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OVERSIGHT HEARING ON MILITARY
RECRUITING

THURSDAY, JANUARY 31, 2008

U.S. SENATE,
SUBCOMMITTEE ON PERSONNEL,
COMMITTEE ON ARMED SERVICES,
Washington, DC.

The subcommittee met, pursuant to notice, at 9:33 a.m. in room
SR-232A, Russell Senate Office Building, Senator E. Benjamin
Nelson (chairman of the subcommittee) presiding.

Committee members present: Senators E. Benjamin Nelson,
Webb, McCaskill, and Chambliss.

1Cl(;mmittee staff member present: John H. Quirk V, security
clerk.

Majority staff members present: Gabriella Eisen, counsel; and
Gerald J. Leeling, counsel.

Minority staff members present: Diana G. Tabler, professional
staff member; and Richard F. Walsh, counsel.

Staff assistants present: Jessica L. Kingston and Ali Z. Pasha.

Committee members’ assistants present: Frederick M. Downey,
assistant to Senator Lieberman; Andrew R. Vanlandingham, assist-
ant to Senator Ben Nelson; Gordon I. Peterson, assistant to Sen-
ator Webb; Stephen C. Hedger, assistant to Senator McCaskill,
Jennifer Cave, assistant to Senator Warner; Lenwood Landrum, as-
sistant to Senator Sessions; Mark J. Winter, assistant to Senator
Collins; and Clyde A. Taylor IV, assistant to Senator Chambliss.

OPENING STATEMENT OF SENATOR E. BENJAMIN NELSON,
CHAIRMAN

Senator BEN NELSON. Good morning. The subcommittee will
come to order.

Senator Graham, the ranking member of this subcommittee, is
unable to be with us this morning and so Senator Chambliss has
graciously agreed to take his place today. This brings back very
pleasant memories. I was the ranking member when Senator
Chambliss was the chairman of this subcommittee. We worked very
well together then as a team and I know we will continue to do so.
Thank you for being here today, Senator.

Our hearing today is focused on military recruiting. Recruiting
and retention is the core of this subcommittee’s business and suc-
cessful recruiting is critical to the continued success of the All-Vol-
unteer Force. Everything that we do on this subcommittee is de-
signed to care for our servicemembers and their families. Our goal
is to make military service an attractive option to all young Ameri-
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cans and a desirable career for those who choose to serve and con-
tinue to serve.

I welcome our witnesses here today. We're privileged to have on
our first panel the commanders of each Service’s recruiting com-
mand: Major General Bostick, the Commanding General of the U.S.
Army Recruiting Command; Rear Admiral Kilkenny, Commander
of the Navy Recruiting Command; Brigadier General Vautrinot—I
hope I said that close.

General VAUTRINOT. “VOE-tri-noe,” sir.

Senator BEN NELSON. “VOE-tri-not,” “VOE-tri-noe.”

—Commander of the Air Force Recruiting Service; and Major
General Richard Tryon, Commanding General, Marine Corps Re-
cruiting Command. We're delighted to have all of you with us this
morning.

Our second panel consists of military recruiters and I'll introduce
them when their panel is seated following the testimony of the first
panel.

Recruiting is a challenging duty even in the best of times. These
are not the best of times for our military recruiters. 'm aware that
the pool of young Americans from which our recruiters recruit is
shrinking. Only about three of ten young Americans are qualified
for military service for varying reasons, including medical condi-
tions, criminal records, lack of education, and low aptitude test
scores. Declining high school graduation rates and obesity are na-
tional issues that directly impact the national security of the
United States because they limit those who are eligible to serve in
the military.

We also face a significant challenge in recruiting medical officers,
which we need in order to provide for our troops. I understand that
all Services have met their Active Duty recruiting goals last year
and that they’re doing well so far this year. But I know that this
has been a particularly tough time for the Army, and I'll be inter-
ested in hearing about the experiences from all the Services.

I know the Army has increased the number of waivers for such
things as medical conditions and criminal convictions. I also believe
that the Army is accepting more enlistments of soldiers scoring in
category 4 of the Armed Services Vocational Aptitude Battery
(ASVAB). We'd certainly be interested in hearing more about this.

This subcommittee has and will continue to be responsive to your
requests for legislation to achieve your recruiting mission and I
hope that you'll let us know if there is anything else that you need
from Congress to make your mission a little easier.

Senator Chambliss, perhaps you have an opening statement.

STATEMENT OF SENATOR SAXBY CHAMBLISS

Senator CHAMBLISS. Thank you very much, Mr. Chairman. It’s
an honor to be here with you once again at the head of the table
at this important hearing of the Personnel Subcommittee on mili-
tary recruiting. Senator Graham asked me to fill in for him. He’s
otherwise occupied with a military hero and expresses his regret to
you and to our witnesses that he could not be here. But I'm cer-
tainly glad to be with our members of the Armed Forces who are
in charge of making sure that we continue to have our fair share
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of the very finest young men and women that America has to offer
in every branch of the military.

I enjoyed our partnership during the 108th Congress, when I was
chairman and you were ranking member. We had a lot of good
times and accomplished an awful lot of positive things. We also
paid an awful lot of attention then, as you have done since, to our
men and women of the Armed Forces who have sacrificed so much
and have performed so magnificently in the global war on ter-
rorism.

The changes we helped bring about during those 2 years were
many and included substantial pay raises and increased bonuses
for military personnel, reform of the survivor benefit plan to elimi-
nate the old two-tier system for payment of benefits, elimination of
many of the barriers to the concurrent receipt of both military re-
tired pay and veterans disability compensation, expansion of
TRICARE coverage to reservists; significant increases to service-
members’ group life insurance; and other benefits for the survivors
of these brave men and women who die while serving on Active
Duty.

I recall our field hearings at both Robins Air Force Base in Geor-
gia as well as Offutt Air Force Base in Nebraska, where we heard
directly from military spouses and families about the challenges
they encounter in their daily lives. As you, I, and Senator Webb
know, the families make just as many sacrifices as the men and
women who serve on Active and Reserve duty.

I congratulate you and Senator Graham for continuing that tra-
dition and also on the enactment of the National Defense Author-
ization Act for Fiscal Year 2008, which was signed into law a few
days ago, and for the many benefits and improvements in quality
of life for servicemembers, including the landmark bipartisan legis-
lation to aid wounded warriors and their families.

I join you in welcoming the witnesses today and look forward to
hearing from these senior leaders and from the line recruiters on
our second panel. I assure our witnesses that I and all the mem-
bers of this subcommittee appreciate your challenge. We place
enormous value on your efforts in sustaining the All-Volunteer
Force or, as you have said in your written statements, the All-Re-
cruited Force.

I conclude my remarks here, but I do want to thank each of you
and all members of your recruiting teams for the sacrifices and
dedication you bring to this vital mission.

Thank you very much, Mr. Chairman.

Senator BEN NELSON. Thank you.

Senator Webb, do you have some comments?

Senator WEBB. Mr. Chairman, I have a conflicting hearing on the
Senate Foreign Relations Committee. We have a full committee
hearing this morning with respect to the situation in Afghanistan.
But I wanted to come down here and reaffirm not only my support,
but also my very deep interest in these issues.

Speaking of military families, I grew up in the military. My fa-
ther was a career military officer. I spent many years working on
these issues inside the Pentagon. We have a strong interest on our
staff in working toward different sorts of analysis to try to ensure
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that we get the highest quality of people coming into our military
with the most efficiency.

I'm going to have to leave here in a few minutes, but I'm leaving
two staff members behind and I would ask consent if we could sub-
mit a series of questions at the end of this hearing that we could
get responses to.

Senator BEN NELSON. Without objection.

Senator WEBB. We look forward to working on these issues in
some detail in the future.

Senator BEN NELSON. Thank you, Senator. Thank you for being
here. I think we all understand conflicts. We have to be at two dif-
ferent places at the same time and try to do that. Thank you.

I think what we’ll do is we'll just go ahead and start with Gen-
eral Bostick and we’ll move this direction with this panel, and the
next panel we’ll move the other direction, if that would meet with
your satisfaction.

General Bostick?

STATEMENT OF MG THOMAS P. BOSTICK, USA, COMMANDING
GENERAL, U.S. ARMY RECRUITING COMMAND

General BosTICK. Good morning, sir. Chairman Nelson, Senator
Chambliss, and distinguished members of this subcommittee:
Thank you for the opportunity today to talk about Army recruiting.
I also want to thank you for all of your support throughout this
past year on the many initiatives that we have to attract the best
young men and women to our Army.

I'm very proud of our soldiers, our civilians, and our families that
are involved in the recruiting mission, both within my command
and outside of my command. As you pointed out, the All-Volunteer
Force is actually an All-Recruited Force. The mission of manning
this force is one that is not a challenge just for the Army, but a
challenge for our Nation.

We continue to face an environment that is marked by decreas-
ing influencer support and the lowest propensity to serve in two
decades. Nonetheless, last year the Active Army, the Army Re-
serve, and the Army National Guard combined to enlist 170,000
soldiers during a persistent period of conflict. This is the size of the
entire city of Fayetteville, NC, or Newport News, VA. I'm confident
that we will again achieve our mission this year and in so doing
we will strive to meet Department of Defense and Department of
the Army goals for high school diploma graduates and aptitude.

We're recruiting men and women who are raising their right
hand and volunteering to serve during a period of combat. They
will join the best Army in the world. Many will deploy and serve
in harm’s way. Some of these soldiers will have General Equiva-
lency Degrees (GEDs). Some will have waivers. But all will be
qualified to serve in our Army.

I feel very comfortable about the soldiers in our Army. We are
very careful in who we select to serve. Some have made mistakes
in the past, but have demonstrated that they can serve this Nation
proudly. The more serious waivers go through 10 levels of decision-
making, ultimately arriving on the desk of a general officer to ap-
prove or disapprove that waiver.
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The Army is reviewing the long-term impact of the lower number
of high school diploma graduates and the increased waivers on the
effectiveness of an Army at war. But in talking to soldiers and drill
sergeants and our Army leaders, there’s a common theme that the
quality and the skills of our initial entry training graduates remain
high.

