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AIR FORCE QUALITY OF LIFE FOCUS

EXECUTIVE SUMMARY

· Quality of Life occupies a prominent position in Air Force strategic planning

· Linked to the successful recruitment and retention of quality people

· Tied to agile combat support as having direct impact on force readiness

· Emphasized in long-range planning in terms of a need to maintain “a strong 

                sense of community and quality of life” at our installations

· Addressed as a Total Force: Active, Guard, Reserve, Civilian, Retirees, and the family members of each.

· Quality of Life programs maintain their importance as we evolve to an expeditionary aerospace force based primarily in the continental U.S.  

· Provide competitive compensation that recognizes the unique demands placed on Air Force people and their families

· Identify and aggressively manage the impact of high TEMPO levels on home-station and deployed members and their families

· Increase recruiting and retention incentives to boost force readiness

· Major commands, unit commanders, and first sergeants revalidated for the fourth consecutive year the need to pursue improvements across the following broad Quality of Life categories: 

· Pursue, protect, and maximize fair and competitive compensation and benefits by keeping pay competitive, enhancing special and incentive pays, reducing out-of-pocket PCS costs, protecting commissary benefits and seeking improvements in the Survivor Benefit Program (SBP), as well as protect the retirement system for the Total Force.

· Balance the impact of high TEMPO levels through steps that enhance the quality of life of deployed forces as well as those remaining at home station, mitigate impacts on members and their families, and ultimately achieve more balanced TEMPO levels across the Total Force  

· Provide access to quality health care, including retirees, with an emphasis on prevention programs, affordability, and readiness

· Provide access to safe, affordable, and adequate housing by sustaining our investment in family housing and dormitories, using competitive sourcing and privatization authorities where feasible, and monitoring the new Basic Allowance for Housing (BAH) in a way that addresses local housing costs faced by our people

· Increase and enhance support to community and family programs to maintain a sense of community at our bases and by achieving standards that promote personal readiness, economic viability, and overall satisfaction with life in the Air Force by members and their families 

· Expand educational opportunities and access by preserving tuition assistance and Community College of the Air Force programs, as well as expanding Montgomery GI Bill eligibility and distance learning capabilities

INTRODUCTION

“People are the heart of the Air Force’s military capability, and people will continue to be the most important element of the Air Force’s success in capitalizing on change.”             (Global Engagement: A Vision for the 21st Century Air Force) 

The high quality airmen of the United States Air Force are the foundation of our warfighting core competencies.  These dedicated professionals make it possible for the Air Force to be world ready and primed for the unique challenges of tomorrow.  As such, a world ready workforce deserves to work and live in an environment that provides a support network that meets the unique needs of our members and their families.  A strong base infrastructure and modernization are rudiment to a well-equipped, mission ready, and career-committed force.  However, the most critical factor affecting readiness today is the men and women serving our nation.  Therefore, the Air Force continues to place future quality of life investments in a balanced funding priority with readiness and modernization as we embark into the new millennium. 

The Chief of Staff surveyed his members for a first-hand account of living and working conditions that impact them and their families’ quality of life.  Additionally, major air commands, and first sergeants revalidated the key areas the Air Force has concentrated on for the past several years: compensation and benefits, balanced TEMPO, health care, housing, community and family support programs, and educational opportunities. Although the Air National Guard (ANG) and Air Force Reserve were not part of this survey, extensive field feedback suggests that many of these same issues are on the minds of their leadership and personnel as well. The degree of emphasis placed on each has varied over time.  While TEMPO, and pay and compensation remains in the forefront; quality health care gained distinction with our people this past year.  In addition, the majority of our people told us work environment resources such as equipment, supplies, parts and facilities are important to their overall quality of life.  As in previous years, we do not advocate funding or support for any one quality of life priority to the exclusion of any others.  Therefore, this Focus Paper conveys the Air Force strategy for supporting Quality of Life priorities highlighting key initiatives and issues associated with each. 

The goal of our quality of life strategy is to provide a balanced approach for improving the living and working conditions of all members of the Total Force—active, retired, Guard, Reserve, and civilian. This balance is achieved by assessing initiatives against the impact on recruiting and retention, expressed or documented need, and the outcome.  The vision and direction of Department of Defense, Joint Chiefs of Staff, and Air Force senior leadership, along with readiness, mission, and morale considerations, also serve as filters in this assessment process.  Some Quality of Life initiatives in this paper are expressed as policy decisions in support of new programs, as well as changing or preserving existing programs.  Working with OSD and Congress, we will ensure the quality of life for our people and their families is commensurate with the dedication they provide their country. 

 “Those who serve deserve to share in a meaningful way the prosperity they protect”.  (CSAF-Sep 99) 

 Pursue, Protect, and Maximize Fair and Competitive Compensation and Benefits
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Providing a competitive compensation system for our Total Force and their families is essential to sustaining the high quality of our forces.  It is also crucial to attract and retain high quality people as well as to safeguard our readiness posture.  We are committed to maximizing the pay and benefits of our members in light of the unique demands and hardships of military service.  The FY00 National Defense Authorization Act (NDAA) contains historic improvements to several key areas of military compensation including the Military Retirement System; military pay raises, and pay table reform.  In spite of these significant gains, our military leaders will continue to pursue enhancements to compensation that will not only enhance the quality of life of our members and their families, but also keep our compensation package competitive with the private sector.  
We strongly support military and civilian pay raises that are competitive with the private sector.  Our compensation programs must be able to attract and retain quality, high-tech individuals in an environment of economic growth, low unemployment, and a competitive marketplace.  Pay is the primary means of compensating our members for their service.  The FY00 NDAA contains two key features that will significantly enhance the basic pay our members receive: first, a 4.8% across-the-board pay raise (our largest pay raise in 18 years) for all our service members effective 1 January 2000.  This pay increase represents a 0.5% above the typical salary increase in the private sector.  Second, a one-time modification of the current pay table to shift the balance in emphasis toward promotion while retaining meaningful and consistent longevity raises.  As a result, we will be able to compensate our people more appropriately for promotion while ensuring they continue to get longevity increases.  Finally, future pay raises will be set at one-half percent above those in the private sector as measured by the Employment Cost Index, or ECI. 

We also continue to monitor and champion appropriate pay raises for our civilian members.  Legislative attempts to close the gap between private sector pay and federal pay rates are encouraging.  However, some estimates put the average pay gap at over 21 percent.  Although the exact size of the gap is debatable, we know that civilian pay must remain competitive with the private sector so that we may continue to attract and retain the best and brightest in our ranks.  

In FY99, we saw an increase in the maximum amount of Aviator Career Incentive Pay (ACIP) and continuation of variable-length agreements for officers eligible for Aviation Continuation Pay (ACP).  Monthly ACIP increased for all rated officers with more than 14 years but less than 22 years of service and changed the basis for computing the amount of ACIP from “years of service” to “years of aviation service.”  In light of Congress’ direction to conduct a review of aviation compensation, we pursued substantial enhancements to officer and enlisted aircrew pay including special salary rate authority for the fulltime technician force in the Guard and Reserve who are not currently eligible for the ACP but make compatible career commitments.  The FY00 NDAA authorized an increase in the annual ACP payment from $22,000 to $25,000 and, for the first time ever, included Colonels to be eligible to receive the special pay. We also recognized the value of our reserve component fulltime military aviators with the introduction of the ACP program in the Guard and Reserve with $15,000 and $25,000 per year career incentive bonuses.  The legislation also authorized members an opportunity to receive ACP to their 25th year of aviation service.  The FY00 NDAA also authorized enlisted career aviators to receive Career Enlisted Flyer Incentive Pay (CEFIP) in recognition of the hazardous nature of their job as well as to provide an incentive to attract individuals to aviation specialties and retain them throughout their career.  CEFIP is based on the member’s years of aviation service and is paid through their 25th year of aviation service provided the member continues to meet prescribed operational flying requirements.  A “save pay” provision was included in the FY00 NDAA to prevent any loss of pay experienced by career enlisted flyers transitioning from Hazardous Duty Incentive Pay (HDIP) to CEFIP.  An exception to policy was also approved for these members to receive an “off set” rate of Special Duty Assignment Pay (SDAP) for three years while converting to CEFIP.  This exception to policy will preclude a decrease in pay for members transitioning to CEFIP until CEFIP equals or exceeds the combined amount of pay currently received for flying duties.  Additionally, the FY00 NDAA authorized Air Battle Managers the rated status to receive ACIP.  A “save pay” provision was included in the NDAA to prevent members from losing any pay during the transition from “Enhanced” HDIP to ACIP.

