. However, in order
to evaluate the USNR, the 1976 inventory will be com-
pared to the USNR objective profile, which was based

on a requirement of approximately 100,000 developed

by OP-605 and reflected in the out-year Program Objective

Memorandums.

USNR Officers

Comparison of the USNR Officer objective profile with
the 1976 inventory reveals several critical areas of

concern with respect to the accession, losses, grade

and years of commissioned service and the YOS

distribution,

Accessions. In general, the USMR is interested in devel-
oping a force strong in technical skills at the middle
grades and years of service. To achieve this

it relies almost totally on PS officer accessions.
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This policy takes advantage of the experience and training
obtained on active duty, and is c&nsistent with their
objective profile. Tha NPS/PS officer accession ratio

is 5% to 95% and compares favorably to the 1976 actual

of 4% to 96%. The objcctive percentage of PS officer
accessions with under six years of service was 89%;
accessions by YOCS were not available for the 1976

inventory.

The objective profile shows a desired PS accession of

2430 in grades 0-3 and below whereas only 1,670 were
obtained which was 30% short of the desired (see Table 4-19).
The profile also shows that 1,069 in 0-4 to 0-6 were

brought into the USNR whereas the objective called for

only 95 0-4's. This is a clear indication that the PS
officer accessions, even though close to the desired per-
centage, are not in the desired grades which also implies

not in the desired YOCS groups.

Close examination of the YOCS profile, Table 4-20, also
shows additional '"circumstantial" evidence that the PS
accessions are not in the desired YOCS group. Notice that
the first through six years groups are very small when
compared to the objective. The objcctive shows the influ-
ence of accessing 82% of the PS during those year groups.
The 1976 inventory also shows this influence which shifted

toward later year groups. It is obvious
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Table 4-19

g USNR
VARINCE OFFICER ACCESSIONS BY GRADE

N rp—— T v
5761

-7
BT 1ir
[l A i _p = 3 A A L
o5 Tos Vo (G Tow
IVE ¢ s Jran L] 0 0 2,828 127 2,68
| ACTUAL M e | 2,200] ez | w2 " 2,739 124 2,003
[NARINNCE I o84 | 050 0342 | o847 ] o337 | o0 *214 -3 | ean
[ 3 VARIANCE 114 *134] <3764 *88 -2 | n

GRECTIVE - Va3

SOURCES: OBJECTIVE - USM/ACSS oS F
MTWAL - ysm/wrens BT KWL -3 pec 76

® ABQUIANNTS BASSD




Table 4-20

USNR
OFFICER YOCS DISTRIBUTION

YOCS OBJECTIVE ACTUAL VARIANCE § VARIANCE

0+<1 124 87 - 37 -29.8
1+ <2 189 132 - 5§57 -30.2
2+<3 961 242 - 719 -74.8
3+<4 1818 430 -1388 -76.4
4+ < § 1877 648 -1229 -65.5
5+4<6 1856 813 -1043 -56.2
6+ <7 1321 1032 - 309 -23.4
7+ <8 1202 1481 + 279 23.2
8+<9 1064 1469 + 405 38.1
9+<10 981 1338 + 357 36.4
10+<11 948 1048 + 100 10.6
11+<12 926 1175 .4 249 26.9
12+<«]3 762 1028 + 266 34.9
13+<14 726 987 + 261 36.0
14+<]5 692 899 + 207 29.9
15+<16 661 665 + 4 .6
16+<17 625 579 - 46 7.4
17+<18 580 492 - 88 -15.2
18+<19 316 378 + 62 -19.6
19+<20 290 468 + 178 61.4
20+<21 265 326 + 61 23.0
21422 247 247 0 0
22+<23 236 214 - 22 9.3
23+<24 217 202 - 15 - 6.9
24+<25 67 121 + 54 80.6
25+<26 64 99 + 35 54.7
20+<27 59 65 + 6 10.2
27+<28 58 26 - 32 -55.2
28+ <29 53 25 - 28 -52.8
29+ <30 40 33 - 7 -17.5
30+ <31 20 43 + 17 85.0
31+ <32 34 + 34 RBNER
32+ <33 17 + 17 bl
33+<34 7 + 7 RRNEN
344435 1 + 1 i
35+ <36 6 + 6 RRRRR
36+<37
37+ <38
38+<39
39+<40
& 40+<4]
¥ 41+<42
| 42+<43
TOTALS 19,245 16,803 -2442 - 12.69

Actual inventory a2 of December 1976
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from the years of service profile that it is desirable
to move the "excess number" of personnel from the 8th
through 15th year groups into the first through sixth

year groups.

Losses. The office objective shows that not more than

46% of the losses have six or less YOS whereas the 1976
figure was approximately 10%. The difference here is
because the 1976 inventory was far short of the desired
number of personnel in those year groups and, therefore,
most of the losses occurred in other year groups. By
putting considerably more personnel in this first

through six YOS year groups, it follows more losses would
occur. The objective losses for 0-3's and below were not more
than 68% and the actual was 37%. The actual is far

short of the objective for the same reason that the

first six YOS losses were short. The objective annual
turnover rate fo USNR officers is 14% and the 1976 turnover
rate was 23%. This rate is relatively high and is pro-
bably due in part to the USNR's emphasis on the acquiring
mid grades and higher years of service as well as structure
instability. Lower grades are potentially blocked and the

mid grade opportunity to be advanced is lessened.
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Grade and Years of Commissioned Seryice Distribution.

The objective officer non-career/carecr mix is 35/65
while the 1976 mix was 14/86 This is another indica-
tion of the PS accessions being in the wrong year groups.
Grades 0-1 through 0-3 for 1976 were short 38% of the
required number and accounted for 100% of the shortages
in the USNR officer corps. These grade data are re-
flected in Table 4-21. The objective average grade

is 0-3.43 where as the 1976 average was 0-3.74. This
variance also indicates a structure somewhat overgraded.
The average YOS for the objective is 9.7

years whereas the actual inventory in 1976 was 11.6
years. This, too, is a further indication that the
USNR is overaged when compared to their objective.

The USNR objective shows that 58% are 0-3 or less
whereas the actual was 41%, further evidence that the

USNR is overgraded.
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Table 4-21

USNR
OFFICER GRADE PROFILE VARIAMCES
4
VARIANCE
+40 T T T T T
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USNR Enlisted

Comparison of the USNR enlisted objective profile with the
CY 1976 inventory reveals areas of concern with res-
pect to accessions, losses, grades, and YOS distribu-

tions similar to the USNR officer.

Accessions. As was the case with the officer objective,

the USNR wants to develop an enlisted objective force
strong in technical skills at the middle grades and
heavy in personnel with from 3 to 12 YOS. To accom-
plish this, the USNR is relying very heavily on PS
accessions., This permits the USNR to take advantage of
the training and experience only obtainable after
several years of active service. The objective NPS/PS
accession ratio of 18/82 which compares favorably to the
CY 1976 accessions ratio of 11/89. The objective per-
centage of PS accessions with under six YOS is 75% and
the CY 76 was approximately 60%. The objective shows
that all PS accessions are desired in grades E-4, E-5,

and E-6. This is in keeping with the USNR's #ssire to

e e e

bring in middle grades. The actual accessions, horever,

showed that 41% were in grades other than E-Q, E-5, and

E-6. The objective profile shows that 3,740 NpS acces-
sions are desired annually; however, in CY 76 the USNR
was 28% short (Refer to Table 4-22), The YOS profilq
is very close to the CY 76 profile except in the first
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Table L-22

g USNR
VARLANCE ENLISTED ACCESSIONS BY GRADE
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two year groups. Also the CY 76 accessions were 18%
higher than the objective, which indicates that the

objective desires improved continuation rates.

Losses. The objective expresses the desire of not more
than 69% of the losses to have six or less YOS, The

CY 76 inventory showed 49% of the losses had six or

less YOS. The diffeiencehere, as with tne officer,

is because the CY 76 inventory had fewer people in those
year groups, and therefore, fewer losses occur. With more
personnel in those year groups and applying the same
loss rate, it follows that more losses would occur,

The objective losses of E-5 and below arc to be not

more than 77% and the actual CY 76 was 88%. The USNR

is losing more of these grades than desired and not
losing the desired numbers of E-7 through E-9. The
objective turnover rate is 26%; however, the CY 76
inventory was 27%. This means that the ~xcess losses

in the lower grades are being compensated for by losing

fewer senior grades.