We're working several initiatives to increase our recruiter efforts.
All of our soldiers are equipped with laptop computers and on that
computer we have a system called Future Soldier Remote Reserva-
tion System. Today, recruiters like Sergeant First Class Webb can
go into the home of a parent and a prospect and they can sit in
the confines of that home and decide what his specialty is going to
be, what his bonuses will be. They can lock that specialty in for a
period of 7 days and buy in with the parents, the family, and
friends, buy in that decision together.

We're working hard in the area of education that you mentioned
with several programs, including one called March to Success.
Many potential soldiers that are high school graduates and even
some college students have a tough time with our test. March to
Success is a free of charge online test preparation program that as-
sists our prospects with the ACT, the SAT, and the Army military
tests. Over 95,000 signed up for this March to Success program last
year.

In addition to that, we instituted a tutor program, one-on-one tu-
toring where we're asking the people of America, the citizens of
America, to stand up and support this Nation by helping to tutor
young men and women that are interested in joining our Army.

We continue to develop and foster partnerships with business
and industry through a program called Partnership for Youth Suc-
cess, where our young men and women that sign up to the military
also sign up for a guaranteed interview with that company. We
want to continue to partner with America. Today we have over 260
in the Partnership for Youth Success program.

As you pointed out, America is also challenged by an epidemic
of obesity. To address this challenge, we developed a program
called the Assessment of Recruiter Motivation and Strength
(ARMS) program, where we recognize that some young men and
women are going to be 2 to 3 percent over body fat and we’re going
to bring them into the Army. As long as they meet and can pass
this ARMS test, we're going to put them into basic training and
we’ll give them a year to lose the weight. We're finding that their
attrition rate is no different than the other soldiers that we bring
in.

We’re going to roll out next month the Army Advantage Pro-
gram, which will provide our soldiers an opportunity to buy a
house or start a small business later on in life.

We created a Super Leads Program. Since the Super Leads Pro-
gram started, we’ve made over 7.6 million phone calls. Those are
phone calls that we’ve taken off the backs of our soldiers, for them
to have to make, and that gives them more time.

We are transforming in the way that we recruit. We’ve added au-
tomation. We’ve changed our structure. We've looked at our proc-
esses, all of this to help our recruiters to save time, so that they
can tell their story in the home towns across America.
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We know that our recruiters are ambassadors for the Army and
they take this responsibility very seriously. They are committed to
accomplishing the mission. They’re committed to maintaining the
warrior ethos. They’re committed to maintaining their Army values
and accomplishing this mission.

I look forward to the rest of the discussion today. Thank you for
the opportunity to be here.

[The prepared statement of General Bostick follows:]

PREPARED STATEMENT BY MG THOMAS P. BosTIicK, USA

Chairman Nelson, Senator Graham, and distinguished members of the committee,
thank you for providing me the opportunity to appear before you today on behalf
of the Army’s recruiting force. I also want to thank you for supporting our initiatives
to improve incentives and bonus programs to attract the very best soldiers. I take
tremendous pride in saying that today’s All-Volunteer Force is actually an “all-re-
cruited” force and they are proudly representing our Nation throughout the Army.

In fiscal year 2005, the Army did not achieve its regular Army recruiting mission
by accessing 73,000 of its required 80,000 mission. Additionally, the Army achieved
19,400 of the required 22,175 Reserve mission. The U.S. Army Recruiting Command
(USAREC) was then reinforced with additional manpower, resources, and incen-
tives, and as a result, enlisted 13,000 more soldiers for the regular Army and Army
Reserve in fiscal year 2006 than in fiscal year 2005 to achieve the 80,000 regular
Army mission and 99 percent of the 25,500 Army Reserve mission. We built upon
this success in fiscal year 2007 to achieve both the 80,000 Regular Army and 26,500
Army Reserve missions recruiting an additional ~107,000 soldiers for our Army. The
regular Army, Army Reserve, and Army National Guard combined to enlist 170,000
soldiers into our Army during a period of persistent combat. We knew what we
needed to do, and clearly made the right adjustments at the time. However, ade-
quate resources are not always enough to ensure success.

Fiscal year 2008 will be another challenging recruiting year. We have the support
of the total Army as we work to achieve the fiscal year 2008 mission of 80,000 acces-
sions for the regular Army and 26,500 accessions for the Army Reserve. These ac-
cession missions support reaching established Army end-strength goals. We are on
glide to achieve our 80,000 accession mission for the regular Army; however, we are
slightly behind established monthly objectives for the Army Reserve. We are aggres-
sively working with the Army leadership to develop the way ahead to achieve our
Army Reserve mission for this year.

We have a committed recruiting force and the necessary tools to achieve our re-
cruiting missions this year. We need your continued support to help the Army mobi-
lize the Nation behind this effort.

RECRUITING ENVIRONMENT

For the first time since the implementation of the All-Volunteer Force, we are re-
cruiting during a period of protracted combat. Today’s recruiting environment is in-
credibly challenging. Less than 3 out of 10 of our Nation’s youth are fully qualified
for service in the Army due to disqualifying medical conditions, criminal records,
lack of education credentials or low aptitude test scores. The Army competes head
on with industry, the economy, and with higher education for the same high-quality
youth. Today, parents and influences are less likely to encourage their family mem-
bers and other young adults to join the military. Propensity, the desire to enlist in
the Armed Forces, is at its lowest point in two decades.

Despite the challenges in the current environment, 170,000 Americans stepped
forward to enlist in the regular Army, Army Reserve, and Army National Guard last
year. In my conversations with commanders throughout the Army, it is clear that
our soldiers are proudly serving with distinction. They are also re-enlisting in large
numbers, particularly those in combat. No amount of money would be enough to
convince them to continue to serve, if they did not believe in what they were doing.
We have the best trained, best equipped, and best led Army in the world. Our vol-
unteer soldiers are re-enlisting because they believe in their Nation, they believe in
their flag, and they believe in each other. Each of these soldiers became heroes for
this Nation the day they decided to enlist in our Army.

Recent congressional incentives for recruiting such as the $2,000 referral bonus
program and increased enlistment bonus caps have provided the Army the nec-
essary tools to attract the men and women who want to serve our great Nation dur-
ing these challenging times. There are many good news stories that do not make
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it to the evening news, so we rely heavily on important public influences, including
strong support from Members of Congress, to help us tell the Army Story. I am con-
fident that, with your continued support, we will continue to meet the needs of our
All-Volunteer Army.

FUNDING

The administration, Congress, and the Department of Defense with the Army and
its senior leadership have provided Recruiting Command the support we have asked
for to accomplish our mission. Fiscal year 2008 funding levels allow the Command
to satisfy all recruiter support requirements. When additional resource require-
ments are identified and made known to the Senior Army leadership, they have
taken immediate action to meet those requirements. The challenge is often one of
timing. As the environment changes, we must be able to adapt quickly. Train-up
of new recruiters and the development of new advertising, for example, require long
lead times. We must continue to improve our understanding of the market and the
recruiting environment, and implement those actions necessary to mitigate risks to
the mission.

TRANSFORMATION

We are constantly innovating and improving our recruiting programs to address
changes in our market. Ongoing transformation efforts within USAREC span across
four major areas: policy and process, personnel selection and training, quality of life
initiatives and force structure. USAREC is in the final stages of an extensive force
structure transformation as a result of significant changes in market trends and
population demographics. As part of this transformation, USAREC realigned and/
or restructured its 41 enlisted recruiting battalions and their respective boundaries.

The purpose of this realignment was to make the battalion spans of control more
consistent across the command. This corrected existing imbalances in mission re-
sponsibilities by reducing the size of some large battalions and added responsibility
to some smaller battalions. As a result of this realignment, four battalion head-
quarters were recommended for inactivation to the Department of the Army. Three
of the inactivation recommendations were approved, with the final decision pending.

In addition to boundary realignments, we formed a Special Missions Brigade to
handle the administration, logistics and special missions for all subordinate bri-
gades, so that the rest of the command could focus on training, leading, and mission
accomplishment. We formed a Medical Recruiting Brigade to provide the necessary
command and control, and focus necessary for our five medical recruiting battalions.

At the conclusion of these transformation initiatives, USAREC will have five en-
listed recruiting brigades consisting of 38 recruiting battalions, a Special Missions
Brigade, and a Medical Recruiting Brigade. We believe this force structure gives us
the best opportunity to achieve our assigned missions in this challenging recruiting
environment.

QUALITY

All soldiers serving in our Army are qualified to serve. We strive to achieve the
goals of the Department of Defense and the Department of the Army, which are 90
percent high school diploma graduates (HSDGs), 60 percent test score category I-
IITA, and with no more than 4 percent test scoring category IV. The Army does not
accept applicants scoring in the lowest category on the Armed Services Vocational
Aptitude Battery (ASVAB), test score category V. In fiscal year 2007, the regular
Army met Department of Defense goals for category I-IITA and Category IV, but
fell short in the area of HSDG, achieving 79 percent. The Army Reserve met De-
partment of Defense goals for Category IV but fell short in the areas of HSDG and
category I-IITA achieving 86 percent and 57 percent respectively.

Field commanders are very pleased with the men and women now serving in their
formations, some of whom are not HSDGs or may have received a waiver to serve
in our Army. While the Department of Defense goal for HSDGs is 90 percent, the
national average for high school graduation is 70 to 80 percent. In some urban areas
of the country, the graduation rate is less than 50 percent.

The Secretary of Education has called the graduation rates in this country a “Si-
lent Epidemic.” High school graduation rates are of significant concern to the Army.
Additionally, there are those who want to serve in our formations, who have grad-
uated from High School but cannot pass the ASVAB. The Army has established edu-
cation programs such as March2Success and our GED Education Plus Program to
provide an academic second chance for the youth of America to give them an oppor-
tunity to serve in our Army.
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Another significant issue that is affecting recruiting is the emerging obesity epi-
demic in the country. More and more of our youth are not exercising and have poor
eating habits. We have developed a program called the Assessment of Recruit Moti-
vation and Strength test which will allow those who pass and are a few percentage
points over Army accessions body-fat standards to serve. They have up to 1 year
to lose the weight from the time they ship to Basic Combat Training. We began this
program across the country in April 2006 and initial results indicate these soldiers
are performing well and in a similar manner as those not participating in the pro-

am.