We continue to seek legislation designed to increase reimbursements for member Permanent Change of Station (PCS) costs.  In FY96, military members were reimbursed only 67 cents of every dollar spent on PCS moves.  Based on the improvements in PCS entitlements provided by Congress in FY97 and FY98, this reimbursement level is projected to have reached 74 cents reimbursement for each dollar spent.  Many of the improvements made in FY97 and FY98 were based on information received from the biannual Air Force PCS Cost Survey.  In FY01 and FY02, as part of the on-going effort to reengineer Permanent Duty Travel, the Defense Integrated Travel and Relocation Solutions office is submitting comprehensive legislative proposals which will greatly reduce out-of pocket costs and enhance members’ quality of life during a PCS move.   We greatly appreciate Congressional support in further reducing the “out-of pocket” PCS expenses our members incur. However, we still need to do more to help our most junior members contend with the financial burdens of moving.  Specifically, we need authority to provide a temporary lodging expense (TLE) for officers and their families in conjunction with their relocation to their first duty stations.  Although these members incur largely the same expenses as all other members on PCS moves, they do not receive the same compensation.  For example, a lieutenant with a spouse and one child moving to Montgomery AL on his or her first PCS move may experience temporary living expenses of $75-$100 per day for which there is currently no provision for reimbursement.  Over a 10-day period, this could amount to $1,000--more than half of the lieutenant’s monthly basic pay.  TLE, which reimburses up to $110 per day for up to 10 days, would fully reimburse this officer and free his or her pay for other necessities.  Although the FY00 NDAA now makes TLE payable to all enlisted members on their first PCS, now it’s time to achieve equity among all members when they move by extending the same reimbursement to officers.


The Air Force approved $101M in nonappropriated funding (troop dollars) to construct 440 new Temporary Lodging Facility (TLF) units and repair another 237, in order to reduce the out-of-pocket expenses members incur during changes of station.  Air Force surveys show most members (88%) need an average of 14 days in temporary quarters upon arrival at their new duty location.  The average off-base lodging cost is $70 per day compared to $27 on base.  Building these units in high cost areas will save money for both the members and the Air Force.  We are also committed to continue improving lodging programs across the Air Force by upgrading all transient facilities, including visiting quarters.  We redefined the standard for visiting quarters.  Visiting quarters will be built or renovated to the “industry standard” of private room/private bath for all grades.  The new standard will improve quality of life and sense of community, provide better room management, and reduce TDY costs, as fewer travelers will be sent off base.  This investment of troop dollars to improve quality of life should be matched with a commensurate investment of appropriated funds in those quality of life programs which can only be supported with appropriated funds.


Transient lodging for Reservists at their duty locations continues to be a concern.  Approximately 90% of Air Force Reserve Command’s (AFRC) lodging facilities do not meet required DoD minimum adequacy standards and AF QoL standards.  Therefore, there is an immediate need to build/renovate AFRC lodging facilities to ensure housing needs are met at each installation and reduce contract quarters cost.

The Air Force continues to support the commissary benefit as an important non-pay entitlement upon which active duty, retirees, and increasingly reserve component personnel, depend.  The commissary system is consistently viewed by service members and their families as one of their vital non-pay compensation benefits, and contributes greatly to recruiting and retention.  In the ‘97 and ‘99 CSAF Quality of Life (QoL) Surveys, commissaries were rated in the top five benefits that had a positive influence on reasons to remain in the Air Force.  Our people count on savings from commissary purchases which average nearly 30% when compared to commercial stores, to extend their already-stretched income--offsetting lagging pay raises, inflation, and out-of-pocket housing and moving costs.  Accordingly, Air Force supports fully funding commissaries as a top priority. The commissary system has made great strides to improve inefficiencies.  Since its creation in 1991, the Defense Commissary Agency (DeCA) attained major cost savings without impacting the level of the benefit or savings to the troops.  Operating costs have been reduced by over $360 million a year, realizing nearly 30% savings.  DeCA continues to pursue additional efficiencies but significant savings of this magnitude may not be possible without legislative relief.  With the development of the Commissary Operating Board, which gives senior Air Force leadership greater input on DeCA operating policies, DeCA will continue to enhance the services they provide to military members and their families  
The Air Force remains committed to maximizing retirement benefits for the military and civilian workforce.  A solid retirement benefits package has long been the foundation of the All-Volunteer Force.  As the centerpiece of this benefits package, the Military Retirement System (MRS) is designed to provide a reasonable level of economic security in exchange for the sacrifices incurred by members as a result of the unique and arduous demands of military service. The introduction of the Redux retirement plan in 1986 diminished the lifetime value of military retired pay by 25 percent.  In response to growing concerns that Redux did not have enough “pull” to retain sufficient numbers of trained personnel, Congress restored the value of the MRS to its pre-Redux level with the FY00 NDAA signed into law by the President Oct 99.  We believe that the return to a 50%-of-basic-pay formula with full inflation protection will go a long way toward restoring the retention value of the MRS.  In fact, in the CSAF QoL survey, 73% of our second term airmen and 76% of our company grade officers indicated a 50% retirement plan for everyone would increase their likelihood of serving 20 years or more.  However, to fully preserve the retention of the MRS into the future, members must be convinced that their retired pay benefit is non-negotiable; in other words, they must feel that their MRS is totally off-limits to future reductions or cuts.  Any proposal to reduce the value of the MRS--whether enacted or not--seriously erodes the retention value of this time-honored tradition of military service.        

Solid retirement benefits are also crucial to attracting and retaining a high quality civilian workforce.  For civilian members, both the Civil Service Retirement System and the Federal Employee’s Retirement System have been the targets of significant actual and proposed reductions over the past several years.  From reductions in the formulas for computing survivor benefits to reductions in matching agency contributions to the Thrift Savings Plan, we have seen pressure to erode civilian retirement benefits.  Such proposals do not keep faith with our current employees.  As with the MRS, the Air Force supports honoring the pledge of trust to those who entered federal service with certain expectations from their retirement system.   

 We support increasing the value of the Survivor Benefit Plan (SBP) and extending coverage to all active duty deaths.  As authorized by Congress for implementation in 1972, costs of the SBP program were to be shared 60%-40% by retirees and DoD, respectively.   As a result of lower than expected death rates among military retirees, the DoD subsidy of premiums is considerably short of the goal of 40%.  To move the DoD subsidy closer to that goal, we’re exploring two initiatives: namely, paid-up coverage in FY03 instead of FY08, and increasing the annuity paid to surviving spouses age 62 and older from 35% to a higher amount.

First proposal: Although a provision of the FY99 NDAA lets SBP enrollees discontinue paying premiums after 30 years and attaining age 70, this enhancement does not take effect until FY08.  As a result, some of our more senior retirees that enrolled in the early days of the SBP program will have to pay premiums for as many as 35 years versus 30 for those retirees that enrolled in FY78 and later.  Fundamental fairness would seem to dictate that paid-up coverage be provided to all retirees enrolled in SBP on an equal basis. In addition, we also support the Reserve Component Survivor Benefit Plan (RCSBP) to modify section 1448 of Title 10.
Second proposal: The SBP annuity currently paid to a surviving spouse drops from 55% of the covered amount to 35% once he or she turns age 62.  A number of House and Senate resolutions call for gradually increasing this amount.  This might prove to be another good way to move DoD closer to its subsidy goal of 40% and retirees closer to the participation goal of 85%.

Although it's comforting to know that more retirees than ever are protecting their families with SBP, there is one group of people that we continue to be concerned about survivors of members who die on active duty before they can be medically retired and made eligible for SBP.  We believe that survivors of active duty members 

should be provided a consistent level of financial security that is not a function of the circumstance of the member's death.  Extending SBP coverage to all active duty deaths is the most appropriate way to recognize each member’s ultimate sacrifice to the nation.

Employer support for escalating demand on Guard and Reserve member participation in Air Force AEF and other global peacetime operations is essential; and, we support recognizing these special relationships.  As we continue to turn more deployment taskings over the Guard and Reserve members, we must also look at the impact this increased TEMPO has on the civilian employers and dispersed family members of these citizen-airmen.  The ANG will, over one complete 15 month AEF cycle, commit over 25,000 airmen, primarily those who’s primary source of income is drawn from a fulltime job outside of the military.  In two complete cycles of the AEF over half of the ANG will know first hand what it means to be an expeditionary Aerospace Force.  As a result, many more employers will experience the effects of overseas deployments than ever before. Therefore, the Air Force supports a variety of options, including possible tax incentives to these employers, who facilitate the Guard and Reserve member’s participation. As the primary source of financial support for their families, innovative initiatives, education and open communication would lessen some of the impact created by the ARC member’s absence from the civilian workplace.

Balance the Impact of High Tempo Levels
[image: image9.wmf]

Air Force field leadership for the fourth consecutive year has placed TEMPO levels as one of the primary quality of life factors impacting unit readiness and retention.  Over the past decade, the Air Force has downsized by nearly one-third, while personnel deployment levels have increased nearly fivefold.  Specifically, in 1986, the Air Force averaged about 3,500 personnel deployed daily supporting contingencies and exercises.  That average has grown to nearly 20,000 in FY99.  The CSAF QoL survey identified that the average number of days an individual is TDY during a 12-month period has steadily increased since 1995.  Specifically, for officers it has gone from 50 to 62 days, and for enlisted personnel from 46 to 68 days.  Commander-in-Chief (CINC) operational demands for contingency forces, supporting National Military Strategy (NMS), are unquestionably the single biggest factor influencing AF TEMPO. 

“Improving our TEMPO is something we cannot compromise.  We will never fix our retention rates unless we can guarantee people that in peacetime they will have a personal life.” (SECAF Dec 99)      

 
We’ve taken a number of steps to balance TEMPO in the face of increasing demands on our forces.  People across the Air Force will benefit as a result of implementing the Expeditionary Aerospace Force (EAF) concept.  Today, our first four Aerospace Expeditionary Forces (AEFs) have assembled and deployed force packages to Southwest Asia, Central Balkans, and Turkey to meet CINC requirements.  It has not been easy to get to this point.  It has been a learning experience, but it is the first step in trying to create a stable and predictable lifestyle for our men and women.  EAF is a journey and we have many more steps to take along this path as we transform the Air Force from a forward-based, Cold War force to an expeditionary force able to respond to crises around the globe.