Grade and Years of Service Distribution., The objec-

tive enlisted non-career/career mix is 47/60. YOS

comparison is shown in Table 4-23. Grades E-4, E-6, and E-8

were short of the requirement approximately 24%, 28%,

and 11% respectively., Grades E-1 through E-3, E-5,
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N —

YOS

0+ <1
1+ <2
2+ <3
J+ <4
4+ 5
E+ € §
G+ <7
7+< 8
g+<9
D+<]10
10+<]11]
11+4]2
12+ <13
13+<14
14+ <15
15+ <16
16+ <17
17+ <8
1B+<]9
194220
204221
21+<22
22+42%
23+224
2d+<25
25+ 225
26+27
27+<28
28+229
29+<30
30+<3]
Il+232
32+433%
33+¢34
344235
35+ <356
36+ <37
37+
IR+ <39
39+<40

TOTALS

USNR

ENLISTED YOS DISTRIBUTION

OBJECTIVE

3366
3029
3383
7014
9210
12259
4249
4678
4066
3830
3532
3186
2602
2101
1958
1844
1657
1494
1344
1229
972
911
855
806
582
549
284
267

81392

ACTUAL

1569
1342
4396
4763
10780
8264
6793
4703
4183
3800
3392
2799
2084
1832
1565
1409
1237

1074
1090

986
1113
1175

894

866

943

740

543

454

511

428

380
451

548

424

196 -

155

81
28
15

7

77813

Actual inventory as of December 1976
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VARIANCE

3

-1797
-1687
1013
-2251
1570
- 3995
2544
25
117
-230
-140

Table 4-23

4 VARIANCE

-53.4
-55.7

943.9
RARARAR

RRARRARR
RRARRAR
RARRARRR
RARRP AR
RARAARA
RARRARR
RARARAR
RARARRR
RARRRRAR




E-7, and E-9 were over the requirement by 6%, 24%, 39%,
and 35% respectively (See Table 4-24). The objective
average grade is E-4,73, whereas the CY 76 was E-4.71.
The average YOS for the objective was 8.6 years whereas
the CY 76 average was 9.48 years. The objective also
shows that 71% are E-5 and below and the CY 76 actual
was 73%.
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Table 4-24

USNR
ENLISTED GRAIN PROFILE VARIANCES
1

VARTANCE
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USMCR PROFILE COMPARISONS

UUSMCR Officers

As stated in Section C of this Chapter, the USMCR
officer personnel profile was not developed because the
management policies allow selection rotation of officers
every three years between the Selected Reserve and
Voluntary Training Units, VTU's/IRR., This policy allows
management to have at any given time its desired

officer personnel profile with the exception of the
overall size which is mandated by Congress. Therefore,

a comparison with the current inventory is meaningless,

USMCR Enlisted

The comparison of the USMCR enlisted objective profile
with the CY 76 inventory is rather sketchy because
detail data on the inventory could mot be readily
assembled. However, some significant information does

emerge.

Accessions. In general the USMCR wants a very young

enlisted force and relies significantly on NPS acces-
sions. The objective NPS/PS accession mix is 89/11,
The FY 1976 showed ¢, NPS/PS accession ratio of 62/38,
The objective shows less dependence on PS, i.e., 1,000
objective as compared to 4,368, which were acquired in

FY 76, and a slight increase in number of NPS, from
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7,005 in FY 76 to 8,516, The total number of USMCR
accessions required would be reduced by i6%n This is
possible because of the increased objective continuation
rates in the early YOS. Section C provides some dis-
cussion of the USMCR accession philosophy and their

expected continuation of NPS personnel.

Losses. The objective profile shows only 9,517 annual
losses as compared to the FY 76 figure of 13,546, This
is an excess of 42%. The first year loss is quite high
and accounts for 13% of all losses. Also, of 100 NPS
that entered the first year group in FY 1977, only 76
completed the year. Historical cohort continuation
rates are not available for six years back; however, if
the FY 77 rates are taken as being representative, only
3 of the starting 100 would enter the career group.

The objective profile calls for at least 85 of 100 to

finish the first vcar and 11 to become careerist.

Grade and Years of Service Distribution. The objective

profile shows 83% of the force to have less than six
YOS, i.e., non-careerist, The CY 76 inventory showed
75% were non-caréerist. Table 4-25 displays the YOS
objective profile versus the CY 76 inventory. Major
shortages exist in the first through fifth YOS with

some excesses in the sixth through 11th YOS, and
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YOS

0+ <1
1+ <2
2¢<3
3+ <4
4+<S
8+ <6
6+ <7
7+< 8
g8+<9
9+<10
10+ <11
11+¢<12
12+<13
13+<14
14+ <S5
15+<16
16+ <7
17+ <18
18+<19
19+<20
20+<21
21+4<22
224423
23+<24
24+¢25
25+<26
26+<27
27+<28
28+<29
29+<30
30+<31
31+¢32
324433
33+¢34
344435
35+ <36
36+ <37
37+ <38
38+<39
39+¢40

OTHER

TOTALS

USMCR

ENLISTED YOS DISTRIBUTION

OBJECTIVE

7239
6443
4738
3494
3351
3065
771
675
554
459
4C0
351
314
287
260
200
195
192
187
183
118
113
108
100
90
55
51
19
18
16

COO0OO0OO00O

34046

ACTUAL

4564
5529
2872
1393
2397
3452
1742
1178
712
557
422
303
158
146
102
108
119
89
79
106
83
85
93
12
94
66
53
41
51
47
37

23
19

[l S R 3

26819

Actual inventory as of December 1976
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VARIANCE

-2675
-914
-1866
-2101
-954
387
971
503
158
98.
22
-48
-156
-141
-158
-92
-76
-103
-108
-77
-35
-28
-15
-8
4
11
2
22
33
31
37
23
19
4
2
1

-7227

Table 4-25

§ VARIANCE

-37.0
-14.2

-39.4
-60.
-28.
12.
125.
74.
28.
21.
5.
-13.
-49,
-49,
-69.
-46.
-39,
-53.

-§7
-42.
-29.
-24,
-13.
-8.
4.
20.
3.9
115.8
183.3

193.8
RRRARAR

AARRAAAR
RRARARS
ARRARRR
RRRRRAR
RRARRRR
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shortages in the 12th on out., The desired average

grade is E-3.24 whereas the actual was E-3.41, The
average YOS for the objective is 4,1 whereas the CY 76
actual was 4.6 years. The objective versus the actual

FY 76 inventory grade is reflected in Table 4-26,
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Table 4-20

UUISMCR
ENLISTED GRADIL PROFILL VARTANCES
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ANG PROFILE COMPARISONS

ANG Officers

The profile comparison for the ANG shows the force to
be more 1like the USNR than the ARNG or USAR. This is
not unexpected because all have a need for many
highly trained and experienced technical personnel.
The desired training and experience are obtained by

acquiring a high percentage of PS personnel.

Accessions. As mentioned, the ANG relies very
heavily on PS accessions. The CY 76 total PS acces-
sions, however, were slightly higher than desired and
the NPS accessions were considerably lower than
desired. The desired NPS/PS accession ratio is 23/77
which was significantly different from the 4/96 that
was actually achieved. All of the PS accessions

are desired in the 5 through 8 YOS groups; however,
only 38% of the CY 76 accessions occurred in this
group while an equal percentage were joined

with more than 8 years of commissioned service.
Accession data are displayed in Table 4-27. The
practice of taking in more PS than desired to

meet the end strength has adverse affects on promotion

opportunity and age of the force. The NPS accessions
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Table 4-27

ANG
OFFICER ACCESSIONS BY YOCS

YOCS OBJECTIVE ACTUAL VARIANCE $ VARIANCE
0+<1 248 42 -206 -83.1
1+4<2 0 37 37 RRARRAR
2+<3 0 17 17 ARRRRAR
3+ <Y ] 18 18 ARRARAR
4+ <5 384 44 -340 -88.5
5¢<6 96 86 -10 -10.4
6+<7 277 139 -138 -49.8
7+<8 70 116 46 65.7
8§+<9 0 124 124 RRARRAR
94«10 0 90 90 ARAARAR
10+<11 0 67 67 RARRRAA
11+4<]12 0 48 48 ARRARAR
12+4<13 0 36 36 RRRRRAR
13+«]4 0 32 32 KRRARAR
14+<15 0 17 17 ARRARRR
15+<16 0 7 7 ARRARAN
16+<17 0 9 9 RRRRARK
17+<18 0 9 9 ARRPIRRA
18+<19 0 13 13 ARRARAR
19+<20 0 5 5 RRRRAAN
20+<21 0 10 .10 RRRARAN
21+<22 0 14 14 RRARNAR
22+4<23 0 12 12 RARRAANR
23+<24 0 4 4 RRRARRR
24+¢25 0 1 1 ARRARRA
25+<26 0 3 3 KRARRAAR
26+<27 0 1 1 AARKANA
27+<28 0 1 1 RRAANRR
28+ <29 0 2 2 ARARRAN
29+ <30
30+ <31
31+<32
32+4<33
33+4<34
344435
35+ 36
36+<37
37+<38
38+<39
39+<40
TOTALS L1078 . 1004 -7 «6.6

Actual Annual Accessions as of 31 September 1976
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were 83% short of the objective. The overall

\
accessions were only 7% off the desired number.

Losses. The ANG is losing approximately the desired
numbers of officers; however, it is losing slightly
more of O-1 through 0-3 and,consequently,more losses
in the first six YOS than desired. The objective is
that of all officer losses, no more than 9% have six
years or less and no more than 56% be in grades

0-3 or lower. However, in CY 76, 14% had six years
or less and 57% were 0-3's or lower. This implies
that the ANG officers are completing their military
obligations in concert with the ANG loss objectives
profile. The desired overall annual turnover rate

for the ANG is 9% which compares favorably to the
actual of 10%.