All of the soldiers that we recruit are qualified to serve in our Army. I have wit-
nessed their outstanding performance first-hand during my own deployment to Iraq,
and commanders in the field are extremely proud of their soldiers.

WAIVERS

We have a very solid process for reviewing and approving all waivers. We place
special emphasis in carefully screening those applicants who have been charged
with a felony. Conduct waivers for applicants with felony charges are approved at
the General Officer level. These requests are reviewed by 10 different decision-
makers to determine whether or not it is in the best interests of our Army to allow
the applicant the opportunity to serve.

We are not recruiting hardened criminals. Those with felony convictions made the
kind of mistake that a general officer has determined does not indicate deep rooted
discipline or values issues and the person has demonstrated that they have over-
come their prior mistakes.

We are seeing an overall increase in waivers. We believe this increase is partly
a result of changes in society, changes in policy and our improved processing proce-
dures. In the past few years, we streamlined the waiver process from weeks to days,
providing recruiters with less reason to turn away applicants who need waivers and
resulting in more applicants staying with the Army enlistment process.

We conduct a very thorough examination of the facts, circumstances, and the legal
disposition of the charges prior to allowing individuals to enlist in our Army with
a conduct waiver. These men and women are raising their hand, asking for a chance
to serve their country. They are asking to not only be a productive member of soci-
ety, but are willing to defend the Constitution of the United States on behalf of their
fellow citizens. They enter our Army, grow and mature as a result of Army training,
teamwork, exposure to Army values and to the warrior ethos. I am confident that
our process is sound and in the best interest of the applicant, the Army and our
Nation.

In our continuing efforts to define what constitutes a “quality” soldier, the Army
is evaluating whether soldiers enlisting with waivers perform on par with non-
waivered recruits over time. We expect preliminary results of this research effort
in September 2008.

RECRUITER MISCONDUCT AND IMPROPRIETY

Recruiters are the Army’s ambassadors across the Nation and hold a position of
trust with the young people and influencers in our communities. There is a small
percentage of the force that violates that trust. As a result, we take very seriously
allegations of recruiting misconduct and impropriety. We investigate every allega-
tion and take appropriate action, as necessary. In fiscal year 2007, 185 of our 8,200
recruiter force had substantiated allegations.

We have a multi-pronged approach for preventing recruiter misconduct: starting
with the recruiter selection process, a prescriptive training program, routine stand-
ard inspections and enforcement down to recruiter level, and reinforcement of dis-
cipline through command information and command presence on a weekly basis. We
have instituted a “buddy system,” where a recruiter must be accompanied by an-
other recruiter when in the company of an applicant of the opposite gender. Our
leadership is required to conduct proactive and regular discussions of Army Values
and what they mean in a recruiting environment. We also schedule an annual Army
Values/Safety Stand-down Day with all command personnel, to reinforce what it
means to be an American soldier.

Each year, our recruiters have millions of contacts with the American public. Our
ability to recruit successfully depends upon the public’s confidence in our commit-
ment to recruiting with integrity.

MEDICAL RECRUITING

A very important part of our mission is to recruit medical professionals for our
Army. In 1995, the USAREC began recruiting all medical professionals. Today, our
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medical recruiting force is made up of enlisted professional recruiters, enlisted med-
ical soldiers, and officers from the Medical Service Corps, Nurse Corps, and Spe-
cialist Corps. We also engage both regular Army and Army Reserve health care pro-
fessionals to assist in our recruitment efforts.

We have made dramatic changes in how we execute our Medical Recruiting mis-
sion over the past several years. On October 2, 2007, we activated a Medical Re-
cruiting Brigade Headquarters to provide command and control over our five Med-
ical Recruiting Battalions. This effort will ensure we have the right levels of empha-
sis and expertise working this critically important mission. Initial results of this
transformation have been positive. We are ahead 122 accessions compared to our
performance over the same time period last year. This remains one of our most chal-
lenging areas, but we are making significant progress.

We continue to work with the Department of the Army Office of the Surgeon Gen-
eral to ensure the Army offers competitive benefits to encourage today’s medical pro-
fessionals to explore the challenges and rewards of Army service. We appreciate
your continued support of our medical recruiting programs.

RECRUITER ACCESS TO SCHOOLS

The No Child Left Behind Act provided Armed Forces recruiters access to student
recruiting information and the same access to students enjoyed by colleges and pro-
spective employers. Under current legislation, however, the military can be singled
out when students or parents “Opt-Out” from having their contact information re-
leased to the military. In the same schools, there is no opt-out option against post-
secondary schools or prospective employers receiving contact information. In addi-
tion, there is no established timeframe for a school to provide the student informa-
tion upon request by the military recruiting services. We have instances where
schools have promised repeatedly to provide the list, but ultimately give it to our
recruiters too late in the year to be of much use. We desire the opportunity to tell
the Army story to young adults and let them decide for themselves whether or not
service in our Army is the right choice to help them reach their full potential. Access
to our Nation’s schools and student information is critical to this effort. We need
your help to ensure all our Nation’s youth have the opportunity to hear what the
Army has to offer.

CONCLUSION

I am confident that our recruiters will maximize the resources you have given
them in order to achieve our mission. While public support for our soldiers remains
strong, we need more Americans to step forward and serve our Nation, a nation at
war. I thank you for your commitment to assist Army recruiting, and ask for your
continued support to encourage Americans to answer our Nation’s call to duty.

Thank you again for the opportunity to appear before you today and I look for-
ward to answering your questions.

Senator BEN NELSON. Thank you, General.
Admiral Kilkenny?

STATEMENT OF RADM JOSEPH F. KILKENNY, USN,
COMMANDER, NAVY RECRUITING COMMAND

Admiral KiILKENNY. Mr. Chairman, distinguished members of the
Personnel Subcommittee: I am extremely grateful for the oppor-
tunity to appear today to update you on the Navy’s total force re-
cruiting. Despite an increasing challenge in the environment as you
alluded to, sir, I'm pleased to report that my outstanding team of
7,500 total force recruiters is succeeding in quality and quantity.

Today we are successfully competing with America’s top employ-
ers, colleges and universities, Federal agencies, and our fellow uni-
formed Services for the sharpest minds of our millennial genera-
tion, those with the highest aptitudes and natural leadership skills
who are most likely to succeed and excel. We're reaching out to a
new generation of potential recruits whose primary social lifestyles
are experienced through the Internet, instant messaging, text mes-
saging, and interactive social networking Web sites like FaceBook
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and MySpace. Millennials experience the world on a global scale
24/7. We must use modern tools and methods to reach today’s
youth and let them know the exceptional opportunities awaiting
them in the United States Navy.

Military service is often not first among career options
millennials consider. Today’s influencers, most of whom never
served, are often not inclined to steer them toward a military op-
tion. We are responding to this challenge by meeting millennials on
their terms, appealing to their search for something more, their
sense of service, their spirit of volunteerism, and their interest in
the world around them.

Fiscal year 2007 marked the 9th consecutive year we met overall
Active component accession mission, attaining 101 percent of our
enlisted accession goal, with 93 percent high school diploma and 73
percent in test categories I through III-Alpha on the Armed Forces
Qualification Test. This year to date we have attained 112 percent
of the first quarter accession goal, with 92 percent high school di-
Rllollrlla grads and 75 percent test score categories I through III-

pha.

This past year we made significant progress on our number one
recruiting priority, Navy Special Warfare and Special Operations.
We made dramatic inroads in recruiting and retaining high per-
forming youths in our most elite programs by hiring former SEALs
and Special Operations personnel to assist in selecting, testing,
educating, and mentoring new recruits. Requiring candidates to
pass the physical screening test before accessing them has contrib-
uted to improving the pass rate from a historic norm of 28 percent
to 78 percent in just 1 year.

A $40,000 enlistment bonus has proven an exceptional incentive
and we thank you for your staunch support for such critical enlist-
ment tools.

We achieved 100 percent of our Reserve component accession
goal in 2007, compared to 87 percent the previous year. Much of
the fiscal year 2006 shortfall was in ratings directly supporting the
global war on terror. By realigning the proportion of non-prior serv-
ice sailors accessed into global war on terror ratings through our
new accession training program, streamlining our transition from
the Active to the Reserve component, and implementing a transi-
tion bonus of up to $20,000 to convert to global war on terror rat-
ings, we attained 115 percent of overall accession goal, 122 percent
of prior service goal, and 103 percent of new accession training
thus far in fiscal year 2008.

We've had mixed results in officer recruiting, meeting 19 of 23
Active component community goals in 2007, including all unre-
stricted, restricted, and staff core goals. We’ve increased our focus
and taken steps to enhance our chances of succeeding in the four
remaining communities: Chaplain Corps, Chaplain Student Pro-
grams, Naval Reactors Engineers, and Medical Profession Student
Programs.

Our number one priority in fiscal year 2008 is medical officer re-
cruiting. We're executing a comprehensive medical recruiting strat-
egy to address shortfalls in this area. Many incentives enacted in
the 2007 and 2008 defense bills will help us keep competitive and
move us forward toward sustained success in recruiting medical
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professions. With the help of an increase in the Nurse Corps acces-
sion bonus to $30,000, we are currently 30 percent ahead of last
year’s very successful recruiting season. Enhanced direct accession
bonuses for medical doctors and dentists and a $20,000 accession
bonus for medical student programs have contributed to our identi-
fying 35 percent of our accession goals to date compared to 21 per-
cent this time last year, keeping us on pace to make all Active offi-
cer accessions in fiscal year 2008.

The Reserve officer market continues to pose significant chal-
lenges. Faced with an accession mission requirement for 72 percent
prior service personnel, we achieved just 52 percent of the overall
2007 accession mission. Accordingly, we reduced our 2008 prior
service requirement to 51 percent of the accession plan in many
designators and implemented several initiatives, such as a $10,000
affiliation bonus and 2-year mobilization deferment, to attract prior
service sailors to the Reserve component. Thus far in 2008, we’ve
attained 36 percent of non-medical Reserve officer, compared to
only 51 percent for the entire fiscal year in 2007.