The EAF concept helps ensure that the nation has the trained aerospace forces, as well as providing our people relief from high TEMPO in a turbulent world.   By using our Total Force and by re-engineering our active forces to increase those eligible to deploy, we are spreading the high TEMPO demand.  Additionally, 10 AEFs operate on a 15-month cycle, with a deployment preparation period and a 90-day deployment eligibility window.  These approaches provide Air Force members the much needed predictability and stability in their daily lives. Community, family support, and employer support programs tailor the scope and TEMPO of their operations in response to the deployment cycle.  Knowing projected deployment dates over a year in advance allows our entire Air Force community to plan for training, education, family activities and employer notification.

While most of these initiatives focus on deployment taskings and impacts, consensus of field leadership across the force acknowledges personnel and units are experiencing a conspicuous increase in home station TEMPO in the absence of members who deploy.  The 1999 CSAF QoL Survey indicates a slight increase in hours worked each week (51 -56 hours a week) compared to the 1997 survey (49-55 hours a week); however, 52% of the officers and 54% of the enlisted indicated increased work hours were due to their work center being undermanned.  In many cases, the impacts on members left behind and their families can be nearly as demanding as those experienced by members deployed.  The EAF concept enhanced deployment response by using pre-identified and trained teams and, as importantly, reallocated manning at our bases to support home station workload when units are deployed. 

We are implementing several initiatives to further enhance readiness and retention.  The one year test of the Phoenix Aviator 20 (PA20) was such a success that the program is being incorporated into a permanent Pilot Transition Assistance Program (PTAP).  The PA20 test program was designed to encourage pilots to stay in the service for a full 20-year career by making them more attractive to civilian airlines after retirement.  Implemented 1 Oct 98, the program offered benefits such as a flying assignment during their last two years of service, reimbursement for licenses and certifications required by the airlines, and interviews with airlines for those individuals who met the airlines’ interview requirements.  The most significant aspect of the program was the airlines’ commitment to offer interviews to Phoenix Aviators--20 airlines made the commitment.  

PTAP is designed to complement the new FY00 restructured ACP program, which incentivizes pilots to stay for periods up to 25 years of aviation service.  It will be available to all Total Force retiring pilots--not just 20-year retirees.  Implementation is planned for March 2000.  

Other initiatives being implemented that will aid the Air Force in maintaining a world-ready force are geared to our recruiting efforts.  To do this, we must continue to access high quality youth despite the current recruiting challenges.  We have developed a multi-faceted plan to restore our competitive edge, concentrating our efforts on the three most critical arenas: expanding the recruiter force, broadening our marketing and advertising “footprint”, and developing new or expanding enlistment incentives. To attract a greater number of individuals with college experience the Air Force is developing a college loan repayment program to be tested in FY01.  To help fill accessions during historically low production months a $1000 bonus will be added to enlistment bonuses for hard-to-fill skills.  Additionally, we are implementing a Prior Service Enlistment Bonus Program prototype scheduled for testing in FY01 to entice prior enlisted personnel in hard to fill /critical career fields back into the Air Force.  We have identified $8M in FY00 and $20M for FY01 to support these initiatives.

Providing appropriate compensation for our members and families impacted by deployments remains a priority concern.  The FY00 NDAA requires the Services to pay members deployed in excess of 250 days in a 365-day period $100 per day for each day over 250 days.  The first General/Flag officer in a member’s chain of command manages deployment when the number of days exceeds 182 out of the past 365 days as well as 4-Star General/Flag officer approval for members to be deployed over 220 days of the past 365 days.  The first day of this TDY counter is effective 1 October 2000.  No day before this date may be used to determine the number of days a member has been deployed.  Payment of the $100 per diem will take effect 1 October 2001.


Beyond basic food and shelter, commanders agree that recreational opportunities are critical in maintaining morale and improving productivity.  Today, Air Force Services’ specialists are deployed throughout the world, operating fitness centers, recreation programs, and libraries at nine 

deployed locations including tent cities in Italy, Turkey, and Croatia as well as warm bases in Southwest Asia.  Air Force fitness programs provide a direct investment in improving the readiness and war fighting capability of the troops before, during, and after contingency operations.  Current Air Force combat support doctrine includes physical fitness as an essential aspect of overall force protection.  Additionally, physical fitness acts as a force multiplier by allowing the troops to work more effectively and efficiently which may help reduce the adverse impact of high TEMPO.  From 1998 to 2003, over $183 million of the Air Force’s portion of the Secretary of Defense’s Quality of Life Wedge will be invested in fitness center construction.  Also, the Air Force’s concurrent development and implementation of full-spectrum standards for fitness, recreational programs, and libraries will ensure the constant delivery of quality service regardless of location or situation.  In the deployed environment, fitness programs play a major part in recreation for deployed personnel, however, the troop’s fitness must be initiated, enhanced, and expanded at the home station. These programs give service members critical respite from the rigors of field operations.  The Air Force remains committed to providing these programs as important elements of the deployment package.  We will continue to plan for just-in-time procurement of fitness and recreation assets to meet this need without maintaining expensive inventories.  Providing these programs for non-deployed forces and family members across the Total Force increases in importance as the EAF is implemented and the EAF deployment cycle becomes a fixed part of peoples lives.  

We continue to make family readiness a priority in the Air Force—as a Total Force imperative.  We are committed to resolving those issues that impede healthy family relationships or impact the ability of members to meet their family responsibilities.  With ever-expanding worldwide commitments, we recognize a strong connection between mission accomplishment and family readiness.  The active duty family readiness NCOs have already proven to be worth their weight in gold as they orchestrated relief for families stranded all over the world as a result of Turkey’s earthquake and subsequent employee strike, as well as the Balkans Conflict.  To ensure these NCOs’ have the skills to respond to family readiness issues, the Air Force developed and conducted a Family Readiness NCO Qualification Course at Air University, Maxwell Air Force Base, AL. The Air National Guard currently does not have these dedicated positions.  Full-time military support is provided by an individual as an additional duty, as well as unpaid volunteers.  The Air National Guard has recently upgraded the Wing Chief of Staff position to include the responsibility for oversight of Family Readiness and Support Programs--in addition to their other duties associated with Public Affairs, Employer Support, Diversity and continuing staff functions.

The Air Force unit-based Family Outreach Program has added another effective tool to assist Commanders in responding to member and family Deployment needs.  This outreach program offers unit commanders and first sergeants a volunteer structure that links unit spouses with the Family Support Center (FSC) and other helping agencies on/off base.  Program goals include improving communication between families of deployed service members and installation leadership and ensuring maximum awareness and use of available support programs; all enhanced by predictable AEF rotation schedules.

An increasing need for viable family support programs in the Air National Guard will require innovative solutions for an organization whose families are spread across the 54 states and territories—often times far from an Air Force Family Support Center or their Guard member’s unit.  Currently, the ANG Family Readiness and Support Program is entirely run by unpaid volunteers with an average annual $3000 O&M budget.  As their military member is increasingly deployed in both volunteer and non-volunteer combat and support roles, a combination of contract support with surge capability for deployment cycles and increasing access and availability to Air Force FSC’s would provide the services necessary to support these families, many of whom have little knowledge of or exposure to military life. 

The Air Force Reserve Command has a full time family readiness program staffed with professional, full time directors, augmented during Unit Training Assemblies(UTA) with traditional reservists. ARFC family readiness programs offer four core services; Information & Referral, Crisis Assistance, Leadership Consultation and Readiness.  AFRC and Air Mobility Command (AMC) work jointly and cooperatively in providing a wide range of services to military members and their families thus ensuring that proactive programs are made available to both whenever possible.  Morale programs, i.e.; Hearts Apart, Video Phones, E-mail capability, and Morale phone calls are all in place for deployed reserve members.  Deployment briefings, Town Meetings for family members during the Kosovo Conflict ensured a running communication between families, reservists and the command.  Family readiness personnel assess problem areas affecting individual reservists and family members and make referrals to appropriate agencies. AFRC family readiness programs serve all military personnel and their families.  A joint family readiness center is run by the AFRC in Minneapolis, Minn.  It is staffed not only with AFRC staff but volunteers from all branches of service.  AFRC continues to support its reserve family readiness program by placing full time personnel at active duty sites to ensure prevention programs are in place.
    Video teleconferencing (VTC) and videophones continue to be real morale boosters.  We have over 92 active duty and many Guard and Reserve video links between stateside and a number of overseas locations providing audio and video reunions with deployed members and their families. Since its inception, service members have shared promotions, births, and one individual was actually married via VTC. The use of video mail (short video clips) and E-mail are currently being tested to further strengthen communication between families and deployed members.  Morale phone calls continue to be a broad base application that support families during deployment and separation.  These low-cost QoL initiatives provide major returns on investment and high pay off in terms of positive-morale while demonstrating the reach-back effect of expeditionary operations for individual service, and family members.  