Grade and Years of Commissioned Service. The objective

officer non-career/career mix is 18/82 and the actual is
14/86. Table 4-28 provides a YOS comparison. This
indicates a desire for a more mature experienced
officer corps which they are obtaining. The grade
distribution shortages are occurring in the 0-1

through 0-4 in significant numbers, approximately 2300
or 20% of the force. These shortages are partially

offset by too many 0-5 and 0-6's (see Table 4-29.)
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Table 4-28

ANG
OFFICER YOCS DISTRIBUTION
YOCS OBJECTIVE ACTUAL VARIANCE $ VARIANCE
0+ <1 242 139 -103 -42.6
1+ <2 236 161 - 75 -31.8
2+ <3 230 207 - 23 -10.0
3+ <4 224 252 28 12.5
4+ < % 602 336 -266 -44.2
5+< 6 683 491 -192 -28.1
6+ <7 909 387 -322 -35.4
7+ <8 910 609 -301 -33.1
g+ <9 842 691 -151 -17.9
9+<10 779 803 24 Ty
10+<11 740 654 - 86 -11.6
11+<12 703 577 -126 -17.9
12+<13 668 489 -179 -26.8
13+<14 634 640 6 .9
14+<158 603 476 -127 -21.1
15+<16 452 373 - 79 -17.5
16+<17 429 322 -107 -24.9
17+<18 408 294 -114 -27.9
18+<19 388 323 - 65 -16.8
19+<20 368 340 - 28 - 7.6
20+<21 350 403 53 15.1
21+¢22 332 482 150 45.2
22423 183 347 164 89.6
23+<23 164 247 83 50.6
24+<25 148 205 57 38.5
25+<26 133 140 7 5.3
204<27 113 118 [ 4.4
27+<28 90 65 - 3 -32.3
28+ <29 34 30 - 4 -11.8
29+ <30 29 317 268 993.1
30+ <31 0 0 0 0.0
31+<32
32+<33
33+<34
34+4<35
35+<36
36+<37
] 37+<38
' 38+<39
' 39+<40
4 40+<41
‘ 41+<42
q 42+<43
TOTALS 12632 11118 -1514 -12.0

Actual inventory as of 30 September 1976
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Table 4-29

ANG
AIR NATIONAL GUARD
OFFICER GRADE PROFILE VARIANCES
2
VARIANCE
'“ L] L] | | L | Li
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The ANG desires 64% to be 0-3's or below and actually
experienced 56% in FY 76. If these shortages were
filled, the non-career/career mix would be achieved.
The desired average grade is 0-3.3; and, the actual
was 0-3.5. [Ilixamination of the average YOS shows

that the objective to be 12,3 while the FY 76 was
actually 14.0. These are further indications of

an aged and overgraded force. Analysis of Table 4-28
shows some major_inconsistencies between the objective
and actual YOS profiles, especially in the 1 through
19 YOS groups, which are short and the 20 through

25 and 30+ which have significant overages. Of

the excesses in the 30+ year groups 82% are technicians.

ANG Enlisted

Comparison of the ANG enlisted objective profile relative to
the FY 76 actual inventories shows many similarities
to the officer profile comparisons; however, the

magnitude of the variances is considerably greater.

Accessions. The ANG desires a high percentage of

PS accessions. This permits the service to take
continued advantage of the high technical training
and experience received on active duty. The'gé;irgd,
NPS/PS accession ratio of 30/70 was achieved in

FY 76. However, the NPS and PS accessions were ceach 28%
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lower than desired. The PS, who enter the ANG, are
entering after tle expiration of thkeir military obiiga-
tion (approximately 67%) when, in fact, demand for them
occurred during the 4th to the 5th YOS. This

practice tends to age the force and does not take

full advantage of active duty training and experience.

Table 4-30 presents the YOS accession comparison.

Losses. The FY 76 aggregate losses for the enlisted
ANG was approximately 1% higher than the objective;
however, 52% of thc:e losses are in grades E1 to E4
while the objective calls for not more than 37%. The
objective also shows only 32% of the losses are desired
in year groups o to 6 and in FY 76 68% occurred

here. The desired losses in the first year group are
zero while in FY 76, 633 losses were experienced.
Clearly, the concentration of losses is in the non-
career category. The higher graded careerists, E-5
through E-9 are remaining in the force longer than
desired. The objective turnover rate is 19%, while
the actual FY 76 was 22%, again indicating slightly

more losses than desired.

Grade and Years of Service Distribution. The objec-

tive profile shows 49% of the force are desired to be
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Table 4.3

ANG
ENLISTED ACCESSIONS BY YOS

YOS OBJECTIVE ACTUAL VARIANCE 4 VARIANCE
0+ <1 5181 3736 -1435 -27.9
1+ <2 0 . S7 o 57 RARARRR®
24<3 0 6384 684 kRRRxAR
3+ <4 0 720 720 ARRARRA
4+ <5 12090 722 -11368 -94.0
§+ <6 0 667 667 RARARRR
6+ <? 0 3123 3123 RRARAAR
7+<8 0 709 709 RRARRAR
8§+<9 0 691 691 RAnkhnh
g+ <j0 0 364 364 . ARARRAR

10+ <11 0 241 241 ARRARAR
11+ ‘12 0 140 140 RRRRARR
12+4<13 0 124 124 RRARARN
13+<14 0 103 103 ARRARAR
14+ Q5 0 85 85 RRARARA
15+ <16 0 56 56 ARRRRRA
16+ <17 0 39 39 ARRARAR
17+ <18 0 24 ' 24 ARkanka
18+<19 0 19 19 S EILILE]
19+¢<20 0 17 17 RRRARAR
20+<21 0 24 24 AARANRE
214422 0 18 18 ARAARAR
224423 0 12 12 o el
23+¢24 0 15 15 o
2"‘25 0 7 7 RARAXRAR
25"26 o 4 3 RE>RAX R
26¢<27 0 3 3 RRkRARR®
27‘<2‘ 0 2 2 ARARRR X
280<29 0 1 1 RRARRAR
29¢<3° 0 1 1 RARRARAR
3o¢<31 0 1 1 RARRARR
31¢‘32 0 1 1 ARARARRAR
32“33 \ 0 " 1 1 ARRARRAN
33+ ¢34 0 0 0 0.0,
344¢35 0 3. 3 RARRANR
35+ <36 0 1 1 RARANAR
36+ <37
37+<38
38+ <39 . S
39+<40 K
TOTALS 17271 12415 -4856 -28.1

Actual Annual Accessions as of 30 September 1976
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non-careerists (6 or less YOS) while 42% actually were,
indicating only a slight overage in the career force.
Table 4-31 provides the force YOS comparison.

The grade distribution (Table 4-32) shows shortages occurred
in all grades eXkcept E-1 through E-3. This

may have been the result of slow promotions to E-4, or to a
recent increased number of NPS and PS accessions in
those grades. Analysis of the YOS objective profile
versus the FY 76 inventory shows shortages in the first
six year groups. This implies that there are too

many E-1's to E-3's in the career force, past six

YOS (six YOS is supposed to be the high year of

tenure for those grades). Actually, 12% of the

E-1's to E-3's are in the career force whereas the
objective shows none are desired. Table 4-31

shows overages of personnel with 7 through 12 YOS
approximately 50% short in the 13 to 21 year

grouping, minor excesses in the 33 to 28 year grouping,
and minor shortages 29 to 35 year grouping, The
desired average grade is an E-4.9 whereas the actual
was an E-4.7, which was influenced by the E-1 to

E-3 overages. The desired average YOS is 9.9

years while the actual was 9.9 years on 30 September 76.
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YOS

0+<1
1+4< 2
2+<3
3+ <4
4+<§
5+< 6
6+<7
7+<8
8+<9
9+<10
10+<11
11+<]2
12+<13
13+<«<]14
14+<15
15+<16

16+<17 -

17+<18
18+<19
19+<20
20+<21
21+<22
224423
23424
24+<25
25+<26
264¢27
27+<28
28+<29
29+ <30
30+<31
314432
32+<33
334434
34+<35
35+ 36
36+<37
37+4<38
38+<39
39+<40

TOTALS

ANG

ENLISTED YOS DISTRIBUTION

OBJECTIVE

5181
4559
4011
3690

15559
11723
5820
4156
2336

2849
2613
2415
2231
2119

92,142

ACTUAL VARIANCE

3739 -
3863 =
3259 =
3987 :
10476 =
8250 -
7032
5567
4345
3774
3410
2337
1648
1428
1077

985

938

895

834
1111
1093
1370
1455
1281
1158
1125

628
645
615

388
342

317
304
259.
144
58
58

80,193 <11

Actual inventory as of September 1976
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1442
696
752
297

5083

3473

1212

1411

1009
925
797

78
583
691
936
933
890
879
886

»949

Table 4-31

$ VARIANCE
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Table L4-32

ANG
3
VARIANCE ENLISTED GRADE PROFILE VARIANCES

T +40 ¥ v L) ) L T

IO
4

~

o

L

v

[ 1

%.J II..I.'
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| 2 YARIANCE -343 -82 | B -63 = - p
SOURCES: OBJECTIVE - ANG AS OF: OBJCTIVE - FY 83
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USAFR PROFILE COMPARISION

USAFR Officers

The profiles of the USAFR resemble very closely the
ANG., There is a great propensity for an older more
experienced force than is the case for the land combat

forces.