In Reserve medical recruiting, we've attained or selected 53 per-
cent of our annual goal so far, compared to only 57 percent for all
last year.

With your continued support, I'm confident we will be able to
continue in the successes we are currently enjoying and in address-
ing existing shortfalls.

I thank you for your unwavering support for Navy recruiting and
I look forward to responding to your questions.

[The prepared statement of Admiral Kilkenny follows:]

PREPARED STATEMENT BY RADM JOSEPH F. KILKENNY, USN

Mr. Chairman, and distinguished members of the subcommittee, I appreciate the
opportunity to appear today to offer an update on the state of Navy recruiting, both
Active and Reserve. It is an honor for me to lead the 7,500 Total Force sailors who
are dedicated to the Navy’s recruiting efforts to enlist the best and brightest young
men and women to succeed in today’s Navy. I am pleased to tell you that we are
meeting our mission requirements in both quality and quantity and we intend to
continue to do so.

Recruiting for the military is a significant challenge. The Navy is competing with
private sector employers and colleges for the best and brightest from our Millennial
Generation, a generation whose outlook has been fashioned by dramatically dif-
ferent technology and experiences than that of previous generations. During child-
hood, this generation witnessed acts of terrorism on American soil. Traumatizing
events, such as school shootings, combined with the persistent threat of terrorism,
have stimulated parents’ natural instincts to be increasingly protective of and more
involved in their children’s lives and decision making. With the advent of the Inter-
net, e-mail, cell phones, instant messaging and even more recent developments like
interactive social-networking websites, such as Facebook and MySpace, Millennials
experience the world on a global scale, 24/7. They share their experiences with, and
seek information from others whom they have never met except through virtual so-
cial networks. Their pressure to succeed is internally focused and they are moti-
vated to take jobs that help people in need and make a difference to society at large.
These young men and women view education and a civilian job as the way to get
ahead. Military service is typically not on their radar screens. Most Millennials’
influencers have never served in the military and are generally not informed about
the features and many benefits of a military career. In many cases, influencers
today often paint a neutral or sometimes negative picture of military service adding
to the challenges of recruiting this generation of young Americans. To attract
Millennials to join the Navy, it is vital that we relate to them on their terms and
appeal to their search for something more, their sense of service, their spirit of vol-
unteerism and their interest in the world around them.
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ENLISTED RECRUITING

Despite the many challenges, fiscal year 2007 marked the 9th consecutive year
we achieved overall Active component accession mission, while surpassing DOD
minimum recruit quality standards. In fiscal year 2007, Navy met 101 percent of
Active enlisted accession goal, with 93 percent High School Diploma Graduates
(HSDG) and 73 percent in Test Score Categories (T'SC) I-IIIA on the Armed Forces
Qualification Test. So far in fiscal year 2008, we have sustained this success, achiev-
ing 112 percent attainment of first quarter accession goal with 92 percent HSDG
and 75 percent TSC I-IITA.

Last year, our number one recruiting priority was Naval Special Warfare and Spe-
cial Operations (NSW/NSO). These elite programs provide some of the most de-
manding training in the world and require exceptionally bright and physically fit
individuals. The health of these communities is very important to Navy’s contribu-
tions to our Nation’s successes in the global war on terrorism and demands that we
place special emphasis on recruiting well-qualified applicants with the aptitude and
capacity to successfully complete the extremely arduous training. To enhance the
likelihood of candidates succeeding, we hired former NSW/NSO personnel to assist
in selection, testing, education, and mentoring new recruits. Since the first hurdle
for these recruits is passing the Physical Screening Test (PST), we require NSW/
NSO recruits to successfully complete the PST with a passing score prior to acces-
sion. These measures dramatically increased PST pass-rates for recruits at boot
camp, increasing from the historic norm of 28 percent to 78 percent in 2007. The
impact of the $40,000 enlistment bonus cannot be overstated in its contribution to
our success in NSW/NSO recruiting. We would like to thank you for your past and
continued support in improving the incentive packages available to the Navy.

In fiscal year 2007, the Navy achieved 100 percent of the Reserve component ac-
cession goal compared to 87 percent the previous year. Much of the shortfall for fis-
cal year 2006 was in those ratings which directly support the global war on terror.
The traditional reliance on prior service sailors to the meet this mission made it dif-
ficult to meet the requirements. A mismatch exists between the skill sets and num-
ber of personnel transitioning from the Active component to meet Reserve compo-
nent requirements. To address this challenge, Navy aligned the mission mix to ac-
cept recruits without prior military service through the New Accession Training
(NAT) program exclusively into global war on terror ratings. Additionally, Navy has
streamlined the procedures to transition sailors from Active component to Reserve
component. We also implemented an aggressive program that allows transitioning
sailors to receive up to a $20,000 bonus upon completion of apprenticeship training
necessary to convert to global war on terror ratings. The enlistment incentives you
authorized for our Reserve component have been and continue to be critical to mis-
sion attainment.

Our success with the Reserve enlisted mission continues this fiscal year. For the
first quarter, we attained 115 percent of overall accession goal, while exceeding both
prior-service (122 percent) and NAT (103 percent) goals.

OFFICER RECRUITING

Fiscal year 2007 produced mixed results in the area of officer recruiting. We met
19 of 23 Active component officer community goals, including all unrestricted line,
restricted line, and staff corps community goals. Chaplain Corps, Chaplain Student
Program, Naval Reactors Engineers, and Medical Professions Student Programs
were the only officer communities that did not achieve annual goal. We increased
our attention to officer recruiting across the board and initiated several programs
and incentives to attract applicants in this competitive market.

We established Medical Officer Recruiting as our number one priority for fiscal
year 2008 and are executing a comprehensive Medical Recruiting Strategy that we
developed last fall to attack shortfalls in our medical programs. To attract quality
medical and dental professionals, a significant amount of work has been completed
to include incentives in legislation. Many of those incentives were authorized in the
National Defense Authorization Act for Fiscal Year 2007 (NDAA 2007), while others
are in planned authorizations for 2008 legislation and beyond.

Your continued support in funding incentives that keep us competitive with the
civilian marketplace will move us toward sustained success in the recruitment of
medical professionals. The competitive nursing market is a good example of the ef-
fectiveness of comprehensive financial incentives for recruiting Health Professionals.
The 4-year active accession bonus was increased from $15,000 in 2005 to $20,000
in 2006 to $25,000 in 2007. Correspondingly, our Active component Nurse Corps di-
rect accession goal attainment improved from 55 percent to 82 percent to 103 per-
cent in those same years.
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To overcome the national nursing shortage and increasing civilian sector competi-
tion, we increased the nurse accession bonus to $30,000 which will help sustain our
success. So far in 2008 we are 30 percent ahead of last year’s very successful re-
cruiting season. Initial indications are that we should see similar results from the
authorities granted in NDAA 2007 to pay up to a $400,000 accession bonus for di-
rect accessions of medical doctors and dentists, as well as a $20,000 accession bonus
for our medical student programs. To date we have identified 35 percent of our ac-
cession goal, compared to 21 percent at this same time last year—a direct result
of accession incentives. We are seeing similar improvement across the board and are
on pace to make all active officer accession goals in fiscal year 2008.

For Reserve officers, we achieved 52 percent of our overall accession mission in
2007. Seventy-one percent of our accession requirement is from communities that
require prior-service experience. That market continues to pose significant chal-
lenges since most people leaving the Active Navy are leaving for reasons that are
not relieved by simply switching components. Recruiters are facing the same argu-
ments Active-Duty Commanders face when trying to retain personnel. In fiscal year
2008, we reduced our prior-service Navy requirement to 51 percent of the accession
plan, though designators that demand prior Navy experience will continue to be
challenging. Several initiatives have been put in place to attract prior service sailors
to the Reserve component including a $10,000 affiliation bonus and a 2-year mobili-
zation deferment. Your continued support of legislation that provides us with the
appropriate Reserve affiliation incentives is bearing fruit. Already in 2008 we’ve
seen a tremendous turnaround in Reserve officer recruiting. We have attained 36
percent of non-medical Reserve officer goal so far in fiscal year 2008 compared to
only attaining 51 percent for the entire fiscal year 2007. Reserve Medical Recruiting
is our greatest success in fiscal year 2008 to date, having already attained or se-
lected 53 percent of annual goal compared to the 57 percent we accessed in all of
2007. We attribute this success to the affiliation incentives, restructuring of our ac-
cession requirements and a renewed focus on the officer recruiting mission.

Overall, we are cautiously optimistic that with your continued support and the
dedicated efforts that we have made in officer recruiting, we will move towards sus-
tainable success.

CONCLUSION

In spite of an extremely challenging recruiting environment, Navy recruiting is
well-positioned to succeed in the upcoming year. We have a sustainable, agile, and
adaptive recruiting force dedicated to recruiting the very best talent our Nation has
to offer. We ask for your continued support for the many recruiting incentives nec-
e}slsafyy to meet mission requirements for our Navy, today, tomorrow, and far into
the future.

Senator BEN NELSON. Thank you, Admiral.
General Vautrinot. Am I getting closer?

STATEMENT OF BRIG. GEN. SUZANNE M. VAUTRINOT, USAF,
COMMANDER, AIR FORCE RECRUITING SERVICE

General VAUTRINOT. I go by “V-8” and you're welcome to use it.
[Laughter.]

Mr. Chairman, honorable members of the subcommittee: Thank
you so much for affording your Air Force the opportunity to talk
about our robust and very experienced recruiting force, our suc-
cesses, and our challenges. Mr. Chairman, as you pointed out, we
are in a tough environment and, like all Air Force missions around
the globe, our recruiting resources are severely constrained. We
continue to succeed, but in order to do so we’ve had to get leaner
and much more efficient.