Furthermore, when one or both parents are away or working extended hours, child development centers ease parental concerns and enable the other parent to continue employment.  Expanding and enhancing child development centers, youth, teen, and family oriented programs add full spectrum coverage for the Air Force family. Additionally, skills development centers offer families left at home help with automobile maintenance/repair and household tasks, such as lawn mowing.  These programs provide essential support, because they enable the troops to focus on military training and operational tasks knowing the needs of their families will be met.  Finally, the multi-age and family-oriented programming in the community centers provide direct support for families of deployed personnel.  These family-oriented programs, designed to include all family members, will improve family communication, cohesion, and will help to counteract the impact of high TEMPO.  Moreover, increases in respite care programs for single parents and families will provide support for both deployed and non-deployed forces. ANG Commanders and family members are increasingly seeking effective childcare and elderly care alternatives as a result of their growing Fulltime and Traditional Guard training and deployment requirements.  Improvements and enhancements in Total Force child development, youth, and teen programs are a direct investment in America’s future.

.    

As ARC members are scheduled to meet more forward-deployed contingency taskings, we must be prepared to extend appropriate services, support, and benefits to Reserve and Guard members.  ARC volunteers strengthen our Total Force commitment.  Therefore, we support lifting the 179-manday restriction for our ARC members.  These members serving on active duty for more than 180 days should not count against the end strength of the active forces.  This proposed change 

would increase accessibility to reserve component members who desire to serve for longer periods of time and provide for greater continuity in the use of ARCs to support CINC and TEMPO requirements.  This initiative is currently in coordination for inclusion in the FY01 Omnibus.


ARC’s TEMPO has increased significantly in the past several years.  Air Force Reserve Command, particularly aviation units, participated in every major contingency from 1991-1999--quintupling the rate of contingency support for the entire period of 1953 through 1990. The ANG participation levels are 1000% greater today than 10 years ago, with significant contributions of TEMPO in seven out of the ten AEFs--over 25,000 individuals each 15-month cycle.  By expanding deployments, and adding combat support elements, we may soon reach a point where the demands on traditional Guard and Reserve members could negatively impact their ability to continue current participation rates.  This would further complicate readiness issues and concerns.  Since the ARC has become more than a “39 days per year” resource, it is imperative that we have programs in place to provide them with necessary services and benefits.  The on-going collaborative efforts between the active and Air Force Reserve Command family readiness programs (joint training, conferences, and workshops) serve as a great enhancement to the family separation support programs offered to families of deployed Reserve members. Properly funded and resourced, the Guard and Reserve Family Readiness Programs can significantly enhance mission capabilities across the Total Force by allowing service members to focus on their duties.  They will be able to deploy with the knowledge that families remaining behind are aware of and have access to a full range of support services. 

Another initiative to help with the retention of Active Guard and Reserve (AGR) pilots, is a new bonus.  Although the ANG and Air Force Reserve Traditional (part time) aviator force is relatively stable, the AGR and Technician Program in the Air National Guard is experiencing turnover and a loss of experience due to the effects of the airline hiring trend.  The Air Force Reserve has just recently established the Active Guard and Reserve program and will be increasing this category in the out years.  The attrition problems experienced by the Air National Guard AGR program are readily apparent in the Air Force Reserve technician program, and are anticipated for the AGR program as well as it becomes further established.  Retention of aviators in the Active Guard and Reserve (AGR) and Technician program is the foundation of maintaining readiness in our traditional (part time) aviator force.  This legislation provides direct retention benefit to the Department of Defense and as designed does not compete with existing Active Component programs

Provide Access to Quality Health Care
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The availability of quality health care remains a primary non-pay priority for our members--and our retirees.   In fact, more than 70% of military personnel who took the ’99 CSAF Quality of Life Survey indicated medical health care was a positive influence on their decision to stay in the Air Force.  The survey also indicated approximately 60% of our people were satisfied with their medical health care benefit, while only 45% were satisfied with the medical health benefit provided to their family.  The Air Force Medical Service (AFMS) continues to experience fiscal challenges, many of which are being addressed by DoD.  AFMS has undergone significant re-engineering over the past four years.  The primary focus of this re-engineering effort was to move from a reactive, sickness-based, largely inefficient healthcare delivery system to a more efficient, proactive, prevention-based system.  The process involved changes in both doctrine and policy.  It also involved numerous efforts to develop and implement programs and tools necessary to assess population needs and health status, enhance the delivery of preventive services, manage disease conditions, and evaluate health status improvement and delivery system effectiveness. Through our health promotion initiatives, we are working to increase accountability for health: commanders are accountable for the health of their command; medics are accountable for healthcare education and delivery; and individuals are accountable for their own health by adopting healthy lifestyles.  Because we are committed to being accountable, we have initiated “report cards” using civilian HMO benchmarks to evaluate the success of our programs.  Preliminary data shows we compare favorably, but we can’t be satisfied with less than a positive trend.

 One effort initiated was a multidisciplinary integrated product team (IPT) formed in August 1998 to develop a plan to bring together the policies, programs, and tools from the re-engineering effort to deliver a population-oriented approach to creating healthy AF communities.  The product was a Population-Based Health (PBH) Plan.


TRICARE is the underlying backbone upon which the strategy for providing PBH is founded.  Our goals are to ensure active duty, retirees, and their families receive the appropriate care and procedures they require.  By employing TRICARE, the AFMS is able to optimize quality, cost and access to care, while offering beneficiaries a choice of health care plan options.  Enrollment in TRICARE Prime has been very strong.  In fact, as of October 1999, DoD had more than 3.75 million Prime enrollees, including more than 1.04 million at Air Force Military Treatment Facilities (MTFs).  TRICARE Prime is available in 12 health services regions and overseas.  DoD is continuing to work with contractors to fix many problems beneficiaries and network providers helped to identify.  Problems such as balance billing of beneficiaries, multiple co-payments for a single episode of care, and the portability of Prime enrollment were resolved.  Improvements in the claims processing system and care provided to active duty located at geographically separated units were realized in 1999.  For the first six months of 1999, 93 percent of TRICARE Prime enrollees surveyed were "overall satisfied" with their health care and nine out of ten would re-enroll.  Customer service for Air Force beneficiaries is further enhanced through TRICARE Service Centers, Health Care Information Lines, and self-help information. As the Guard and Reserve are activated, and TRICARE becomes that family's primary source of health insurance, unique problems have surfaced.  Special attention to the issues affecting our Total Force medical benefits are a must in an environment where TEMPO is increasingly shared.

DoD provides the National Mail Order Pharmacy (NMOP) program, offering eligible military beneficiaries a timesaving and inexpensive mail order service for maintenance prescriptions.  The NMOP affords beneficiaries convenient delivery of these medications to a home or APO/FPO address.  The NMOP is free for active duty military, with nominal co-payments per prescription for active duty family members and retirees and their family members.  Unlike many other mail order pharmacy programs, there is no deductible fee.

Unfortunately, TRICARE remains unavailable to Medicare-eligible beneficiaries.  However, thanks to widespread congressional support, there is now legislation authorizing a Medicare demonstration project which is offering retirees age 65 and over the same access to military medical treatment facilities as retired TRICARE Prime enrollees.  The demonstration project is underway at six sites in the continental United States and will last for three years.  The Air Force has taken a lead role in implementing this project and is responsible for several of the sites (Keesler, Sheppard and Dover AFBs, Wilford Hall TX and USAFA CO).  While a limited number of Medicare-eligible beneficiaries are enrolled in the initial demonstration project, it is an important first step in providing seamless health care to all our beneficiaries.  We continue to work with our DoD counterparts to explore other alternatives to improve access to care for this population. 

During 1998, additional health care demonstrations were made available to Medicare-eligible beneficiaries.  One is a demonstration at MacDill AFB FL, enrolling Medicare eligibles to primary care at the medical treatment facility.  The enrollees receive their primary care at MacDill and use their Medicare benefit when referred for care outside the facility.  The FY99 National Defense Authorization Act also included provisions for additional demonstrations.  One allows up to 66,000 Medicare-eligible beneficiaries to enroll in the Federal Employee Health Benefits Program.  The 3-year program begins health care delivery in January 2000 and will be available at the following locations: Dover, DE; Roosevelt Roads Naval Hospital, Puerto Rico; Fort Knox, KY; Greensborough, Winston-Salem, High Point, NC; Dallas, TX; Humbolt County, Camp Pendelton, and San Diego, CA; and New Orleans, LA  Two other demonstrations, which will start in the spring of 2000, include a supplement to Medicare at Cherokee, TX and Santa Clara, CA and a pharmacy benefit for Medicare-eligible retirees and their families will be at Okeechobee, FL and Fleming, KY.  The pharmacy benefit will allow Medicare-eligible retirees and their families, who were unable to obtain prescriptions from military medical treatment facilities, to use the National Mail Order Pharmacy Program and our contractors’ retail pharmacy networks in their local areas.

The TRICARE Family Member Dental Plan now has approximately 1.7 million active duty family members enrolled in this high quality, low-cost dental program.  In 1999, DoD implemented the TRICARE Family Member Dental Plan – Overseas Extension.  This program allows enrolled family members to receive dental care in the civilian sector in OCONUS locations.  The TRICARE Retiree Dental Plan, implemented in February 1998, has over 482,000 members enrolled in this first-ever, DoD dental insurance program for retirees and their families.  The TRICARE Selected Reserve Dental Plan, with over 29,000 enrollees, offers dental benefits aimed at improving the mission readiness of Selected Reserve personnel.   