Accessions. The USAFR relies very heavily on PS acces-

sions as was the case with the ANG. The NPS/PS
accession ratio was 11/89 while the objective is
7/93. The ‘'total accessions were over the desired by
303 or 48%; both NPS and Pévaccessions were over the
desired numbers. All PS accessions are desired in year
groups 4 through 8 and in grade 0-3; however 41% were
in the 9 plus year groups and 10% were 0-4 or higher.

A comparison of accessions by YOS is presented in Table
4-33. This practice has the adverse effect of aging

the force and degrading promotion opportunity.

Losses. The USAFR is losing 67% more officers than
desired. The principal losses are occurring in the grades
of 0-1 through 0-3, approximately 85% more than

desired. Of all officer losses, the objective shows

only 7% are to have six or less YOS while

the FY 76 percentage was 28%, four times higher. This
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Table 4-33

USAFR
OFFICER ACCESSIONS BY YOCS

YOCS OBJECTIVE ACTUAL VARIANCE $ VARIANCE
0+<1 45 102 57 120.7
1+ <2 0 85 85 RARRARA
2+4<3 0 49 49 RARRANA
3+ <4 0 39 39 LA LA
4+ <5 178 57 -121 -68.0
5+<6 44 57 13 29.5
6+<7 296 106 -190 -64.2
7+ <8 74 98 24 32.4
8+<9 0 80 30 ARRRRRAR
9+<10 0 51 51 KRARZAA
10+<11 0 39 39 RRRRRAAN
1]1+<]2 0 31 31 RRRARAR
12+<]3 0 29 29 RRRRTAR
13+<«]4 0 2 24 ARAARAR
14+<15§ 0 14 14 RRRARAR
15+«<]l6 / 0 16 16 RRRARAA
160(17 0 9 9 RAARRAN
17+<18 0 3 3 ARARRARRK
18+<19 0 4 4 ARRARRRA
19+<20 0 3 3 RAARAAR
20+<21 0 4 4 RARRARA
21+<22 0 10 10 RARARAR
224423 0 5 5 ANRRRAR
234<24 0 S 5 ARARARR
24,(25 0 S 5 RARLAARA
25+<26 0 4 4 ARRERARN
20.(27 0 1 1 RARRARR
27+<28 0 4 4 RARKARR
28. <29 0 2 2 RRRARAR
29+ <30 0 1 1 RARRARAANR
30+ <31 0 0 0 0.0
31+ <32 0 1 1 RARARARNR
32+ <33 0 1 1 RRRARAR
33+<34 0 0 0 0.0
34+<35 0 1 1 RAARRAR
35+ 36
36+<37
37+<38
38+<39
39+<40
40+<41
41442
42+4¢43
TOTALS 637 940- 303 47.6

Actual Annual Accessions as of 30 §
Unit only eptember 1976

IV-120




situation of losing the younger officers and keeping
the older, is clearly not desired by USAFR personnel
managers and req;ires more acce;sions than desi?ed to
keep strength up. The overall annual turnover rate
for the officer corps was i8% while the objective is °
11%, The USAFR officer corps is considerably less

stable than the ANG.

Grades and Years of Commissioned Service. The oObjective

officer non-career/career mix is 10/90 which compares

to the actual of 11/89. The USAFR has been able to acquire
their desired mature, experienced officer force. Table
4-31 provides a YOCS compiarison. The grade distribution
profile shows the only shortages are in grades 0-4 and 0-6,
which were offset by overages in the other grades (See
Table 4-32). The desired average grade for officers is
0-3.3 which is also what it was in FY 76. The desired
average years of commissioned service is 12.5 years which in
FY 76 was 12.54 years. Table 4-34 reveals major incon-
sistencies between the objective and actual profiles.

There are overages in the 2nd through 4th year and the 12+
year groups and shortages in Sth through 10th year groups.

There are large overages in the 20th through 28th year groups.
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Table 4-34

USAFR
OFFICER YOCS DISTRIBUTION

YOCS OBJECTIVE ACTUAL VARIANCE § VARIANCE
0+<1 43 29 - 14 -32.6
1+<2 41 52 11 26.8
2+<3 39 109 70 179.5
3+ <4 37 92 55 148.6
4+ <5 212 111 -101 -47.6
5+<6 246 248 2 .8
6+ <7 517 343 -174 -33.7
7+ <8 540 471 - 69 -12.8
8+<9 486 439 - 47 - 9.7
9+<10 437 489 52 11.9
10+<11 404 410 6 1.5
11+<]2 374 333 - 41 -11.0
12+4<]13 346 318 - 28 - 8.1
13+<14 320 361 41 12.8
14+<15 296 290 - 6 - 2.0
15+<16 222 226 4 1.8
16+<17 205 204 =l - .5
17+<]8 190 0136 - 54 -28.4
18+<19 176 132 - 44 -25.0
19+<20 162 161 - 1 - .6
20+<21 150 191 41 . 27.3
21+<22 139 260 121 87.1
22+<23 76 224 148 194.7
23 <24 67 175 108 161.2
24+<25 59 67 8 13.6
25+<26 52 68 16 30.8
26+<27 44 39 - 5 -11.4
27+<28 39 15 - 24 -61.5
28+ <29 14 8 - 6 -42.9
29+ <30 13 1 - 12 -92.3
30+ <31 0 3 3 bk ki
31+<32 0 2 2 S
32+ <33 0 0 0 0.0
33+<34 0 1 1 RRARA
34+<3% 0 1- 1 RARRA
35+ 36 !
36+<37
37+<38
38+<39
39+<40 |
40+<41 4
41+<42
42+<43

TOTALS 5946 6009 63 1.1

i Actual inventory as of 30 September 1976

Unit only
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Table 4-35

USAFR

OFFICER GRADE PROFILE VARIAMCES

VARIANCE

3

Al i Il
a0 1 S8

=vu

]

T
ik,

B - .

M——r

37—

L — !'.r!_‘ - —
p— YT —

40

+0 =+

[—

Unit only

V123




USAFR Enlisted  _

The USAFR enlisted force is similar to the ANG enlisted
in that it requires very technical and experienced

personnel. The enlisted force is 14% under strength,

Accessions. The USAFR, like the ANG, desires a high

percentage of PS to take full advantage of their active
duty training and experience. The desired NPS/PS
accession ratio is 30/70 which was actually achieved
in FY 76; however the total number of accessions was
short by 30%. The PS are entering in later year groups
than are desired. Analysisshows that 50% of the PS
accessions enter year groups where there is no demand
(See Table 4-36). Thirty percent of the PS accessions
entered in grade E-5 or higher. This practice greatly

reduces the opportunities for promotion for NPS personnel.

Lossgs. The FY 76 aggregate losses for the enlisted
USAFR was 9% over the desired, and like the ANG, the
majority, 57%, were in grades E-1 through E-4., The
objective reflects no more than 27% should be lost in
the lower grades. The actual percent of losses
occurring with six years or less was 70% while the
desired is that not more than 44% are to have six or
fewer years. The less than one YOS year group

is a critical area for most components, The USAFR

desires no losses in this year group; however, it
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Table 4.3¢

USAFR
ENLISTED ACCESSIONS BY YOS

YOS OBJECTIVE ACTUAL VARIANCE 4 VARIANCE
0+ <1 308Y 2189 -900 -29.1
1+ <2 0 18 18 RRRARRR
2+ <3 0 285 285 RRARRAX
3+ <4 0 324 324 RRRARAR
4+<5 7208 817 -6391 -88,7
5+< 6 0 590 590 RERARAR
6+ <7 0 1589 1589 LIS A
7+4< 8 0 339 339 ARRARRA
g+ <9 0 366 366 RARRRAR
9+<10 0 147 147 RARRARR

10+ <11 0 112 112 ARRRRRR
11+4<]2 0 76 76 RARRARA
12+<13 0 76 76 WLAI LS
13+ <14 0 47 47 RARRAXA
14+ QS 0 38 38 A AR RR
15+ <16 0 43 43 AR N R
16+ <17 0 30 30 bbbt A
17+ <18 0 12 12 gkl
18+<19 0 13 13 bl Sl
19+<20 0 18 18 WLAL RIS
20+<21 0 21 21 LA L
21+<22 0 17 17 RARRN N
224423 0 13 13 NER GRS
23+<24 ) 11 11 ARFRNRS
24+<25 0 8 8 Ararnke
T 25+ <26 0 4 4 o ol
26+ <27 0 3 3 AL
27+<28 0 4 4 RIS
28+<29 0 3 3 AARARRR
29+<30 0 3 3 AAREBER
30+<31 0 S 5 RAARARK
31+¢32 0 1 1 RREEAR N
324433 0 0 0 0.0
33+ <34 0 1 1 s
34+ <35 0 0 0 - 0.0
35+ <36 0 1 1 RARRARNR
36+ <37 0 4 4 RRRRARA
37+ <38
38+ <39
39+<40
TOTALS 10297 7228 -3069 -29.6

Actual Annual Accessions as of September 1976
Unit only

IV-125




experienced 67%. This implies a continuation rate of
70%. The overall loss rate was 31% while the objective

is 25%.