I'm honored today to represent our Nation’s smallest military re-
cruiting force, all volunteers, men and women like Master Sergeant
Dave White back there, who are working long hours, each covering
thousands of miles, in an environment that’s not always wel-
coming, with the full support of their families every step of the
way.
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Air Force recruiters are creative and enthusiastic. But more than
that, they embrace the Air Force’s highest core value, integrity
first. Word of mouth—recruiters telling others exactly how it’s
going to be in their basic training, in their first job; and then those
recruits have an extraordinary experience and they call home and
they tell their friends and they tell their families.

We want their training and their education to match what their
recruiters told them, and we want their positive Air Force experi-
ence to make them want to stay. This is perpetuation. It’s what al-
lows us to recruit and to retain effectively.

The Air Force attracts recruits with a simple but powerful mes-
sage: We're a well-trained, highly technical force, a global team de-
fending the Nation in the war on terrorism, while simultaneously
executing humanitarian missions around the globe. Above all, new
airmen look forward to doing amazing things in vital air, space,
and cyberspace missions, making a real difference to the future of
their Nation.

The quality of our recruits remains far above DOD benchmarks.
Nearly 80 percent of our recruits scored in the top half of the
ASVAB last year, a number that has remained above 75 percent
since 2000. Additionally, every airman enters with a high school
education or equivalent and 91 percent of our new airmen enter
without a waiver. Finally, more than 15 percent of Air Force enlist-
ees enter with at least a year of college credits, a clear indicator
that we’re attracting a mature and well-educated young American.

Recruiting Service recruits a diverse, high quality volunteer force
to fill jobs that are vital to accomplishing our Air Force’s worldwide
mission and despite as high as a fourfold increase in requirements
for Air Force hard-to-fill categories, such as our Special Operations.
Fundamentally, every single opening for combat controller,
pararescue, survival, evasion, resistance and escape, our explosive
ordnance disposal, our tactical air control parties working with the
Marine Corps and the Army, and our linguists, every job filled for
7 years.

After all this is accomplished, despite the fact that the likelihood
that Americans will serve their country has dipped to its lowest
point in decades, as General Bostick and Admiral Kilkenny have
pointed out, but also the likelihood that parents, teachers, coaches,
and clergy will recommend military service has significantly
dropped. Moreover, as you mentioned, nearly three-quarters of
America’s youth do not meet basic eligibility standards. Finally, an
increasing number of communities and high schools are less likely
to welcome recruiters. Still, your Air Force recruiters succeed.

We are making adjustments in health professions recruiting and
we expect to be able to hurdle challenges in this area. To do that,
we've carefully looked at where we’ve been successful and have ad-
justed to play to those strengths. First, we've decided it’s more ef-
fective to grow our own physicians, dentists, and nurses, specifi-
cally student-based accessions. We are focusing our recruiters and
our core efforts in areas where colleges and universities feed to
medical, dental, and bachelor of science nursing schools. We will
fill both our student-based and fully qualified health professional
accessions using the incentive programs your committee has so
generously supported. Thank you. The Air Force Chief of Staff has
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directed that next year’s health professions incentives will reflect
this adjustment.

Moreover, recruiting has teamed with the Air Force’s medical
community and now has career field champions—experienced med-
ical professionals in each one of our core specialties that pair and
partner with recruiters as they go to conventions and schools. The
recruiter is able to talk about the benefits of the Air Force and the
health professional is able to talk about the specific benefits, the
higher education, the specialized residency, in their medical profes-
sions.

These changes are critical to the care and sustainment of our Na-
tion’s military members, highlighted by the fact that over 8,000 Air
Force medical officers have deployed in support of the global war
on terrorism.

Unique to Air Force Reserve component recruiting is the fact
that they’re primarily a local force, uniting the civilian and the
military work forces. Their units, many in your communities, take
time to build, and as the Guard and Reserve respond to the BRAC
and the Total Force Initiative and embark on new highly-skilled
missions in intelligence, space, cyberspace, medical support, and
other areas in communities across the country, it takes time to find
the right people to put in the right place.

Transformation initiatives will be effective in the mid-April time-
frame and this should serve as a positive turning point in the Air
Force’s recruiting efforts, particularly officers.

The bottom line is your Air Force total force recruiting team con-
tinues to bring in quality men and women because it matters. We
recruit to retain, so we recruit the brightest candidates possible,
then provide them with tough, highly technical training so that
they, America’s Air Force, can help secure the future of this great
Nation.

Thank you.

[The prepared statement of General Vautrinot follows:]

PREPARED STATEMENT BY BRIG. GEN. SUZANNE M. VAUTRINOT, USAF

Mr. Chairman and honorable members of this committee, I want to thank you for
affording the Air Force an opportunity to discuss its robust recruiting mission. It
is with great pride that I represent the world’s finest Air, Space, and Cyberspace
Force and all of the airmen who are engaged every day in the joint fight providing
rapid response during conflicts and humanitarian relief across the world.

As the Air Force transforms to a leaner and more agile force to meet today’s glob-
al challenges, our recruiters continue to succeed in their primary goal of finding the
right people with the right skills at the right time.

ACTIVE COMPONENT RECRUITING

The Air Force exceeded its enlisted recruiting goal in 2007 for the 8th consecutive
year, and for the 77th straight month.

Since 2000, the Air Force has enlisted 258,166 airmen against a goal of 254,753
for 101 percent of mission accomplishment. For 2008, the active-duty requirement
is 27,800 and the Air Force is well on its way toward meeting its goal for the 9th
straight year.

The quality of our recruits remains significantly above Department of Defense
benchmarks in all primary indicators, consistent with the high Air Force standards
of the last two decades. Seventy-nine percent of our enlistees scored at or above the
50th percentile on the Armed Services Vocational Aptitude Battery (ASVAB) test
last year, a number that has remained above 75 percent since 2000. Additionally,
every single Air Force accession enters the service with at least a high-school degree
or an equivalent education. Furthermore, 91 percent of our recruits enter without
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requiring a waiver for moral, drug, or criminal issues. Finally, more than 15 percent
of all Air Force enlistees entered with more than a year of college credits last year—
nearly a 30-percent increase from 2001.

Recruiting Service continues to recruit a diverse, high-quality volunteer force to
fill jobs vital to the Air Force in accomplishing its worldwide mission. Our hard-to-
fill, critical warfighting career fields are always at the forefront of this effort. Over
the last 7 years, despite increased requirements in all Air Force “special ops” cat-
egories, every single opening for Combat Controller; Pararescue; Tactical Air Control
Party; Explosive Ordnance Disposal; Survival, Evasion, Resistance, and Escape; and
Linguist has been filled. Congress has provided assistance to these hard-to-fill posi-
tions in the way of an initial enlistment bonus ranging from $1,500 to $13,000, de-
pending on the job and length of enlistment. No other job skills enlistment bonuses
are offered.

Officer recruitment programs, with the exception of our medical career fields,
have met with continued mission success. On the medical side, last year the Air
Force recruited just under half of its fully qualified healthcare target. Broken down
by specialty, it amounted to 68 doctors (17.4 percent), 45 dentists (25.5 percent), 222
nurses (62.5 percent), 125 biomedical scientists (62.8 percent), and 34 medical ad-
ministrators (97 percent). This need is made all the greater because the Air Force
has deployed over 8,000 medical officers in support of the global war on terror since
2001.

Air Force Recruiting Service and the Air Force Medical Service have partnered
to reduce the shortfall in medical officer recruiting. At the forefront of our medical
accessions plan is an increase in health professions scholarships and a realignment
of health professions recruiters to major American medical education centers. As a
result, Recruiting Service has placed more emphasis on bringing in student-based
accessions versus fully qualified professionals. While civilian medical facilities strug-
gle with the same challenge of maintaining a viable medical corps, assistance from
Congress to support our efforts has come in the form of authorization of accession
bonuses for fully qualified medical professionals. Similarly, we have significantly in-
creased available medical scholarship opportunities.

Air Force Recruiting continues to hurdle other challenges, including the dynamics
of the recruiting environment, limited resources, and the quality of the age-eligible
demographic.

The propensity for young Americans to serve their country, coupled with a drop
in key influencers—such as teachers, coaches, and family members—recommending
Service, is at its lowest point in 35 years. Moreover, nearly three quarters of Amer-
ica’s youth do not meet eligibility standards to serve in our Nation’s military, so the
Air Force must compete for qualified candidates not only with the other Services,
but with colleges and industry as well. Making that task even more difficult is the
fact that an increasing number of communities and high schools are less likely to
welcome recruiters.

A reduction in both recruiters and money has made it a tough playing field, but
one on which Air Force recruiters continue to excel. The Air Force Recruiting Serv-
ice consistently stays 6 months ahead of the game in filling its enlistment job con-
tracts (our “job bank”), with 70 percent of our flights and 90 percent of our squad-
rons making their recruiting goals. This indicates teamwork at “full production.”

Air Force recruiting efforts have benefited from strong perpetuation—by our air-
men whose positive recruitment experience was followed by good opportunities in
training, education, and duty during their enlistments, who then spread that mes-
sage back home. We believe our success in this regard is strongly tied to the Air
Force’s core value of integrity.

The Air Force has also initiated creative approaches in targeted recruiting, pri-
marily focusing on events that young Americans attend such as extreme sporting
venues like motorbike racing, snowmobile racing, and surfing.

RESERVE COMPONENT RECRUITING

In addition to our Active Force, our Air Reserve component is experiencing suc-
cessful recruiting efforts while facing additional recruiting challenges.

The Air Force Reserve met its recruiting goals for a 7th consecutive year. That
being said, a 10-percent reduction in personnel planned over the future years de-
fense program (FYDP), coupled with the impact of base realignment and closure
(BRAC) initiatives, presents significant future recruiting challenges for the Air
Force Reserve. With the personnel reductions brought about by the realignment and
closure of Reserve installations due to BRAC and Total Force Integration, approxi-
mately 20 percent of the force will be directly impacted by the planned changes
through new and emerging missions, and mission adjustments to satisfy Air Force
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requirements. In light of all these changes, they expect the recruiting environment
will be turbulent, dynamic and challenging.