Building healthy lifestyles requires an investment in capabilities that promote prevention and intervention.  The AFMS is committed to improving Population Health to provide a fit and ready force.  The “Put Prevention Into Practice” (PPIP) program is the vehicle used to organize and guide the preventive medicine efforts of our medical providers.  The first step in PPIP is the Health Enrollment Assessment Review (HEAR), which is conducted with each patient as they enroll in TRICARE Prime, and then updated periodically.  HEAR helps identify the health status and prevention needs of patients.  This data is then reviewed and discussed by the provider and patient.  The HEAR can be taken on the computer as part of the Preventive Health Care Application (PHCA) at some bases.  The PHCA is a type of focused “computerized patient record” specifically designed to act as a reminder system for the healthcare team in delivering clinical preventive services.


The impact of downsizing and high TEMPO levels on people assigned to Air Force missions continues to challenge us.  The AFMS is responding with a variety of force enhancement and health promotion initiatives, such as tobacco cessation classes, nutrition counseling, and individual fitness prescriptions.  To support these initiatives, Health and Wellness Centers (HAWCs) are on every active duty Air Force installation.  HAWCs offer a full professional staff to provide “one-stop shopping” for health promotion, including fitness and nutritional education for the weight management program.  Additionally, fitness program managers are authorized on all 78 bases to help members improve their fitness levels.  Our health promotion initiatives are paying off.  We are beginning to see decreases in smoking and increases in fitness rates for our active duty force. As our Total Force partners in the Guard and Reserve increasingly support deployments around the world, effective health promotion initiatives should be explored for this diverse and dispersed population.


Thc DoD Prevention, Safety and Health Promotion Council (PSHPC) chaired by the Air Force Surgeon General completed a highly successful first year. The PSHPC, chartered by the Secretary of Defense, is composed of senior leaders and representatives from DoD offices and the Service secretariats.  It is designed to recommend uniform, comprehensive health and safety promotion and injury/illness prevention policies and programs, which when consistently implemented throughout DoD, will measurably improve the health and safety status of both individuals and populations. The Council has chosen Alcohol Abuse, Tobacco Use, and Injury/Occupational Illness as its first three areas of concentration. 

The Air Force continues to participate with DoD in efforts to improve surveillance of health problems related to deployments. This year saw expansion of the Air Force 

“Project Gargle” program DoD-wide.  “Project Gargle” provides global surveillance for influenza.  Information gleaned from the program is forwarded to the Centers for Disease Control and aids in the national decision to formulate flu vaccine each year.

The medical community in the Air Force also has led the way in immunization tracking, as the only Service to currently track all active duty immunizations using computerized systems.  As a result, many Air Force bases are at or above the 90 percent goal for compliance with readiness immunizations, and commanders are able to receive instant feedback on the status of their airmen.


Finally, over the past year the AFMS deployed a web-based performance measurement tool for our commanders in the field.  This tool, the Air Force Medical Service Performance Measurement Tool (AFMSPMT), once fully operational, will provide each MAJCOM and medical group information on how they are doing in the 

areas of readiness, wellness, healthcare, finance, people, suppliers, and customer satisfaction.  It will allow our healthcare system to identify trends and best practices, as well as plan for the future.
Provide Access to Safe, Affordable, and Adequate Housing
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Excellence


Access to safe, affordable, and adequate housing is vital for all airmen, particularly our junior members.  Like most Americans, members of the Air Force want to live and raise their families in affordable, adequate, and secure neighborhoods.  Our personnel do not expect to live in luxury—they simply want their families in homes and neighborhoods that give them peace of mind, especially when they are deployed.  Similarly for our unaccompanied personnel, adequate housing and privacy are key to motivating, recruiting, and retaining a top-quality professional force.  

In Family Housing, the Air Force must sustain a journey toward excellence by continuing to improve and sustain what we own and pursue new, diverse avenues of funding.  Approximately 40 percent of Air Force families live in military family housing while 60 percent reside in the private sector and are paid housing allowances.  It is DoD policy to rely first on the local economy, providing base housing only when the community can’t meet the demands of military personnel.  Through greater reliance on the local community, the Air Force has reduced its overall need for base housing from 124,000 to an end state total requirement of approximately 109,000 units in FY10.  However, the challenges associated with relocation and excessive out-of-pocket costs continue to serve as deterrents to living in the local community.  Furthermore, during these times of high TEMPO, base housing helps provide a sense 

of community and security to families disrupted by deployments and extended duty hours—this is especially important overseas.  In the 99 CSAF QoL Survey our members reported family housing in the top five programs most important to establishing a sense of community 

We must sustain our investment in family housing in order to provide for adequate living standards.   Our average housing unit is 36 years old.  Of the total units in the inventory needed to meet our future requirements, approximately 65,000 require significant improvement or replacement.  Using traditional MILCON it would take the Air Force over 26 years to fix these homes.  To accelerate the process the Air Force prepared a Family Housing Master (FHMP) plan to determine the most cost effective investment option to revitalize inadequate units and maintain and operate adequate units at each Air Force installation.
The FHMP provides a corporate housing investment strategy that integrates and prioritizes traditional construction and operation and maintenance funding with private sector financing with a single “road map”.  This plan is in concert with OSD and congressional directives to revitalize, divest through privatization or demolish inadequate housing by or before Fiscal Year 2010.  The total cost to adequately house military families both on installation and in the local communities between FY01 and FY10 is $32.9 billion.  At current funding levels, a total budget shortfall of $3.6 billion exists.  This is a funding issue we will continue to address in the coming years, until then the Air Force will take the first step to implement the FHMP by revitalizing over 8,000 unit in FY01.  The FY96 NDAA instituted the Military Housing Privatization Initiative, providing DoD new authorities to encourage privately funded construction and improvement of military family housing.  The primary goal of privatization is to accelerate the buyout of backlogged housing renovation and replacement requirements by leveraging Air Force capital resources to attract private sector financing and development of quality, affordable housing.  Our goal is to have no “out-of-pocket” expenses for military members residing in homes built using these new privatization authorities(their allowance for housing should cover their rent and utility expenses.


One of our ten pilot privatization projects for family housing is at Lackland AFB TX.  The project is for a developer, as the owner, to design, construct, maintain, and manage a housing development of 420 units on leased government land for rental to active duty military families.  Award of this first test project occurred August 1998.  Meanwhile, we are also developing a family housing privatization project for 670 units at Robins AFB GA.  Based on experience gained since the incorporation of the competitive sourcing and privatization effort, the Air Force has developed a strategy, as part of the family housing master plan effort, to identify those installations where privatization is economically feasible and compatible with operation of the installation. 

To meet the 2010 goal, the AF plans to provide access to 32,000 units through privatization partnerships, own and operate 62,000 units, and maintain 15,000 units provide by host nations of Japan and Korea.  Successful privatization projects should expedite our efforts as we strive to improve or replace units through private sector financing, development, and ownership.  Through additional funding for the family housing construction program, an increased number of units could be repaired and improved, as well as the associated infrastructure, such as utility systems, streets, parking, and landscaping.  On the preservation front, added funding for operations and maintenance would enable the Air Force to accomplish previously deferred 

maintenance projects, effectively protecting the investment in our existing adequate homes.  The Air Force is committed to providing access to quality housing, either in the community or on base, and the FHMP reflects this commitment.

[image: image12.wmf]
Unaccompanied Housing: A Journey Toward Privacy.  The Air Force continues to improve the quality of life for our unaccompanied airmen living on base in dormitories by providing increased privacy and updated facilities.

Our strategy is to improve privacy by using a dual-pronged approach consisting of both the 1+1 construction standard, in concert with the Air Force Dormitory Master Plan, and a private-room assignment policy.  Implementing the 1+1 construction standard is the ultimate goal of the Air Force corporate investment strategy. 

The first of three steps of the investment strategy was to buy out all remaining permanent party central “gang” latrine dormitories no later than FY99.  OSD and Congressional support of our FY99 Military Construction (MILCON) dorm program made this QoL milestone a reality.


The second step of the investment strategy is to buy out the current dormitory room deficit with a consistent, annual level of MILCON investment.  The Air Force requires approximately 75,000 dormitory rooms.  We currently have an inventory of approximately 61,000 rooms leaving us with a corresponding deficit of 14,000 rooms.  Beginning with the FY00 MILCON program, dormitory investments shift toward funding our worst deficit (shortage) requirements first.  This strategy provides new 1+1 dormitories where we have deficits of dormitory rooms in order to house unaccompanied airmen in ranks of airman basic through senior airman on base.

The final step in the investment strategy is to replace or convert our existing 2+2 and student “pipeline” dormitories as their facility condition warrants.  Our worst existing dormitories will be replaced or converted only as they wear out. Our Dormitory Master Plan, which outlines the Air Force’s unaccompanied enlisted personnel housing requirements, integrates our most critical existing facility projects with deficit requirements to ensure our worst requirements are addressed first.  Additionally, “pipeline” student dormitories will be replaced using an improved Air Force “pipeline” construction standard of two persons per room sharing one bathroom.