Grade and YOS. The objective non-career/career mix is

57/43 while the actual was 42/58. Table 4-37 displays
a comparison of all YOS groups. This objective shows a
desire for an experienced force, but in actuality the
USAFR has had to be slightly over dependent on careerists
at the expense of the younger, lower graded non-career
personnel. The grade shortages are in E-4 through E-9

and overages in the E-] to E-3 (See Table 4-38). This was
the same condition as in the ANG. Analysis of the YOS
objective profile versus the FY 76 inventory shows
shortages in the first six YOS; especially in the fifth
and sixth (Table 4-37,) This results from insufficient
NPS accessions and not accessing PS personnel in these
year groups. There is an excess in the 7th through the
12th year groups which is typical throughout the reserves.
Shortages also exist in the 13th through 20th years and

excesses in 21st through 25th.
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Table 4-37

USAFR
ENLISTED YOS DJSTRIBUTION
YOS OBJECTIVE ACTUAL VARIANCE 4 VARIANCE
0+ <1 3089 2194 -895 -29.0
1+ <2 2470 2190 -280 -11.3
2+<3 1976 1747 -229 -11.6
3+ <4 1778 1484 -294 -16.5
4+<5 8809 3461 -5348 -60.7
5¢+<6 5765 4063 -1682 ‘ -29.2
6+ <7 2527 3306 779 30.8
7+< 8 1871 2801 930 49.7
8+<9 1411 1992 581 41.2
9+<10 1139 1681 - 542 47.6
10+ <11 1045 1581 536 51.3
11+<]12 957 856 -101 -10.6
12+<13 879 695 -184 -20.9
13+ <14 8C7 537 -270 -33.5
14+ 5 742 601 - -141 -19.0
15+<16 682 527 -155 -22.7
16+ <17 628 441 -187 -29.8
17+ <18 577 407 -170 -29.5
18+<19 548 461 -87 -15.9
19+<20 520 431 -89 -17.1
20+<21 457 479 22 4.8
21+<22 419 576 157 37.5
22+4<23 387 546 159 41.1
23+¢24 355 579 224 63.1
24+<25 327 599 272 83.2
25+ <26 300 374 74 24.7
26+<27 165 160 -5 -3.0
27+<28 152 181 29 19.1
28+<29 139 172 33 23.7
29+<30 128 128 0 0.0
30+<31 119 103 -16 -13.4
31+¢32 108 56 -52 -48.1
324<33 100 75 -25 -25.0
73+ ¢34 92 92 0 0.0
34+<35 84 41 - -43 -51,2
35+<36 77 18 -59 -76.6
36¢ <37 ~0 12 12 RARARAR
37+ <38
38+<39
£ 39+¢40
¢ OTHER
TOTALS 41,629 35,607 -5,962 -14.3

Actual inventory as of September 1976
Unit only IV-127




Table 4-38

USAFR
“R?MCE ENLISTED GRADE PROFILE VARIANCES
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USCGR_PROFILE COMPARISONS
USCGR Officers
The USCGR overall officer strength is short 789,

This shortage is; however, because of fiscal con-

straints rather than recruiting or retention problems.

Accessiong. The USCGR is unique in that all of its
accessions are PS; there are no NPS nor does the
objective show a desire for any. The objective

and actual CY 76 accessions were all 0-1 and 0-2;
however, the accessions were short of the objective
by 77 (54%). Table 4-39 presents the accession
posture by grade. The PS accessions are desired in
the 3rd through the 9th YOS and these were the year

groups where the CY 76 accessions actually entered.

Losses, The USCGR objéétive profile shows a clear
desire to lose 180% more 0-4 through 0-6 than actually
occurred in CY 76. The desired and actual O-1 and 0-2
losses are insignificant. The overall officer annual
turnover rate was 5% whereas the desired is 7%. This

turnover rate is indicdtive of a highly stable officer

corps.
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Table 4-39

. USCGR
i OFFICER ACCESSIONS BY GRADE
M L] | J v ' ':‘g
+20+ r i
0
-20"' 9 L 1
-53 5% -4
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-0 1 4 . - ]
| = -3 Toa T o5 To6 Qo JORA T
ORJECTIVE © m ® he M
ACTUAL s % 2 -
-28 49 1L C
T VARIANCE y | % e =
SOURCES: OBJECTIVE - USCGR/RCSS AS OF OBJECTIVE - ﬂ&
ACTUAL - USCER DATES: AKTWAL - C’I mlg

® RBQUIREMENTS BASED
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Cruce_and Yea)s of Commissioned Seryice. The desired

non-career/career mix is 7/93 while the actual is

9/91. This indicates slightly more people in the 1st
through 6th years than desired.A look at the USCGR high
years of tenure (Table 4-1) shows they arc so high as to
be completely out of step with the DoD components, and
suggests .that there are''NO" limits to how long an
officer can stay in the Reserve (except for ROPA).
Analysis of the YOCS profile (Table 4-40) shows no major
discrepancies in the first five year groups; however,
major variances occur in the 6th through 32nd years. A
major valley (shortfalI) occurs in the 12th throuszh 1fth vear
groups which have less than half the desired strength.

The average grade for the USCGR was 0-3.3 whereas the

desired is 0-2.6. The average years of commissioned
service was 14,7 years whereas the desired is 14.3
years. Grade variances are presented in Table 4-41 and
reveal significant excesses in 0-4's and 0-5's.

This condition exists even in view of the fiscal consi-
derations which have created an overall smaller corps

than that presented in the objective,

~ USCGR Enlisted

The USCGR aggregate enlisted strength is short approxi-
i mately 2,352, As in the case with the officers, this

shortage is created primarily because of fiscal
V=131




Table 4-40

USCGR
OFFICER YOCS DISTRIBUTION

YOCS OBJECTIVE ACTUAL VARIANCE $ VARIANCE
0+<1 6 7 1 16.7
1+< 2 6 4 -2 -33.3
2+4<3 4 5 1 25.0
3+<C4 5 10 5 100.0
4+ < § 39 17 -22 -56.4
5+ < 6 85§ 71 -14 -16.5
6+ <7 94 69 -5 -5.3
7+ <8 99 79 -20 -20.2
8+<9 102 67 -35 -34.3
9+<10 97 83 -14 -14.4
10+<]1 98 Y0 -8 -8,2
11+<12 115 49 -66 -57.4
12+4<13 134 44 -90 -67.2
13+<14 152 41 -91 -68.9Y
14+¢}5 113 48 -65 -57.5
15+<16 108 57 -51 -47,2
16+<17 104 73 -31 -29.8
17+<18 91 55 -36 -39.6
18+<19 78 72 -6 -7.7
19+<20 53 61 8 15.1
20+<21 59 51 -8 -13.6
21+¢22 65 41 -24 -36.9
22+4<23 56 30 -26 -46.4
23+<24 46 44 -2 -4.3
24+<25 47 4] -6 -12.8
25+<26 40 31 -9 -22.5
206+¢27 36 14 -22 -61.1
27+<28 29 8 -21 -72.4
28+ <29 21 8 -13 -61.9
29+ <30 18 0 -18 -100.0
30+ <31 17 1 -18 -94.,1
31+ <32 19 4 -15% -78.9
32+¢33
33+<34
34+<35
35+ 36
36+<37
37+<38
38+<39
39+¢40
40+<4]
41+<42
42+4<43
TOTALS 2016 12958 -721 -35.8

Actual inventory as of 31 December 1976
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Table 4-41

| USCGR
" UFFICER GAADE PAOFILE VARINCES _
501
20 - L
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constraints. In general, the USCGR has been able to
acquire a force commensurate with money available;

however, the necessary distribution of YOS and grade

have not always been possible.

Accessions. The USCGR would like an NPS/PS accessions

ratio of 49/51 whereas the actual was 68/32. This
indicates a desire for more experienced personnel and
less dependence on NPS. The NPS and PS objective
accession were short by 72% and 38% respectively. The
total accession shortage was 57% solely a reflection
of available doilars. The PS enlistments entered

the force during the desired years and with the _

L4

desired grades (See Table 4-42).

Losses. The actual CY 76 losses were more than the acces-
sions by 522 indicating a declining strength. Not enough
losses occur in every grade; but, disproportionately more .
E-4's are dropping out than any other grade. The overall
annual turnover rate for the enlisted was 16% whereas
the desired is 20%. The enlisted force, like the
officer corps is exceptionally stable when compared to

DOD components.