It’s important to remember the Air Force Reserve is a local force and that growing
units will face significant recruiting challenges when considering the availability of
adequately qualified and trained personnel. As has always been the case, they will
focus on maximizing prior service accessions. Regular Air Force reductions over the
FYDP may prove beneficial to their recruiting efforts, but will not be the complete
answer since only the Regular Air Force critical skills closely match those in the
Reserve. Non-prior service or “other prior service” individuals accessed by the Re-
serve will inevitably require extensive retraining which is costly.

The Air National Guard achieved 99.3 percent of its recruiting goal for fiscal year
2007. 2008 is off to a great start for enlisted recruiting, but officer recruiting is
short, largely due to the issues associated with BRAC and Total Force Initiatives.
Overall, these initiatives will make tremendous improvements in the integration of
the Active and Reserve components, but these initiatives have caused some short-
term recruiting challenges. The impact of these transformation initiatives within the
Air National Guard cannot be understated, as many Air National Guard units were
faced with challenges regarding their future mission and personnel requirements,
making if difficult to accomplish the full recruiting mission during that time.

The good news is that all transformation initiatives will be effective in the April
timeframe and this should serve as a positive turning point in the Air National
Guard’s recruiting efforts. While many opportunities still exist in the traditional
fighter, air refueling, airlift and special operations missions, there is an increasing
need for talent in intelligence, surveillance and reconnaissance, unmanned aerial
systems, space, cyberspace and expeditionary medical support. The Air National
Guard recruiting force is now engaged in a dramatic effort to attract the nearly
9,000 enlisted personnel and 2,700 officers it will need to perform the Air National
Guard missions of the future.

To ensure separating Active-Duty personnel have every opportunity to continue
service in the Reserve component, we request that any future legislation enacted to
assist Services with drawdown efforts should encourage or incentivize continued
service in the Reserve component. Retaining our separating Active component mem-
bers is the best investment the country can make for our Reserve component be-
cause it ensures a force that is ready and able to go to war at any time.

CONCLUSION

Our Nation is facing challenging times. The Air Force has been in continual com-
bat operations for the last 17 years. Military operations in Iraq and Afghanistan
have tested our ranks and national polls indicate that young American’s are less
likely to consider joining the military, but well-qualified young men and women
keep on serving—a testament to the tremendous quality of our countrymen, our Air
Force, and our all-volunteer recruiters.

The bottom line is our Total Force—comprised of Active-Duty, Air Force Reserve,
and Air National Guard—continues to bring in quality men and women because it
matters. We recruit to retain, so we recruit the brightest candidates possible, then
provide them with tough, highly-technical training that gives them the right skills
to sustain the combat capability of America’s Air Force.

Senator BEN NELSON. Thank you, General.
General Tryon?

STATEMENT OF MAJ. GEN. RICHARD T. TRYON, USMC, COM-
MANDING GENERAL, MARINE CORPS RECRUITING COM-
MAND

General TRYON. Good morning, sir. Mr. Chairman, distinguished
members of the subcommittee: Thank you for the opportunity to
appear before you today and to provide information on the state of
Marine Corps recruiting.

I'd like to begin first by expressing the Marine Corps’ apprecia-
tion for your continued support of our recruiting effort. Our com-
mitment to you and to the American people is that we will strive
to recruit quality young men and women who meet the high stand-
ards expected of America’s marines.
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Today’s recruiting environment, as you have alluded to earlier,
is both competitive and challenging. It’s tough. Our recruiters, like
Staff Sergeant Britton, who has accompanied me here today, work
long hours and experience difficulties in finding young men and
women who are mentally, morally, and physically qualified with ei-
ther the inclination or ambition to serve their country. Addition-
ally, our recruiters find that they must invest considerable time
with parents, teachers, guidance counselors, and others who influ-
ence today’s youth as they consider their post-high school opportu-
nities.

During the past fiscal year, the Marine Corps achieved its re-
cruiting objectives in both quantity and quality. This was a result
of the hard work performed by marines assigned to recruiting duty
and those committed to accomplishing their mission. I attribute the
success that we achieved this past year to the strong positive image
that the Marine Corps enjoys with the American public and to a
quality recruiting force, one that is screened, well-trained, and
properly resourced for the mission.

We are currently meeting our objectives for fiscal year 2008 for
both officer and enlisted recruiting and, while recruiting is fraught
with uncertainties, I anticipate that we are on track to achieve our
assigned mission for fiscal year 2008.

Thank you again for your support and for the opportunity to ap-
pear before you today.

[The prepared statement of General Tryon follows:]

PREPARED STATEMENT BY MAJ. GEN. RICHARD T. TRYON, USAF
RECRUITING

Chairman Nelson, Senator Graham, and distinguished members of the sub-
committee; I am pleased to report that despite the current challenges in the recruit-
ing environment, our recruiters continue to make their recruiting goals in all areas
in support of our total force recruiting mission. This past year, our recruiting mis-
sion was increased as part of a series of milestones to “grow the force” and build
an Active component 21st century Marine Corps with an end strength of 202,000.
Fiscal year 2007 was a year of change for the Marine Corps Recruiting Command.
Our focus in fiscal year 2008 is to continue to recruit quality men and women into
our Corps as we expand our ranks.

Recruiting is the lifeblood of our Corps. The recruiting environment remains com-
petitive and challenging as we recruit during sustained combat operations and com-
pete with our sister Services and the private sector for the best eligible men and
women our country has to offer. We believe that detailed planning, precision execu-
tion, and unwavering commitment to quality by our recruiting force will yield re-
sults. The professional character of our recruiters, exhibiting our core values of
honor, courage, and commitment, must continue to earn the trust and respect of the
public. Leadership and accountability define our Corps and are essential to pre-
serving the relationship we have with the American people.

To meet the challenges of the current recruiting environment it is imperative that
we maintain our high standards both for our recruiters and those who volunteer to
serve in our Corps. The Corps must continue to be comprised of the best and bright-
est of America’s youth. We must also remain mindful that the Marine Corps needs
to reflect the face of the Nation and be representative of those we serve. Today’s
youth, now more than ever, must exhibit the leadership potential, moral character,
native intelligence, and physical attributes in order to succeed in the Corps. Our
image of a smart, tough, elite warrior continues to resonate with young people seek-
ing to join our Corps. Our ethos that every marine is a rifleman is inherent in our
recruiting themes. Therefore, it is no surprise that our Marine recruiters receive
more requests for infantry programs from applicants than any other program in our
inventory. Clearly, our enlistees know and fully understand the magnitude of their
decision and that in all likelihood, they will be called upon to serve on front lines
in the war against terrorism.
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As alluded to earlier, enlisting quality men and women only strengthens our
Corps as we expand our ranks. Equally important, it helps to preserve our unique
character. There is a direct correlation between enlisting quality youth today and
the long-term effects it has on reducing attrition at the recruit depots, increasing
retention, and improving readiness in the operating forces. These factors contribute
to ensuring that the Marine Corps remains the Nation’s premiere force in readiness.

Total Force

The Marine Corps is unique in that all recruiting efforts (officer, enlisted, regular,
Reserve, and prior-service) fall under the direction of the Marine Corps Recruiting
Command. Operationally, this provides us with flexibility and unity of command in
order to annually meet our objectives. In fiscal year 2007, the Marine Corps
achieved 100.1 percent of the enlisted (regular and Reserve) ship mission (acces-
sions). Over 95 percent of our accessions were Tier 1 high school diploma graduates
and over 66 percent were in the I-IITA upper mental group testing categories. In
short, we accomplished our recruiting mission achieving the Commandant’s stand-
ards and exceeding those of the Department of Defense (DOD). To meet the Marine
Corps’ proposed end strength increase, annual total force accessions missions will
steadily grow from 40,863 in fiscal year 2007 to over 46,000 in fiscal year 2010. Fis-
cal year 2008 total force accessions mission is 42,202. As of 1 Jan 2008, we shipped
(accessed) 8,117 applicants. This represents 103.3 percent of our total force mission
fiscal year to date. Although recruiting is fraught with uncertainties, we expect to
meet our annual recruiting mission to include our quality goals. Additionally, we
continue to achieve our contracting goals for this fiscal year which ensures we have
a population of qualified individuals ready to ship to recruit training as we enter
fiscal year 2009. Our Officer Selection Teams were also successful in fiscal year
2007, accessing 1,844 second lieutenants for 101 percent of their assigned mission.
In fiscal year 2008, we are continuing efforts to increase the population of officer
candidates and commission second lieutenants commensurate with our force struc-
ture and the growth in end strength. To assist our officer selection officers in meet-
ing their officer accession missions, we have implemented new programs such as the
College Loan Repayment program in order to attract prospective candidates and re-
main competitive in this difficult recruiting environment.

Reserve Component

For the Reserve component, the Marine Corps achieved its fiscal year 2007 Re-
serve enlisted recruiting goals with the accession of 5,287 non-prior service marines
and 1,591 prior service marines. As of 1 Jan 2008, we accessed 893 non-prior service
and 1,308 prior service marines, which reflects 21 percent and 29 percent of our an-
nual mission respectively. Again, we expect to meet our Reserve recruiting and qual-
ity goals this year.

Officer recruiting for our Selected Marine Corps Reserve (SMCR) units is tradi-
tionally one of our greatest challenges. To help address this issue, we initiated a
Reserve officer commissioning program. Under this program, individuals complete
all their initial training and return to a Reserve unit to serve as a drilling reservist.
This past year the program showed promise by commissioning 48 second lieutenants
directly into the SMCR. To date this fiscal year, we commissioned 27 Reserve Offi-
cers and anticipate positive growth in this new initiative through fiscal year 2008
and beyond.

Accomplishing the Mission

The Marine Corps understands that the ‘All-Volunteer Force’ is in fact an “All-
Recruited Force” and that the Marine Corps Recruiting Command is on the front
lines engaged in a mission vital to the long-term health of our Corps. In order to
meet end strength goals, continue to maintain the high Marine Corps and DOD
quality standards, and attain a diverse entry level population representative of na-
tional demographics, we must be ever vigilant in our focused approach of enlisting
only the best America has to offer.