Using the Dormitory Master Plan and our investment strategy, we plan to buy out the deficit of dormitories and replace or renovate our worst existing dormitories no later than FY09.  However, we will need to maintain a consistent level of MILCON investment and continue to receive support from Congress and OSD.  


The second part of our dual-pronged approach is the implementation of a private-room assignment plan, phased by grade, which will authorize all unaccompanied permanent-party airmen private rooms, by FY02.  This policy affects room assignments in existing dorms and directly responds to an Air Force Quality of Life Survey that indicated 88 percent of single, enlisted airmen believe private sleeping rooms would most improve their quality of life.  All E-4s are now authorized a private room on base.  The phased-in schedule of private room assignments for the remaining junior enlisted is as follows:

· Unaccompanied E-3 airmen:  1 October 1997-30 September 2000

· Unaccompanied E-1/E-2 airmen:  1 October 1999-30 September 2002
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This dual-pronged approach enhances quality of life, recruiting, retention, and readiness while ensuring personal privacy. Additionally, the Air Force, with continued annual help from Congress in the form of the Quality of Life Enhancement (QOLE) Defense account, has been able to focus real property maintenance funds toward reducing our overall backlog of dormitory maintenance and repair requirements(an immediate impact to the quality of life for our airmen.  In FY97, the Air Force directed the $108 million QOLE program toward dormitories allowing the conversion of 17 central latrine dorms to the 1+1 standard and improving other areas such as bathroom renovations, roof repairs, new carpeting, upgrading fire protection and heating, ventilation, and air conditioning systems.  In FY98, the Air Force received a $145 million Quality of Life Enhancement program increase, of which approximately $102 million went toward dormitory improvements with the balance going toward other quality of life facilities, such as fitness centers, dining facilities, youth and child development centers, etc.  For FY99, the Air Force received an additional $108 million in Quality of Life Enhancement program funding, of which approximately $63M went toward dormitory improvements.  The remaining funds were applied towards other quality of life facilities, in particular $11M towards fitness centers and other fitness-related facilities, $11M towards lodging, and $5M towards dining halls.  In FY00, the Air Force received $77M in Quality of Life Enhancement program funding, of which $36M is to be applied towards dormitories, $11M towards lodging, $5M towards Child Development Centers, and $5M towards fitness centers.  The remaining funds will go towards other types of QoL facilities.  Additionally, the Air Force will receive supplementary support for its dormitory program from an August 1998 OSD Program Decision Memorandum (PDM) which provides $333 million in military construction funds from FY00 to FY05.  A significant portion of the PDM increase will go toward dorms.  

           The Air Force will continue its emphasis on overseas dormitories, especially in areas like Korea and Turkey where there is no alternative for adequate off-base housing for our unaccompanied enlisted force.  Housing our airmen on-base in Korea and Turkey are also force protection and readiness concerns.  In general, overseas unaccompanied housing plays a significant role in the quality of life of our airmen who 

are faced with foreign cultures, limited recreational opportunities, and family separations.  Our overseas dormitory program represents our most critical requirements at locations that will continue to remain stable, viable installations in the future.

We strongly support measures designed to lower Air Force members’ “out-of-pocket” housing costs. The intent of BAH is to provide uniformed service members housing compensation based on comparable civilian costs of housing.  BAH is based on civilian rental costs by pay grade, dependency status, and location and is designed as a partial reimbursement to assist our people in affording suitable off-base housing, regardless of their location.  In enacting our housing allowance, Congress intended that the allowance should pay for about 85 percent of the national average housing cost for each grade, with the member paying 15 percent “out-of-pocket” (member absorption).   The absorption rate is currently estimated at 18.8 percent; however, Defense Secretary William Cohen recently announced his intent to reduce out-of-pocket expenses to 15 percent by Fiscal Year 2001 and eliminate out-of-pocket expenses entirely within the next five years.  The Department of Defense estimates out-of-pocket expenses for service members using the National Median Housing Cost (NMHC), not the local housing costs.  Therefore, percentages will vary by location.  

A hallmark of both the old and new housing allowance methodologies is our commitment to ensuring the typical member of a given grade and dependency status will not be penalized (or rewarded) for assignment to a high (or low) housing cost area.  The intent is for housing allowances to vary geographically so typical service members of each pay grade will have the same out-of-pocket dollar amount at all locations for the same level of housing.  For example, if the out-of-pocket cost for a typical Staff Sergeant with dependents is $154, the typical member of that grade can expect to pay $154 out-of-pocket for housing no matter where assigned (high, medium, or low cost housing area).  Of course, lower pay grades will have lower out-of-pocket costs than senior grades. 

Over half of Air Force bases are located in areas with lower housing costs and, over time, newly assigned people there will receive lower BAH rates.  However, these individuals are under “rate protection” which will prevent individuals from experiencing reductions in housing allowances as long as their status (location, grade, and dependency) remains unchanged.  This requires a shifting of money from low-cost areas to high-cost areas causing decreases on the BAH rates in several Air Force bases.  However, in light of Secretary Cohen’s plan to reduce out-of-pocket expenses, he recently announced his decision to restore the housing allowances to 1999 rate in areas where the 2000 BAH rates had been decreased.  Consequently, nobody will experience any decreases in BAH rates. We will continue to monitor housing market surveys in order to ensure BAH rates keep pace with the local housing industry and to ensure allowances are established at a level commensurate with civilians with comparable salary levels.  

Increase and Enhance Community & Family Support Programs
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In planning for the future, the Air Force reaffirmed its commitment to preserving the “sense of community” at our bases and to maintain high quality of life standards.  The installations where our people live and work serve not only as the springboard for launching aerospace power, but they are also a central component in defining who we are as an Air Force.  The sense of community created by the Air Force priority of taking care of Air Force families is critical to our ability to achieve the goals of Global Engagement.  People are the foundation of the Air Force and how we take care of them is inextricably linked to our ability to recruit, retain, and motivate the aerospace warriors needed to achieve our mission.

Balanced community and family activities directly support unit readiness through programs that enhance individual fitness and unit cohesion, provide a hometown environment regardless of geographic location, and serve the unique needs of Air Force families.  

The Air Force recognizes the economic benefit our members derive from the activities and services provided within our base community.  Programs like child development, fitness centers, libraries, skills development, clubs, golf courses, and bowling centers all offer programs and services that support and enhance the sense of community and meet our members needs for relaxation and stress reduction.  Beyond these benefits, on-base programs are part of the non-pay benefit system providing savings over the cost members would pay to receive similar services off base. For example, National Association for the Education of Young Children (NAEYC) accredits only 5 to 8 percent of civilian childcare centers, while all Air Force Child Development Centers are NAEYC accredited.  In many areas of the country, accredited care costs more than twice as much as on-base care can.  To a young enlisted family, these savings can amount to as much as $3,000 per child per year.  Recreation programs also afford opportunities otherwise unavailable or cost prohibitive to Air Force families.  For example, Air Force members and their families play an average of 2 million rounds of golf per year.  They can save as much as 20% as compared to playing at municipal or private courses.  

In this high TEMPO period, personal fitness and the ability to engage in stress-reducing activities becomes critical to our force's capability to maintain mission effectiveness.  Improving Air Force fitness programs is a direct investment in our most important asset(Air Force people(and pays dividends in retention, mission performance, and productivity.  Personal fitness contributes to Air Force readiness by  increasing productivity, providing preventative health benefits, and, long term medical cost savings.  Individual fitness prepares Air Force warriors for the physically demanding environment of military operations.  

Air Force members rated fitness centers as significant influences in both their readiness and their career intentions in the 1999 CSAF QoL Survey.  Additional Air Force surveys have told us that our people consider fitness centers the most important base-level service offered, with junior enlisted members rating fitness most important 4-to-1 over other programs.  Members have also indicated they would increase their use of fitness facilities if there were more and better facilities with improved programs.  Recognizing the importance of fitness, the Air Force has made increasing the quality of fitness facilities and programs a top priority.

The number and size of fitness facilities and availability of equipment limit the scope of fitness programs.  The average Air Force fitness center is over 30 years old and was primarily designed to support intramural sports programs.  The “fitness explosion” of the 1980s made our fitness programs and facilities out of step with modern, safe, and efficient fitness training methods.  For example, the outdated construction standards for these facilities did not accommodate the significant number of women now in the force, nor did they include spaces for cardiovascular or resistance training equipment.  Our best efforts to provide workarounds and structural modifications to existing facilities still failed to meet modern fitness program requirements and customer needs.

An independent needs assessment performed in 1995 indicated a need for 53 fitness center construction projects at a cost of $175 million.  Further, the 1996 DoD Fitness Facility Survey determined 29 Air Force fitness centers were defined as in poor condition.  The Air Force is conducting an independent needs assessment of all installation fitness centers and is developing a multi-year construction program to upgrade all fitness facilities to the newly defined Air Force standards.  The result of these assessments is the Fitness Center Master Plan Report which will be complete by      Aug 00.  After completion of only 32 of 88 total assessments, identified requirements already total over $280M.  The allocation of $183 million for FY00-05 from the Secretary of Defense Quality of Life Funding Wedge for fitness center improvements will serve as the centerpiece of our continued effort to modernize fitness centers.  However, additional military construction program funding will be required to fulfill the complete program, and additional non-construction funds will be needed to modernize fitness equipment.  Currently, an investment of $3.2M is needed to equip Air Force fitness centers not meeting current standards.  Maintaining a sound fitness program, by investing in facilities and programs, will ensure Air Force people continue to choose a healthier lifestyle—a choice that is good both for them and Air Force readiness.