Grade and YOS Distribution. The objective =~ - -

i
profile shows a non-career/career mix of 43/57 while
the actual CY 76 was also 43/57. All grades are .
IV-134




Table 4-42

USCGR
1 ENLISTED ACCESSIONS BY GRADE
VARIANCE
w L) v v = ] Y - W II
20 + - 4

OBJECTIVE °® 66 688 M2
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T ENE R
[ VARIANCE <t | -8 | o | 4
SOURCES: OBJECTIVE - uscan/ces

' OACTIAL uscca ﬁlgz

*REQUIREMENTS BASED
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short owing to fiscal constraints and are reflected in
Table 4-43. The average grade for CY 76 was E-4.6 while
the desired is E-4.5. The grade distribution shows a de-
sire to have 71% of the enlisted personnel in grades E-§
and below which was exactly what they achieved in CY

1976.

Analysis of the YOS profile depicts shortages in the 1st
through 4th YOS group, overages in the Sth through 12th,

and shortages out to 32 years. Specific year group data are
provided in Table 4-44., This variance profile is consistent
with those exhibited in the DoD components with the excep-
tion of the shortfall beyond the 27th YOS. From this it can
be concluded that the USCGR has had the same or similar
historical influences that have effected the DoD forces and
should be responsive to adjustments just as other Reserve

Components.

I1V-136
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Table 4-43

USCGR
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Table 4-44
USCGR
ENLISTED YOS DISTRIBUTION
w
YOS OBJECTIVE ACTUAL VARIANCE 4 VARIANCE
0+ <1 1221 783 -438 -35.9
1+ <2 1443 651 -792 -54.9
24 <3 1075 451 -624 -58.0
3+ <4 847 331 -516 -60.9
4+ < S 479 1118 639 . 133.4
5+ <6 546 1290 744 136.3
6+ <7 654 1081 427 65.3
7+< 8 753 1004 2251 33.3
g8+<9 703 773 70 10.0
9+<10 676 769 93 13.8
10+<]1 796 521 -275 -34.5
11+<]12 814 420 -394 -48.4
12+<13 636 212 -424 -66.7
13+<14 578 148 -430 -74.4
14+ <15 473 120 -353 -74.6
15+<16 420 88 -332 -79.0
16+ <17 247 111 -136 -55.1
17+ <18 198 98 -100 -50.5
18+<]9 91 117 26 28.6
19+<20 66 94 28 42.4
20+<21 57 92 35 61.4
21+<22 42 69 21 64.3
224423 59 75 16 27.1
23+<24 45 80 35 77.8
24+<2§ 56 56 0 0.0
25+ <26 38 42 4 10.5
26+<27 34 24 -10 -29.4
27+<28 25 22 -3 -12.0
28+<29 26 20 -6 -23.1
29+<30 26 19 -7 -26.9
30+<31 19 12 -7 -36.8
31+¢32 32 31 -1 -3.1
32+<33
33+¢34
34+<35
35+<36
36+ <37
i 37+<38
| 38+<39
k 39+<40
OTHER
TOTALS 13175 10722 -2453 18.6

Actual inventory as

of December 1976
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E - OBJECTIVE PERSONNEL PROFILES
COMPARED TO PROJECTED INVENTORIES

GENERAL
The RCSS effort to evaluate the current compensation
practices and to deveiop a new system of compensation
has demanded an examination of Reserve personnel
inventories and what they might look like in the
future. To this end, RCSS had to construct a computer
model to be able to project the inventory 20 years
into the future. Then the Study Group compared those
projected inventories with the static objective
profiles (as set forth for each of the components

L4

earlier in this Chapter).

Ideally, each of the characteristics outlined in
Section B of this Chapter to describe the objective
profile should be projected by managers. Pragmatically,
however, predicting the future for so manry character-
istics was beyond realistic consideration in the

time available. Therefore, the RCSS selected the

YOS characteristics as the single most useful dimension

for the projection.

To make these projections of inventories and the
resultant comparisons, the RCSS made certain assumptions’
relative to accessions, losses, and other personnel
management policies.

IV-139



The assumptions carrying through the 20-year projection
were:
- FY 77 accession levels would be repeated

each year;

- FY 77 continuation rates (percentage of
one year group who continued to the next)

would be repeated each year;

- Manpower, personnel, and compensation
legislation and component operating

policies would continue;
- The manpower requirement remairs the same;

- Tie objective personnel profiles were

held static.

These assumptions, knowingly, will cause projected
inventory levels to be in error to the extent that

accessions cannct be maintained at the FY 77 levels:

- Because demographic predictions depicta
declire in the size 2f the 18-21 year-

old population in the 1990's and;

- Because, although the reserves may
acquire the same percentage of this
group, the resalt would be a reduced

number of NPS accessions;
IV-140




- Because the influence of the AVF on the
Active Force will reduce the size of the
pool of veterans,correspondingly reducing

the number of available PS candidates.

Empirical expression of these relationships would allow
a more precise definition of future inventories and
should be accomplished prior to making legislative

proposals.

PROJECTION FINDINGS

Analysis of inventory projections compared with
componeat objectives reveals that:
e Overall personnel strengths commensurate with
objective will be achieved by only two

components by FY 81;

e During the next 20 years all but one component
(USNR), will achieve its aggregate objective
assuming force structures don't change during

that time;

e In general, YOS variances will exist through the

20 years projection

8 - The shortages in the early years of service
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remain under the {ixca accession assumpiion
and would probably g¢t appreciably larger
should an empirical relationship be
established to reduce the expccted accession

levels;

- Shortages in the middle years of service
(12 to 20) do become overages as the
current inventory ages and fills the lower

number of high yecar requirements;

- The variances do shift slightly through-
out the 40-year life cycle and the
magnitudes 'cthange to the extent the
aggregatec inventory lcvels increase or

decrease.

ARNG Projections

Officers. In the aggregate, the ARNG officer short-
fall increases from 900 to 1,000 during the next 20
years, which, considering a 28,101 man force, would
still mean adequate manning. Some shortfalls will
exist, however, in year groups 1-7 for the next 20

f years. The variance does shift on out through the
years and creates shortages by the 10th projection
year in year groups 5 through 14, Slight excesses

rcmain relatively stable in size through the 20 years
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in most year groups after 20. The ARNG officer corps
needs considerably more NPS and PS accessions and/or
increased combination rates to meet stated objective

profile.

Enlisted. 1In total numbers the ARNG enlisted force
will reach the desired structure strengths by
approximately the 1l1th projection year assuming, of course,
accessions and continuations are stable at FY 77
experience. Shortages in year groups 1 through 6
persist throughout the 20 year projection. This
causes sizable excesses in all year groups after the
6th. In essence, even at full strength, continuation
of personnel in the 1-6 years must be improved to
reach objectives. Further accession levels cannot
conceivably remain at the FY 77 experience; they can
only decline with the consequence being that the
shortages in 1-6 will be accomplished without improved
continuation. Finally, excess in the force after 6
YOS must be forced out if objectives are to be met,
assuming no changes to the mobilization structure and

subsequent personnel objectives.

USAR Projections

Officers. It appears that, if accessions could be

maintained at FY 77 levels and that continuation of

personnel were stabhle at the FY 77 experience level the USAR
[V-143
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officer corps would be at structure requirement levels

by the 7th or 8th projection year (1983, 1984). The
desired YOS distribution will not be achieved during

the next 20 years. Chronic shortages exist in the

first six YOS. This causes the force to be older than
desired,since the aggregate structure manning is

achieved after 1984, Though shortages exist in the 1 to

6 YOS, excesses will exist in most other year

groups. This points to the continued need for 1loss
management policy if continuation and accession level
improvements can be made in the 1 to 6 years of service.

It must be remembered that the objective has been stated for
Troop Program Units (line officer personnel, only), and conse-
quently, the projections made are for the same category of
personnel. Appropriate consideration of other USAR officer

requirements and personnel must be addressed at some later date.

USAR Enlisted. An almost identical condition to that

expressed for USAR officers is expected to occur with

the enlisted. However, the timing will Eé slightly
delayed. Specifically, the aggregate required manning
levels will not be achieved until approximately the

13th projection year or 1989. The YOS distribution is
projected to be short in year groups, 1 to 6 during

all projection years with excesses naturally occurring

in out years after aggregate manning levels are achieved.,
Excesses in high YOS (beyond 25 YOS) occur throughout

all projection years.
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USNR Projections

As briefly discussed under assumptions, the structure

force manpower requirements have been assumed to be

stable. It is exceedingly difficult to project inventories
realistically as the turmoil associated with major require-

ment shifts would cause many unquantifiable changes in the 3
inventories. This stability assumption is a particularly {
relevant consideration in evaiuating the USNR projections

where, historically, turmoil has been a way of life.