The success achieved during the past fiscal year is attributed to a quality recruit-
ing force; one that is screened, well-trained, and properly resourced to meet mission
requirements. Every marine assigned to recruiting duty is evaluated based on his
or her fitness to perform the demanding duties of a marine recruiter. The Head-
quarters Marine Corps Recruiter Screening Team (HRST) conducts annual visits to
bases, stations and installations to interview prospective recruiters. Additionally,
commanding officers must certify a marine’s fitness for independent duty. Once
screened, marines attend a 7-week Basic Recruiter’s Course before reporting to their
Recruiting Station. Training continues in the form of Proficiency and Review (PAR)
training during the first 6 months on recruiting duty as a canvassing recruiter and
subsequently as directed by the commanding officer of the recruiting station.
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Resourcing the Marine Corps Recruiting Command also has been a priority of senior
marine leadership. During fiscal year 2007, 200 additional recruiters were assigned
to recruiting duty. Another 200 recruiters have been added in fiscal year 2008. The
recruiting force has received the necessary tools in the form of additional offices, ve-
hicles, computers, telephones, etc., in an effort to set the conditions for success.
These increases have come with proper funding, increased marketing and advertise-
ment initiatives, and recruiter performance recognition programs. Collectively, these
efforts produce a quality recruiting force designed to support the projected increase
in the Marine Corps end strength.

A key factor in our mission management is ensuring clear and direct responsi-
bility and oversight. The Commanding General of Marine Corps Recruiting Com-
mand reports directly to the Commandant of the Marine Corps. The Commanding
Generals of our two Marine Corps Recruit Training Depots also serve as the Com-
manding Generals of our Eastern and Western Recruiting Regions. Having the same
individual responsible for quality recruiting and entry-level basic training is crucial
to successfully recruiting and making marines. Consistent with this, our recruiters’
commitment to recruiting a quality Corps is further reinforced by the fact that they
are held accountable for their recruits’ performance throughout the entire process
as they earn the title marine, from the time they enlist in the delayed entry pro-
gram until they complete “boot camp.”

Although marine recruiters need and use tangible incentives (e.g. bonuses, college
funds, etc.), we primarily achieve our success by emphasizing the Marine Corps first
and foremost. We strongly believe that our core values distinguish us as an elite
force and that once you earn the title marine, you are a marine for life.

We thank Congress for their continued support of legislation that provides recruit-
ers access to high schools and student directory lists. This access remains critical
to recruiting quality applicants. Without it, our marine recruiters would lose one of
their most efficient and productive means of conveying the opportunities of military
service. This would have an immediate, adverse impact on our ability to accomplish
our mission. Maintaining access to high schools and student directories remains a
top priority for ensuring continued success. Further, Congress’ continued support in
funding for enlistment bonuses and advertising is appreciated.

The ability to advertise is essential in the era of the All-Volunteer Force. Raising
public awareness and extolling the virtues and benefits of serving one’s country is
important in today’s society.

In closing, recruiting is the strategic first step in making marines just as it is the
first step in growing the Corps. As we expand our ranks and increase our officer
and enlisted populations, we must never lose sight that our most effective weapon
is the marine recruiter. In all that we do, we must remain faithful to our promise
to make marines, win our country’s battles and return quality citizens back home:
citizens who—once transformed—will be marines for life.

Senator BEN NELSON. Thank you very much, General.

Senator McCaskill, would you have any opening remarks that
you might like to make before we go to the questions?

Senator MCCASKILL. Thank you, Senator Nelson.

Just briefly, I hope we can stay long enough to ask a few ques-
tions. All of us are, I know, juggling lots of stuff this morning. But
I did want to just focus on misconduct in the area of recruiting. I
know and am familiar with a problem that we had in St. Louis
where someone actually went in from a news station posing as a
recruit and taped the recruiting session, and of course then it was
shown on the television in St. Louis. It was ugly. It was dis-
appointing.

Particularly, I know the pressure that’s on the Army in terms of
the numbers, and this was, in fact, an Army recruiter. I want to
visit with you, hopefully if I have time, about the pilot project that
is ongoing about cameras in the recruiting room. I know you've
done the buddy system, but cameras and looking at what the costs
of that would be and when the reports expected on the pilot project.

I think it’s really important, with the pressure that is bringing
to bear on recruiting numbers, that we are very, very careful about
how we’re handling recruiters who are maybe saying things that
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are just frankly not true. This incident, clearly the impression was
being given that if you sign up you would not have to go to Iraq
or that Iraq was safer than downtown St. Louis. Obviously, that
not only I think is a misstatement, it’s clearly offensive to the peo-
ple of St. Louis, likening their community to a war zone where
very, very brave men and women have obviously lost their lives be-
cause people want to kill them because of who they represent and
what they’re trying to do.

So I am very impressed with all of you and the efforts that are
being made. I have such respect for our military. I understand
these are a few bad apples, a very, very few. But we have to be
careful because, with the pressure that’s being brought to bear, we
have to make sure we have a system in place to ferret out those
bad apples and make sure that we get them out of the recruiting
process and appropriate action is taken in terms of accountability.

Thank you, Mr. Chairman.

Senator BEN NELSON. Thank you, Senator. I would hope that we
would have some time to talk directly to the recruiters so that you
might be able to address the question to them, because I suspect
that they, as truly the boots-on-the-ground in recruiting, they'’re
certainly going to be aware of what is going on. Thank you.

I guess this goes to all the witnesses. Everyone’s aware that the
President vetoed the National Defense Authorization Act as passed
by Congress last December. Congress quickly revised the bill to ad-
dress the President’s concerns and modified it to make sure that
the military pay raise and authority to pay bonuses were retro-
active, so no servicemember would lose pay.

Now the President signed that legislation and did so last Mon-
day. The question I have is, did the uncertainty created by this
delay in enacting the bill affect recruiting in January, because of
just the uncertainty, is it going to be signed, are they going to be
able to do it, will the pay raise go through, will it be retroactive,
the uncertainty that comes about without having legislation in
place? I just wonder if you had any experience related to that. I'm
not anticipating that it was significant.

Admiral KiLKENNY. Sir, I'll answer for the Navy, sir. We took
precautions when we knew it wasn’t going to get passed. Thank
you for your support on making everything retroactive. I think
most of us are coming up at the end of the month, but I can tell
you that it has had no impact on Navy recruiting for the short
speed bump that I say occurred, and we appreciate your quick ad-
dressing of that information.

We all probably feel that if it went longer that it may have an
impact on us. But the brevity of the time, sir, had no impact on
the Navy’s perspective.

Senator BEN NELSON. Did anybody else have any reaction to
that, any experience?

General VAUTRINOT. Sir, we were very pleased with our recruit-
ers, who were able to work with each of the new candidates, those
that are in our delayed enlistment program and were going to be
coming in after the first of the year. Every single one of them
signed the addendum, recognized what was going on in Congress,
and I'm sure every one of them thanks you, because they signed
that on good faith and based on the good relationships they had
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with their recruiters. So making that possible and making it retro-
active was very supportive.

In addition, the language in that bill also helps us in the health
professions recruiting area for continuing the bonus and the incen-
tive programs.

Senator BEN NELSON. General?

General TRYON. Sir, we did not experience difficulties associated
with the veto. Our recruiters strive first and foremost to emphasize
the value of service to both Corps and country. We seek youngsters
who want to be marines first and we place a premium on those in-
tangibles that are associated with service to Corps and country,
such as patriotism, pride of belonging, and the image of a smart,
tough, elite warrior.

That said, the 13 skill bonuses that we do have are certainly use-
ful in filling the low density, high demand Military Occupational
Specialty (MOS) skills that are required in our Service today.

Senator BEN NELSON. General?

General BosTICK. We saw no impact in the Active Duty Army
and the Army Reserve. There was some impact visible in the reen-
listment end of things, and that will pick up, I'm sure, with the
passing of the law.

Senator BEN NELSON. Thank you.

The reliance on a high school diploma or its equivalent as a qual-
ity indicator has really been historical for all of the branches.
They’ve all testified that a high school diploma is a key quality in-
dicator, and certainly I would not want to dispute that. But are
there other indicators in the absence of a high school diploma or
its equivalent that might lead you to believe that you wouldn’t
have to put that as the centerpiece for recruiting?

General Vautrinot?

General VAUTRINOT. Sir, we are very proud of the 99 percent
high school graduate and equivalent. I think that OSD has helped
us in defining equivalency. Equivalency is a GED plus 15 success-
ful college credit hours. It is also home school with specific creden-
tials, numbers of hours of contact in that home school program,
plus a score above 50 on the vocational aptitude battery, which is
equivalent to what your universities and colleges would accept as
a program that was college-bound or an ability to work in a con-
}r(l)lled environment, to learn in that environment, and be success-
ul.

The correlation we look for in the Air Force is that these individ-
uals will be successful in their highly technical training and be-
cause they are successful in training be successful in that first job,
and therefore want to stay, be retained in the United States Air
Force. That’s why the high school diploma or equivalent as defined
are so important to us.

General TRYON. Sir, I would echo my Air Force counterpart’s
comments and say that for Marine Corps recruiting we strongly
emphasize the importance of a high school program and one that
focuses on contact, not only with the students, but also with the
guidance counselors, the teachers, the coaches, the music instruc-
tors. Each year the Marine Corps Recruiting Command hosts 12
educator workshops on each coast, entertaining educators from
across the country, providing them with a perspective on what we
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do and how we do it at our recruit training, introducing them to
the culture that we have in our Corps. We find that to be particu-
larly useful and more often than not they return back home to
their respective schools and communities with a very positive mes-
sage with respect to the opportunities that await their students
after high school.

Senator BEN NELSON. Any other thoughts?

Admiral KILKENNY. Sir, the Navy has been very keen on the high
school diploma. However, we’re always looking at opportunities to
open the aperture. I've asked Center for Naval Analyses to do a
study for us on GED grads because I think we need to look at a
big picture of the society that we live in. Many of the students
today work two and three jobs to support their families. Sometimes
they can’t go to high school, yet they get a GED and they score
very high on the ASVAB. I think we need to look at taking some
of those folks in.