The Air Force continues to focus on helping active duty deployable members with their dual responsibilities as military members and parents.  There is a need for 80,000 child care spaces.  The Air Force was able to meet 62 percent of this need by end of FY98.  Facility projects and funding are in place to achieve 65 percent of the need by 2002; however, we will not meet our goal of 80% by FY05.  Enhancing and expanding the school age (before and after school and school holiday) programs for children 6-12 years of age is a major part of the plan.  The school age programs offer direct supervision for children that would have to stay home alone if the services were not available.  Another part of the plan is to expand the availability of family childcare.  The Air Force licenses spouses who live in base quarters to offer childcare and provides them with all the supplies and equipment they need to provide quality child care. Increasingly, Guard families (65% of which are married with families) are seeking innovative solutions that come as a result of increasing deployment commitments.

Congress and the President have both recognized the quality of military child-care and directed the services to help private sector programs achieve a higher level of service.   Recently, the Government Accounting Office (GAO) completed a comparison of the costs of military programs, using only Air Force data, and civilian programs.  The GAO concluded Air Force costs were slightly higher than the cost of civilian programs due in large part to the Air Force paying its caregivers higher wages in order to reduce staff turnover and use a higher proportion of its child care spaces to provide care for children less than three years of age. 

Teen issues continue to be on the front burner in all Air Force communities.  During the last three years, the Air Force has held Teen Forums to identify teen issues and to begin planning initiatives to reach this age group.  To improve program quality, all of the Air Force’s programs are now affiliated with the National Headquarters of Boys & Girls Clubs of America, and new or expanded youth centers are under construction at many installations using nonappropriated funds.  The Air Force has no appropriated fund positions for teen programs, which significantly limits the services that can be offered and adds to the cost for families.  Teen and youth programs increase in importance as TEMPO remains high and as concerns about teens increase in the nation

The Air Force has reengineered Community Centers to reflect changing Air Force population trends and to serve as multi-age/mixed-use facilities.  Depending upon the needs of the installation, teen centers, retiree centers, senior centers, school-age program annexes, part-day preschools, singles centers, spouse fitness centers, spouse club rooms, and other activities may be incorporated within the existing community center. The multi-age and family-oriented programming in the Community Centers provides direct support for families of deployed personnel.  These family oriented programs focus on providing families with activities designed to include all family members in order to improve family communication, cohesion, and help counteract the impact of high deployment TEMPO.  Community centers serve as the hub of the base community by providing a safe haven for recreation and leisure activities, especially in overseas locations where curfews may confine individuals to the base during some hours.  They also provide access to Internet communication with separated family members during off-duty hours.  In addition, the Congressional Award Program has been implemented Air Force-wide by community and youth centers to provide opportunities for young adults (age 13-23) to be recognized for community service and leadership.   ANG units currently have limited capability to directly support deployed personnel.  Often, meetings are held dining facilities on a space available basis.  Many Guard commanders are dedicating office space out of hide to provide a central location for the “volunteer” run family readiness and support program.

 The Air Force is committed to providing comprehensive family support programs for the Total Force, including our civilian employees.  Family Support Centers (FSCs) are key to delivering critical assistance to our people.  Base leaders continually view FSCs as essential to total unit readiness.  In an effort to address the needs of the Total Force, despite severe personnel and budget cuts, DoD civilian personnel are also eligible to use FSC programs, in fact FSCs provided some type of service to 11,265 DoD civilian personnel in 1999. As we continue to turn more deployment taskings over to volunteer Air Reserve Component members, we must also assess the impact this increased TEMPO has on their families.  We will continue to aggressively explore all avenues available to develop high quality services.

The Air Force is committed to forging an appropriate response to spouse employment issues. FSCs helped over 11,000 military members, family members, DoD civilians, and retirees find employment in 1999.  Community support activities on the installation continue to be a significant source of employment for military families. Services employed over 12,600 military family members and off duty military in nonappropriated fund (NAF) positions in lodging and recreation activities.  Family members represent 38 percent of our NAF workforce, and often times they find career opportunities, transferring their skills and experience to similar positions at their sponsor’s next assignment. Our youngest spouses need jobs immediately after a PCS move when the family is most financially vulnerable.  An important aspect of the FSC’s 

role is not only to assist the junior enlisted spouse with immediate employment, but also to follow up with long range planning to enhance career growth.  In a changing workplace, it is critical that this program maintains the highest level of service.   

A recent survey (FY98) showed that approximately 59 percent of military spouses are employed (64 percent of enlisted spouses and 46 percent of officer spouses).  This is a 13 percent increase from FY93 (a 36 percent increase in working enlisted spouses and a 29 percent increase in working officer spouses).  Availability as well as cost of childcare and disruption of career opportunities are principle concerns voiced by spouses as they relate to deployments.  The Air Force has initiated an FSC spouse executive employment test program at several bases.  The purpose of this program is to provide networking and mentoring assistance to military and DoD civilian spouses seeking managerial, executive, or other professional level employment.  Other spouse employment initiatives that have caught DoD’s attention are a military spouse training initiative that provides customized training and accessible, affordable childcare to spouses at various sites on base.  This project encourages volunteerism as a means of acquiring verifiable work experience, self-confidence, and a professional attitude.  Another program focuses on training spouses to qualify for the mainly clerical and health-related job opportunities in the local area.  Spouses are trained in advanced computer word processing applications and receive college credits for the courses they complete.  Some spouses pursue an intensive course of training required for certification in nursing assistants in the local area.  These and other FSC programs seek to assist spouses in their effort to combat the challenges associated with employment in a high TEMPO environment. 

Due to the mobility requirements for military and civilian personnel, the Relocation Assistance Program (RAP) remains one of the most demanded installation services. The impact and value of the RAP are documented(those receiving RAP services experience fewer and less serious problems with costs of setting up new residences, finding spouse employment, schools, and child care, and adjusting to higher costs of living.  The latest innovation in relocation technology is Crossroads, one of the most comprehensive military lifestyle sites on the Internet.  Crossroads information ranges from spouse employment opportunities at a new duty station to financial assistance and information on schools and teachers.  Valuable information is added every day.  Additional services now include a community web site, links, and video teleconferencing designed to assist families of deployed members.  The FSC staff is targeting groups that face more difficult relocations(those moving overseas and first-term members.  Newly developed training for sponsors will strengthen that first link with incoming personnel and gaining units.  This thrust of targeted assistance is possible only if a range of self-help resources is made available.  Standard relocation information must be made accessible to personnel via base local area networks, and families must be able to access information at computerized self-help resource centers and community kiosks.  

The ability to manage personal financial resources is becoming more critical in today’s environment.  The Personal Financial Management Program (PFMP) provided personal finance training, counseling, and budget restructuring service to over 83,000 customers in 1999.  Special emphasis has been placed on training our junior enlisted personnel to deal successfully with today’s heavily credit- based consumer society.  Classes include basic checkbook management, savings and investment, credit card use, controlling debt, and retirement planning, buying insurance, and monthly budgeting.

The FSC’s Transition Assistance Program (TAP) provides crucial services to civilian and military members who are concluding their service to the Air Force and our Nation.   In 1999, a wide range of TAP services were provided to well over 99,000 DoD personnel and spouses.  Over three-day TAP’s increased reliance on technology to include computers, the multitude of relevant web sites, and distance learning helps to compensate for the loss of staff.  


FSC staff positions are now dual and triple-hatted at many Air Force locations.  Dual and triple-hatting is now more prevalent for many of the OSD funded RAP and TAP positions.  This further compounds staffing problems for the FSC as the funds for these programs continue to be reduced. We will expand our use of computer resource centers and self-help oriented methods. We are aware that increased and rapid response to contingencies creates family needs that may not be appropriate for this self-help methodology; however, where staff has been reduced and/or severely stretched, the ability of our FSCs to respond is being degraded.  At overseas locations, civilian employees and military members and their families are especially hard hit where isolation, lack of community resources, and cultural challenges are the norm.  We will continue to explore ways to restructure our programs for maximum economy and efficiency. 

The Air Force remains committed to providing opportunities for religious expression and spiritual growth aimed at strengthening our communities and families.  Responding to an Air Force primed for Global Engagement, the Chaplain Service launched Global Ministry as a model for identifying priorities in ministry and pastoral care.  The needs of the Air Force community are carefully assessed by chaplains and core processes (religious observances, pastoral care, and advice to 

leadership in areas of religion, ethical issues, and morale) provide a foundation for offering ministry to our people(single and married military members along with their families serving at home and abroad.  The Air National Guard Chaplain Service has established a comprehensive crisis intervention program, which provides support for individuals and family members experiencing difficulties as a result of deployments, hardships, and unexpected mishaps.  The program provides education, support, and follow-up referral services to individuals and family members during times of crises.