USNR Officers. Not surprisingly, aggregate manning levels

for the USNR officer corps continue to decline for 20

years based on the FY 77 continuation, to the point where,
by 1996, the 19,000 man force would be 6,000 short. This
shortage is concentrated in the younger YOS groups where

the dependency has been on acfessions. This condition would
be particularly alarming since our assumption was that
accessions were stable at FY 77 levels when in reality,

as previously discussed, we expect the influence of the

AVF to reduce a portion of these PS accessions.

USNR Enlisted. The aggregate projection of the USNR en-

listed force shows the effects of recent instability in
much the same manner as the officers. The inventories |

decline from 72.2 thousand in 1977 to 67.7 thousand
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by 1996. This condition would, of course, be magnified
should the FY 77 accession levels not be achieved
throughout the next 20 years. The objective accession
demands would not be necessary should the manyrower
structure be reduced. The internal YOS distritution
shows chronic shortfalls in most year groups through

20 YOS with excesses through all projection years after
approximately 23 years of service. This condition is
critical in light of the Naval Reserve's desired depend-

ence on PS accessions.

USMCR Projections

USMCR Officers. The USMCR officer inventory projections

have been made using the stability assumptions outlined.
This causes the inventory of officers in the Selected
Reserve to grow from approximately 2,200 in FY 77 to 3,000
by 1996. This inventory projection would adequately
accommodate the officer structure requirement of appréxi-
mately 2,600 personnel. This is not to say, however, that
the YOS distribution would be appropriate as the USMCR has
not explicitly stated a YOS objective except to say that
the current inventory is a close indication of its desires

(sce Section B of this Chapter).
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No major variances arc discloscd in comparing the
current inventory to the 20 projection years. This
is understandable in light of their current ability
to choose officers for the Selected Reserve from the
population servina on an unpaid basis in the VTU
program. Presumably this capability must persist

for the projections to be valid.

USMCR Enlisted. The aggregate USMCR enlisted force

position improves by the fourth projection year (or
1980). 1In this projection year the USMCR enlisted
have approximately 300 morc than needed to support
the structure force, absent budget constraints. This
is not to imply that 511 is well or all would be well
with respect to the YOS distribution objectives. To
the contrary, the force will be shkort young enlisted
personnel (1-6 YOS) through all projection years even
if FY 77 accessions were achieved through all years.
The variance magnitude does decrease with fixed acces-
sion but, in reality, if an empirical relationship
were established that properly degraded accession

lcvels the magnitude would probably increase.



ANG Projections

ANG Officers. In the aggregite it can be expected that

the shortfall of ANG officers will grow larger through
the 20 projection years in the absence of increased
accessions or improved continuation. The inventory will
decline from 11,094 (end FY 77 position) to 10,180 by
1996. This inventory is to satisfy a mobilization re- .
quirement of 12,623. With respect to the YOCS distribu-
tion, the shortfall is concentrated through all projection
years in the O through 20 years of service groups. The
shortages do get appreciably smaller in the 10th through
20th YOCS with time as do the excesses over 20 YOCS.

Never, however, are the excesses over 20 YOCS negated

through the projection period.

ANG Enlisted. By approximately the seventh projection

year, 1983, the ANG should be capable of supporting the
enlisted mobilization requirement of 92 thousand. This
projection is, of course, made without regard to Con-
ressional budget levels which would greatly influence any
projection. The largest YOS variances occur at the 5th
through 7th year groups and persist throughout the

projection period.

IV-148




Since the ANG is PS oriented, shortages in these year
groups may ;rove harmful to force management as the
available PS pools are expected to decline. Some
shortages currently iﬁ year groups 14th through

22nd can be expected to disappear with time and in
fact significant excesses will be created in the

20th to 30th YOS groups that will require effective

loss management policies if objectives are to be

achieved.
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USAFR Projections

USAFR Officers. As with the other components, RCSS pro-

jected the entire Selected Reserve officer inventory,

This had to be done because the available RCCPDS inventory
data base did not differentiate between unit and non-unit
officer personnel. Consequently, the projection could

not be related to the officer unit program objective

which was the only one. provided by the USAFR. The total
USAFR Selected Reserve officers could be expected to
increase gradually through the projection period if
accessions can be achieved at FY77 levels. A concentra-
tion of officers will occur in the 6th to 16th YOCS groups
in the initial projection year with the concentration
shifting up one year group each projection year. This
shift would cause gradual excesses should the full Selected
Reserve objective be established, since the full objective,
if similar to the unit only objective, would require a
static concentration from the 4th through the 14th YOCS.
This is a natural reflection of the PS dependence. Not-
withstanding, the number required in each YOCS would de-
cline as the YOCS group increases. The requirement can-
not shift as the force ages. Currently, a secondary

concentration of personnel in the 23rd through 25 YOCS
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groups exists and will age. This concentration must

be managed if the unit only objective is an indication

of the full objective. It should also be noted that a
separate inventory projection accomplished by the USAFR
shows no appreciable change in the aggregate inventory
levels between the 1977 position and what they expect in
1983. Internal YOCS distribution of the expected 1983
inventory will, of course, have variances. Specifically,
excesses in year groups 7 through 14 will exist that will
accommodate smaller shortfalls in year groups 17 tt rough 28.
This should provide excellent promotion and continuation

opportunity for USAFR unit officers.

USAFR Enlisted. If FY 77 accession levels could be main-

tained, the USAFR would be able to acquire the aggregate

inventory required for the mobilization structure of

the Selected Reserve by approximately the third projection
year, 1979, If accessions change the aggregate levels

and timing will change accordingly. In general, the

RCSS projections as well as those conducted by the USAFR
indicate aggregate inventory difficulties for the
immediate future. It must be noted that the USAFR pro-
jection was accomplished assuming a declining accession
pattern that causes the inventory to satisfy the aggre-

gate objective by 1983, The YOS distribution
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of the inventory relative toe the objective will continue
to show shortages in the 4 to 6 YOS groups through all
projection years both under the RCSS and the USAFR
assumptions. Excesses occur in other year groups after

6 YOS. In essence, the USAFR is expected to continue ac-
quisition of their PS personnel later than desired by -
their objective. Excesses relative to the YOS distribu-
tion will persist in most year groups after 20 YOS that
will require loss management action if objcctives are to
be satisfied. This condition occurs both in the RCSS

projection for 20 years and with the USAFR projection for

1983.°
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USCGR Projections

As a result of the lack o} consistent and accessible USCGR
inventory data for FY 1976 and 1977 through the RCCPDS,
the RCSS has not attempted a 20-year projection of .this
force. The USCGR did, upon RCSS request, provide a 1982
projection of both officer and enlisted personnel. These
projections depict that the USCGR will have an aggregate
force commensurate with the expected congressional funéing
levels by 1982. As the YOS distribution has not heretofore
been a paramount consideration in USCGR force management,
no determination has been made as to whether the 1982 YOS
distribution is considered appropriate. The USCGR has
recognized, however, that YOS management would be
beneficial to personnel planners but the exact management

emphasis to be applied had not yet been determined.
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e dhe pate. o €0 tacikitirg ail the elements that

rituie e peoournt nutted of compensating rescryv-

iet:, the following fiudines becane apparent:

® A systea of rescreve compensation docs not

serrently exiast, i.e., o 3:rine of slements
desigre to work in consonance with each of
the otrer najor eleastts to 23sist in reszrve
recriitire and retention in the All Volumteer

Force ernvironnent.

There rre rajor ¢iEferences in the labor market

in which the reserves and Active Forces cowmpetc.

- The reserves' primary competition for manm-
powef is part-tinme e-ployérs in the civilian

sector, and not the active Forces.

- Local labor -arﬁet conditieﬁs (wageé, incore,
e-ploylent, uneuploynent, été.) have greater
significance for the reserves than for the

“Active Forces.
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- The relationship of reserve pay to the indi-
vidual's earnings in primary and secondary
(part;time) civilian employment is more
relevant to reserve manning than the relation-
ship between his/her reserve pay and that of

the Active Force.

- Time spent in reserve activity is in addition
to that which the most reservists spend in

full-time civilian employment.

- Most reservists have basic benefits provided

by their civilian employers.

- Cash income is more attractive to younger

personnel than deferred income or benefits.

® Single reservists regard the distinction between
the quarters entitlements for married and single

personnel as inequitable.

® Reserve careers have been more attractive to

officers than enlisted personnel.

® The present linkage upon which adjustments to
reserve pay are based has resulted in lower
proportionate increases for reservists than
their active duty counterparts and is a detri-

ment to reserve manning.
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Officer and enlisted pay at high YOS levels

is probably higher than necessary.

Pay is too low for junior enlisted personnel,

Some features of reserve compensation during

IDT do account for labor market differences.

- Emphasis on cash pay for actual time worked

(similar to salary system),
-~ Limited in-kind benefits.

Reservists performing identical or similar
functions receive different pays, allowances,
and benefits solely because of training status
differences (IDT vs ADT), with no logical basis

for the differentiation.

At the present time, there is no educational
assistance available to aid recruiting in the
Reserve Components. There are no bonuses avail-
able either, except a very limited test of the
reenlistment bonus for the Army National Guard

and Army Res ‘ve.
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» “necial aad I[ncentive Pays are linked to
active duty pay, 2re adjusted at very in-
frequent intervals, and are not related to

raserve manning.