Sometimes just the education testing doesn’t always determine
the heart of the lion and their ability to want to serve a greater
cause. So I think we have to look at every one of those opportuni-
ties.

Senator BEN NELSON. We don’t want to miss a standard and we
don’t want to misapply a standard to the exclusion of people who
tested otherwise and might demonstrate the skills necessary to do
even greater work than those who come in with the requisite stamp
of approval with a diploma or a GED.

General?

General BosTiCK. Mr. Chairman, we’ve looked at this very close-
ly. We've taken in more of the GEDs and the tier 2 this past year,
with 79 percent high school diploma graduates and the others fill-
ing out in GEDs and other categories. The high school diploma
benchmark was set because of this word “sticktoitiveness,” that
they would stick to it through basic training and their first unit of
assignment.

One of the things to get at what you're talking about we've
worked out with OSD was the tier 2 attrition study, to give a test,
an additional test, to our GEDs, the assessment of individual moti-
vation, to measure their motivation to succeed and to see if that
GED would seem like, act like, attrite like a high school diploma
graduate. What we found in the first look at this is our high school
diploma graduates’ retention rate through 12 months is about 89
percent. Those that pass the Assessment and Individual Motivation
(AIM) test, these GEDs, the tier 2 attrition study, retain at 85 per-
cent. Those that don’t pass retain at 83 percent. So there is some-
thing that we can look at.

I think there are other skill sets within the ASVAB. My dad was
a mechanic in the Army for 26% years, master sergeant, and I
don’t know what he scored on the test. I never asked him. But I
know he was a darn good mechanic, and I don’t know how his
English skills were or his math skills, which are predominant
measurements on that test.

A lot of these kids that we find in the GED program have gone
to vocational schools or otherwise have special talents in specific
areas. What we’re doing now is looking downrange and taking a
look at those that have been in the Army with GEDs and deter-
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mining, have we impacted negatively the Army in any way by
bringing on a greater number of GEDs. I think the initial indica-
tions from the field is that they’re performing very well.

Senator BEN NELSON. I remember discussing with Admiral
Vernon Clark when a point that he was making about the Navy
was that different skill sets were going to be required as the Navy
progresses forward, and that in order to do that you would have
to have different ways of measuring potential skill capabilities
other than the traditional methods. So I applaud all the efforts to
try to get outside the box and take a look and make sure that we're
not using a test that by itself is—while I'm certainly not advocating
against high school diplomas—I think they make a great deal of
sense, obviously. But that’s not the only test and I'm glad that
you're looking at other ways of doing that, so that we don’t miss
opportunities and we don’t foreclose opportunities for others who
might want to be part of the military but for lacking this credential
or that credential.

Senator Chambliss, do you have some thoughts that you might
like to share or questions?

Senator CHAMBLISS. Thank you very much, Mr. Chairman.

Let me continue down that line of education, because I know
from talking to folks on Active Duty, as well as folks in the Guard
and Reserve, that the desire to obtain money for a college edu-
cation has been a key motivator for young men and women and has
been a key in successful recruiting also. The Services have not only
attracted individuals who want to obtain an education, but have
also retained individuals for careers while enabling them to achieve
educational goals.

New proposals regarding the Montgomery GI Bill and other edu-
cation benefits have been raised. The President on Monday night
talked specifically about the ability to transfer unused GI Bill bene-
fits to dependents.

Let me ask you, how important do you view education benefits
in attracting recruits? Do you think that the combination of edu-
cational benefits, including the so-called kickers or enhancements
available, provide a sufficient benefit in balancing the goals of re-
cruiting and retention? What changes in education benefits would
you recommend? General Bostick, let me start with you, please, sir.

General BosTicK. This is a very, very important area. I was an
instructor or professor up at West Point in engineering. My wife is
a principal at an elementary school. So we talk about education all
the time. But education is very important for the United States
Army and we are working it in several fashions.

I talked about March to Success—that program for the Army to
do something in the area of education. We're doing that from the
testing end. We're also looking at an Army prep school down at
Fort Jackson. This is an opportunity to bring highly qualified
young men and women that don’t have an education credential, to
go into Fort Jackson, our prep school which is going to start in
May, and earn their GED. Long-term we want this to be a high
school diploma-producing institution.

We're also working with places like a location, a mall school in
Pittsburgh. At this mall school, what they’re able to do is those
that drop out of school go to this mall school and at the mall school
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they earn their degree from the high school that they dropped out
of. So we’re working with that, that organization, to try to pro-
liferate that in other locations throughout the country.

Now, as to college, most youngsters want to go to college and
most parents would like them to go to college. So all of the college
benefits that we have are very helpful for the United States Army
and I think for all of our Services.

Some of the challenges for our soldiers have been, especially in
this high tempo of operations environment, to continue on with
their education and to serve the United States Army in the way
that they’ve been asked. I was talking to Command Sergeant Major
Sparks who is working at our Training and Doctrine Command.
He’s leading an effort to build the College of the American Soldier,
where when you sign up with the United States Army you’re going
to sign up for college at the same time. That’s going to be very pow-
erful.

With the advent of the Internet and the many colleges that are
involved in partnering with the Army, to take the work that they
do in basic training, in Advanced Individual Training (AIT), and
credit those as legitimate college credits, whether they’re medics or
mechanics or signaleers—we’re working with institutions to ensure
that they can earn their college degree; they can be in the Army
at the same time.

So all of these benefits are very, very important to us.

Senator BEN NELSON. In that regard, I just wanted to ask one
question. Do you find that retention improves once you have a ca-
reer established for them, where they get their education, they get
to be in a field that they're interested in? Does that positively ef-
fect, as I would hope that it would, retention?

General BosTiCK. We think it’s very important. I don’t have the
correlations directly to retention, but I can give you—for example,
we had about 260,000 soldiers taking tuition assistance courses
last year. So while they’re in the Army, some of them in Iraq and
Afghanistan, 260,000 soldiers. We spent about $140 million on tui-
tion assistance.

So education is very important. We talk to the soldiers about it.
We encourage them to do it while they’re in their careers in the
Army. Now, some take this on after they leave the Service. In
working with the Veterans Department, we’ve had over $1 billion
that has been spent on regular Army veterans to earn their edu-
cation. So whether they do it inside the Army or post their Army
career, that’s up to them. But we’re trying to build a pathway
throughout their career where they can earn it from day 1, and
whether they end up with a bachelor’s degree or a master’s degree
or a Ph.D., that’s really up to how hard they would like to work
in their career.

Senator BEN NELSON. Senator Chambliss?

Senator CHAMBLISS. While we are talking about the issue rel-
ative to primarily Army soldiers serving in Iraq while taking col-
lege courses over the Internet, I was amazed, general, at the num-
ber of young folks who I have talked to on every visit I have had
over there that are doing exactly that. That was one reason for my
question.
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While it may have seemed that I was honing in on Montgomery
GI Bill benefits, I am particularly interested in Active Duty bene-
fits that you are giving to these young folks and the opportunities
that you are giving them also. I should know the answer to this,
but I don’t, but I'm assuming that is independent of Montgomery
GI Bill benefits; is that correct?

General BosTicK. The tuition assistance?

Senator CHAMBLISS. Yes.

General BOSTICK. Yes.

Senator CHAMBLISS. Okay.

Admiral KILKENNY. Sir, we completely value education in the
Navy. What we attempted to do this past year was look at where
we think there’s some interest, particularly in the community col-
lege market. We think it’s very big. We started a program called
Accelerate to Excellence, where we will pay for two semesters of
community college while in the Delayed Entry Program (DEP). The
recruit will then attend boot camp, an additional semester of col-
lege and A school in the United States Navy. Upon completion of
A school, the recruit will have earned the required credits for com-
pletion of an associates degree.

Last year we did it with aviation ratings down in the Pensacola
area. We partnered with the junior colleges to allow them to get
credit on their associate’s degree for some of the courses they're
taking and their skill sets in the Navy. We're finding that there’s
an active interest in that program. Again, this year we want to col-
lect some data to determine how much of a market there is. But
there’s a lot of folks who can’t afford to go to 4-year colleges who
go to community colleges for the reasons I alluded to earlier.
They’re staying around to help mom and dad, earn a little bit of
money. I think there’s an opportunity.

But clearly, every brief we get on the young generations of today,
the millennials, education is talked about from the time they're
about 4 years old. So it’s clearly very important in their world, and
it’s very important for us to find ways to get an education prior to
them coming in, when they’re coming in, and when they decide to
leave. It’s very important.

Senator CHAMBLISS. General?

General VAUTRINOT. Sir, let me point out first that recruiting
falls under the Air Education and Training Command, all working
together. Air University has had some great, great success in both
the efforts that we have for recruiting and the retention that Sen-
ator Nelson mentioned.

First let me talk about Community College of the Air Force. In
1972 it was started. We've graduated over 320,000 young airmen
with associate degrees, over 17,000 last year alone. That is a fully
accredited associate degree. More importantly, the Air University
has just started a program called the Associate Baccalaureate Co-
operative, over 25 universities with 45 majors that provide the op-
portunity for each airman with a Community College of the Air
Force degree, an associate degree. Twelve clicks on your computer
and you are a junior in college, every one of your associate degree
credits toward your bachelor’s degree.

It is entirely portable. As you point out, all our airmen in the
field, all those that are deployed, have the opportunity to continue
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their education toward that baccalaureate with every single one of
those credits counting. That program is in addition to tuition as-
sistance.

I want to thank you also, sir, for your work on military health
care and for the Montgomery GI Bill, which helps them if they de-
cide to leave the Air Force. This program helps us to retain them
and have them better educated to meet the new mission.

Senator CHAMBLISS. General Tryon?

General TRYON. Sir, our emphasis on education begins with at-
tracting the quality youngsters from high schools and bringing
them into the Marine Corps. We, like the other Services, have a
raft of programs which permits our youngsters to continue, our ma-
rines to continue on with their education in a variety of areas.

The online education we find these days is incredibly advan-
tageous to our forces, particularly given the fact that so many ma-
rines are deployed in an expeditionary profile. Being able to get on-
line and 