The Air Force has numerous resources to draw upon following the accidental death of a member of the Total Force.  The sudden death of a loved one in an aircraft or space mishap is an event for which few are prepared.  This and all situations require a coherent strategy for marshaling and providing family support in a systematic manner. However, it is often difficult to assess the amount of assistance available or required, or the duration for which it might be needed.  While many institutions are geared toward improving our people’s quality of life, those same institutions, along with many other purpose-designed processes, play a significant role in supporting survivors following the death of a loved one.  In the past, offers of assistance were not accompanied by offers of explanations and our focus on families was short term.  The Air Force Survivor Assistance Program (AFSAP) is designed to marshal all available resources in support of family needs following loss of life.  The AFSAP provides a systematic structure that offers assistance, information, and support tailored for each family’s needs.  This key program ensures that our families receive the best support and assistance available.  The AFSAP formalizes taking care of our own…helping the families of the members of our team…doing what we’d want someone to do for our loved ones. The Survivor Crises Action Team, is the single focal point for assistance and information to families, installations, MAJCOMs and Senior Leadership in times of mishaps.  The team has representatives from across the Air Staff, ANG, and AFRC.  Additionally, a toll free number, 1-877-USAF HELP (1-877-872-4335) is available for to obtain additional information about deceased members.  Another source of assistance is the website: http://survivorassistance.afsv.af.mil.  

The Air Force has always provided military funeral honors whenever possible.  Furthermore each request is handled immediately and with the dignity, sensitivity and the respect it deserves.  The Air Force’s Military Funeral Honors workload is expected to increase eight-fold as a result of new legislation effective 1 January 2000.  As provided by law, an honor guard detail for the burial of an eligible veteran shall consist of not less than two members of the Armed Forces.  One member of the detail shall be a representative of the parent Service of the deceased veteran.  The Air National Guard, Air Force Reserve, and Veteran service organizations help 

support this Total Force mission.  The honor detail will, at a minimum, perform a ceremony that includes the folding and presenting of the American flag to the next-of-kin and the playing of Taps.  Taps will be played by a bugler, if available, or by electronic recording.

The Air Force assumed executive agency responsibility, for the Office of the Secretary of Defense, to implement three initiatives to inform the public of veteran Military Funeral Honors entitlements and improve communication between funeral directors and the military.  A public web site is available at www.militaryfuneralhonors.osd.mil to provide the veteran population with guidance for requesting Military Funeral Honors through their funeral director.  The web site also informs the public of the new entitlement.  Secondly, a toll-free telephone number is available for routing requests from funeral directors to the appropriate Service and geographic area coordinator.  This computerized system is operational 24 hours a day, seven days a week.  The toll-free number is designed for use only by funeral directors.  Finally, a funeral director information kit is provided to every funeral home in the United States, and the U.S. Territories, to inform funeral directors on how to contact Military Funeral Honors units.
Expand Educational Opportunities and Access
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The 1999 CSAF QoL Survey indicates educational programs such as tuition assistance, Air Force-sponsored off-duty education, and the Community College of the Air Force have a positive influence on career intent.  Therefore, preserving the Tuition Assistance program at the current level of 75 percent of tuition costs is vital to successful recruiting and retention.  Over one-third of our airmen pursue voluntary off-duty education programs leading to an associate or bachelor's degree. OSD adopted the Air Force’s long standing support of reimbursing 75 percent of tuition costs as the standard for all Services.  Tuition assistance continues to be a valuable recruiting and retention tool in that educational opportunity continues to be cited as the main reason for joining the Air Force.  This program is not only a popular quality of life program; it also contributes to the overall professionalism of Air Force members.   

We must also continue to recognize the value of the Community College of the Air Force (CCAF).  CCAF plays a crucial role in the development of a motivated, highly trained enlisted force.  Additionally, offering and awarding job-related associate of applied science degrees, enhances mission readiness, contributes to recruiting efforts, aids retention, and supports the career transition of enlisted Air Force members.  This credential recognizes an airman’s technical competence, increases management skills, and provides for the transferability of military technical training to civilian institutions.  In a recent survey, sent to supervisors of CCAF graduates, over 70 percent said graduates produce higher quality work, are willing to accept more responsibility, have 

better problem solving abilities, perform better on the job, and are more technically competent.  This degree-awarding institution provides unique educational opportunities and is testimony of the value the Air Force places on educational accomplishment.


The Air Force recognizes the importance of continuing education and professional development for our civilian work force.  While the Air Force has developed overall policy for mission-related tuition assistance programs for civilians, MAJCOM and/or base level implementation is dependent on the availability of funds.  A separate funding line is necessary to provide the means and an equitable opportunity for civilians to obtain assistance in attaining their educational goals.  We support an Air Force-wide program, modeled after the military version that would reimburse 75 percent of tuition costs for voluntary, off-duty, mission related courses.  In the interim, funds will continue to be sought and allocated based on requirements identified during financial planning and Program Objective Memorandum processes.  A viable tuition assistance 

program for all our people, both active duty and civilian, which confirms our commitment to maintaining a world class organization will result in increased mission readiness, enhanced job performance, and improved quality of life.

We continue to expand our civilian leadership development efforts.  One of the most critical challenges facing the Air Force of the future is developing and sustaining a work force with the right mix of skills imperative for mission accomplishment.  We have placed high emphasis on preparing employees for greater responsibility and shared leadership with the military through short and long-term education and training opportunities, to include attendance at professional military education and participation in academic, experiential and executive development programs.  The Air Force has also allocated additional resources and opportunities for broadening and cross-functional utilization to mirror military career paths. 

 We support expanding enrollment opportunities in the Montgomery GI Bill (MGIB).  Between 1987-1990, when the stipend was stagnant and flying training was not included in the program, many airmen chose not to enroll.  We would like to provide another opportunity for that group of careerists. Currently, 96 percent of our entering airmen remain in the Montgomery GI Bill program.  The inflation-protected benefits of the MGIB provide a great incentive to recruit and motivate career people, as well as serve as an effective transition benefit.  There are approximately 19,000 members who entered active duty during the Veterans Education Assistance Program (VEAP) era (1977-1985) who were excluded from participating in the recent MGIB conversion opportunity because they lacked VEAP account contributions. These are people who at one time opened VEAP accounts but later withdrew their money because of the eroding value of the program.  We would like to see the pending legislation to include these members expedited.  There are an additional 58,000 active duty members who entered between 1977 and 1985 who did not participate in VEAP and will be retiring without a GI Bill for education. We support an “open season” for these people to have a fair opportunity of obtaining the significant educational benefits of the MGIB.   They have earned educational benefits the same as those who had VEAP account contributions.  

We also support extending the maximum period that a member of the Reserve Component can use the educational benefits provided under MGIB-SR from the current 10 to 14 years. Finally, we fully support improving MGIB education benefits as outlined in HR 1071.

We continue to expand distance learning capabilities in overseas areas, as well as deployed areas.  We currently have limited capability and our goal is to provide additional distance learning and educational support for military members, civilian employees, and their families at overseas locations.  That support will ultimately be achieved by providing the necessary capability for overseas members and families to have access to computers on the Internet.  In FY00, tuition assistance was increased to 100 percent for personnel deployed in direct support of a named contingency operation.

We are working to provide more educational opportunities for spouses.  The needs of active-duty members’ spouses are taken into account in our community educational needs assessments, to include consideration of providing English instruction as a second language to foreign born spouses.  For the 1998-99 school year, the Air Force Aid Society (AFAS) increased funding to expand the spouse tuition assistance program for an additional 1,000 spouses stationed overseas.  Current funding levels pay 50 percent of the tuition costs and supports 22 percent of the spouse population overseas.  The program is a major factor in our overseas quality of life program.  Additionally, AFAS provides grants for spouse tuition assistance at CONUS locations.

Educational opportunities for dependent school age children can influence retention trends.  The Air Force has initiated quality of life objectives to aid the educational needs of our dependent school age children.  One initiative is to work with local school districts to provide information and pertinent material to students and their families via the Internet.  This will help ease the transition for school age children when they move from one location to another, in conjunction with a permanent change of station.  This is vital for families going to and returning from overseas locations.  Additionally, initiatives to encourage more parental involvement and improved communication are being developed by a task force of Air Force and school district officials.  Overseas Department of Defense Schools are in the process of implementing an all day kindergarten program.  Additionally, both Department of Defense Schools and Domestic Dependent Elementary and Secondary Schools are establishing a teacher pupil ratio of 18:1 in the first three grades of elementary school.  Both programs should be fully implemented by FY 05.  These initiatives will further increase the satisfaction rate with the Department of Defense Schools.  Finally, we are working with stateside school superintendents to have representatives from local bases on the school boards and committees, so military families will have more of a voice in the education of their children. 

Summary

Unyielding Quality of Life programs are key to mission readiness—complementing doctrine, force structure, and modernization. Quality of Life investments are the right thing to do for our people, helping to mitigate the impact of increasing demands placed on them as Air Force members.   The return on our Quality of Life investments for the Air Force influences recruiting, retention, duty performance, mission accomplishment and, ultimately, readiness.  Through a systematic pursuit of balanced Quality of Life initiatives and the continued support of the Administration and Congress, we can provide living and working environments that support the unique needs of our people and their families.  “Our people who serve above and beyond deserve no less.” (SECAF-Oct 99)   

We welcome your ideas and perspectives in this evolving strategy development.  Contact the Air Force Quality of Life Office at commercial (703) 697-3270, DSN 227-3270 or through e-mail at AF.QOL@PENTAGON.AF.MIL     
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