- The value of most of these pays has
declined substantially in real terms
(constaﬁt dollars) since instituted.
For example, the value of Demolition
Duty Pay, in constant dollars, has
decreased by 57% since it was last

adjusted in 1955,

- Administrative Duty Pay is non-
functional because the dollar amount
is insignificant, it hasn't been
adjusted since instituted in 1920,
and the duties for which it was

originally intcnded have diminished

- Diving Pay and Dcmolition Duty Pay
are non-functional items of reserve
compensation because these pays are
too low to have any appreciable
affect on the supply of reservists,
although shortages currently exist

in these specialties,
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Parachute Duty Pay is non-

functional because it appears to be
unnecessary for reserve manning and
it represents a small part of total

annual reserve compensation.

Flight Pay (crewmember) is neither
excessive or inadequate but it does
have the same objectionable fea-
tures as most of the other special
and incentive pays, namely, it is

unrelated to reserve manning.

Aviation Carecer Incentive Pay, in
its present form, is a relatively
new compensation element and it is
difficult to determine its effecc-
tiveness, but it is linked to
active duty entitlement and not

related to reserve manning.

¢ Medical benefits for reservists differ sig-

nificantly and vary unnecessarily by

Reserve Component.

There is currently no survivor benefit for

reservists who have achieved 20 ycars of
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retirement-creditable service and die
before attaining age 60 and receiving the

first retirement annuity check.

FICA deductions are not currently made for
IDT earnings, and thus such periods of
training are not covered by 01d Age and
Survivor Disability Insurance (OASDI).
This is inconsistent with the treatment of
active ﬁilitary personnel and private sec-

tor practice.

Title III (reserve) retirrment has provided
a retention incentive which has had an
effect far beyond the needs or reauirements

of the components.

- The current reserve retirement pro-

gram is excessively costly,

- Failure to charge the components
with the accrued costs of retirement,
or indeed even current costs, iso-
lates decisions concerning deferred

pay from cost considerations.
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- The reserve retirement program has
fostered an aging force to the
extent that mobilization readiness

may be impaired.

- The reserve retirement incentive
is reinforced by the Federal Civil
Service retirement program for
technicians, who get both, and the two
programs are incompatible. This
has operated to delay career advance-
ment opportunities to non-technician

personnel as well as other technicians.

- There are minimal controls, either
direct or indirect, on the access to
retirement qualification. Partici-
pation is largely at the option of

the individual,

- No compreheniive management system
for the plsmiing and control of

reserve retirement is apparent,

¢ The shortages of personnel in the junior
grades and years of service, which cause

the overall strength shortfalls, lead the
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components to retain senior officers and
noncommissioned officers in excess of their
objective. It appears this is being done to
maintain overall strength as high as possible

to prevent reductions in authorized strengths.

The current combination of compensation
elements is not cost-effective in that it
achieves neither the total number nor the
types of reservists necded to meet Selected

Reserve manning objectives,
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B - INTRODUCTION

Chapter [l of this Repcrt outlined the principles of a
cost-eftective compensation system for the Reserve (Com-
poacnts.  Ghapters LD and [V identificd rescrve man-
power probhlons, These Chapters <howod that although
there ze¢2 aguregate shovtages, there are also some man-
power surpluses; morcover, the stortages arc not general,
but differ by years of service, skill, component, and offi-
cer and enlisteds These findings provide strong cvidence
that present reserve compensation is not cost-effective
for obtuining either the total number or the types of
reservists neceded., This does not imply that compensation
is either the sole causc of these problems or the sole
remedy, however, in this Chapter we show why ecxisting
reserve compensation is not structured to alleviate these
problems and, in fact, in many respects aggravates them,
This is necessary for an understanding of why the RCSS
recommends the compensation system presented in Chapter

VI.

The RCSS has recommended a system in the sense that

every elcment has been considered in relation to the
other elements and in the context of the primary function
of the system, namely, the cfficient manning of the

reserves,
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In the past, reserve compensation did not have to per-

form this function because conscription assured adequate
manpower, at least in total numbers. At present, the word
"system" may be applied only in the loosest sense as a
description of a collection of compensation elements which
have evolved over a long period of time through a series

of piecemeal changes. Some elements were sensible re-
sponses to problems which existed at one time, but the
element has been continued long after the original circum-
stances of the original need had changed. Many others are
simply mechanical extensions of active duty provisions with
.no attention ﬁaid to their applicability to the reserves.
These extensions are often f;appropriate because of differ-
ences in Active and Reserve Force 1labor markets, as dis-

cussed in the next section of this Chapter.

The rest of this Chapter describes and analyzes present
reserve compensation, with emphasis on the three major
"building blocks'": the general level of current compen-
sation, differential pays, and deferred compensation,

discussed in that order.1

1 The term '"present compensation' refers to all the
existing elements of reserve compensation; "current
compensation” refers to compensation received while
an individual is participating in the reserves; and
"deferred compensation' refers to compensation re-
ceived after participation has ceased.
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The final section of this Chapter addresses miscellaneous
benefits and allowances which are not of central impor-

tance for manning purposes.

C - DIFFERENCES IN RESERVE AND
ACTIVE FORCE LABOR MARKETS

There are two major differences in the labor markets in
which the Reserve and Active Forces compete that have
important implications for the reserve compensation system.
These differences are:
e The reserves are competing in part-time or
secondary labor markets, whereas the Active
Forces are competing in a full-time or primary
labor market; and
e Local labor market conditions (wages, employ-
ment, unemployment) have much greater signifi-
cance for the reserves than for the Active

Forces.

One major implication of these differences is that the

main source of competition for reserve manpower is other

part-time employers and not the Active Forces. Those

responsible for reserve recruiting and retention are well
£ aware of this, as an examination of recruiting and reten-
; tion literature clearly indicates. Nevertheless, many
reserve officials maintain that the Total Force Policy

implies a compensation policy based upon "equal pay for
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cqual scrvicd" ¢r “cemparability" to the Active lorces

in sorc seusc.

A clesely related implicetion follews fion the fact

that the perfcrrance ¢f d1i11 i¢ ir acdition ¢ & :ull-
time werl weel fer mest reservists., It e eften roces samn
te pay a premiwn to induce individuals voluntarilvy ‘o
work in c>cess of the ctandaré work week. Thus, the
relationship of drill jay to regular civilian compcnse-
tion, as wcll as to otker part-tire earnings cprortuni-
ties, is a more important {factor governinp thke laber
surply tehavior of the indivicdual reservist tlhan the re-

lationship to active duty ray.

A third implication of the differences in labor marlets
results from the fact that most reservists Lave primary
employment ard will have establishcd their basic "tenefit
base" (group health insurance, Jife insurance, etc.)
through their primary employers. Studies of participants
in secondary labor markets indicate that the nicst impor-
tant reason for participation is to obtein extie casl to
meet regular expenses and for other purposes such as debt

repayment, savings,6 and special purchases.1 A limited

1 See RCSS Background Paper, '"The Secondary Labor Market
(Guargégeserve Membership and Other Part-Time Jobs)",
May 1 3

V-12




study of reservists indicates that they share the
characteristics of participants in civilian secondary
labor markets.l Additional cash income is likely to be
particularly important to the younger people whom the
reserves are currently experiencing difficulty in

attracting and retaining.

During the course of this study, the RCSS has received
proposals to extend virtually every active duty benefit
to reservists. These proposals are often based on the
assertion that the Total Force Policy somehow requires
this. The'Total Force Pglicy does not imply a large-
scale extension of active duty benefits, and most of
these proposals ignore the important distinction.between

primary and secondary employment. An efficient reserve

compensation system should place much greater emphasis

on cash rather than in-kind compensation and on immediate

rather than deferred corpensation, as compared with the

Active Forces.2

1 RCSS Background Paper, "Examination of the Nebraska
National Guard Bonus Program,' September 1977,

2 Thi: is not to say that the RCSS rejects all in-kind
or deferred clements of compensation. Scme in-kind
elements are clearly appropriate when the reservist
is in drill, training, or active duty status. In fact,
the RCSS has recommended a major new in-kind benefit
for younger reservists in Chapter VI, namely, educa-
tional assistance. However, this berefit is carefully
tailored to the circumstances of the secondary labor
market.
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A final implication of differences in labor markets is

that uniform, nationwide reserve compensation is not

cost-effective given the wide variations in wage rates

and other economic variables among local labor markets.
Because active duty personnel are frequently transfeired
within and outside the United States, these variations are
of lesser importance for the Active Forces. Reservists
remain in their home communities during inactive status,
and the Reserve Components must c<ns1:XMLFault xmlns:ns1="http://cxf.apache.org/bindings/xformat"><ns1:faultstring xmlns:ns1="http://cxf.apache.org/bindings/xformat">java.lang.OutOfMemoryError: Java heap space</ns1:faultstring></ns1:XMLFault>