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Mr. Chairman and members of the Subcommittee:


I am pleased to appear before you today to provide a personnel overview of your Marine Corps.  Your commitment to increasing the warfighting and crisis response capabilities of our Nation’s armed forces and to improving the quality of life of our Marines is central to the strength your Marine Corps enjoys today.  We thank you for your effort in ensuring that Marines and families were poised to respond to the Nation’s call, in the aftermath of the events of September 11, 2001, in the manner Americans expect of their Corps.

 
The President’s Fiscal Year 2003 Budget funds an active force comprised of 18,088 officers and 156,912 enlisted.  Roughly 70 percent of our Manpower Personnel budget funds basic pay and retired pay accrual.  The remaining dollars fund such items as Basic Allowance for Housing (BAH), Permanent Change of Station (PCS) relocations, Subsistence, Defense Health Care, and Social Security.  This leaves roughly 1 percent in the Manpower account to pay for discretionary items such as our Selective Reenlistment Bonus (SRB), Marine Corps College Fund recruitment program, and Aviation Continuation Pay (ACP).  

PAY & COMPENSATION

The Marine Corps appreciates the efforts the members of this committee have made to help raise the standard of living for our Marines.  The President’s budget will bolster readiness and improve morale.  America’s youth join and remain in the Marine Corps because of the leadership opportunities and our core values.  Being a Marine is challenging and personally rewarding.  Compensation is one of the main reasons Marines decide not to reenlist.  Private sector competition has realized that the military training and education provided to our Marines provides them a highly desirable labor resource for their organizations.  Replacing the “High School Graduate” equity standard, with the more accurate “Some College” standard, in respect to compensation equity, and raising basic pay to be competitive with the civilian workforce, will greatly assist us in sustaining our retention goals.   The Out of Pocket (OoP) expense between current housing market costs and the housing allowance we pay our service members has been reduced to 11.3 percent, and we need to continue to raise the Basic Allowance for Housing in order to reduce OoP expense to zero by 2005.  

RECRUITING


For the last six and one-half years, the Marine Corps has successfully attained its’ recruiting mission.   This success has not come easily.  The Marine Corps is a very young force with approximately 68% of our Marines on their first enlistment.  The nature of our force structure requires that we recruit 41,000 men and women into our enlisted ranks annually.  With lower unemployment, rapidly fading numbers of veteran influencers, higher college attendance, and lower enlistment propensity, today’s recruiting environment remains extremely challenging for all military recruiters.  There is great competition for the same highly qualified individuals who we seek to make Marines.  The Marine Corps’ achievements in recruiting are the direct result of the tireless efforts of our recruiters, their leaders, and an advertising message that clearly supports our recruiting strategy.  For FY01, we obtained 100.3% of our total force enlisted accession mission with a 96.3% level of high school graduates, and entered FY02 with a vibrant delayed entry pool of 56%.  And, we attained our officer accession mission by commissioning 1,610 new officers.  The Corps greatly appreciates the support of Congress in helping our recruiters gain better access to our nation’s high school and college campuses.    We continue to work closely with DoD toward this end.

RETENTION 

A successful recruiting effort is merely the first step in the process of placing a properly trained Marine in the right place at the right time.  The dynamics of our manpower system must match skills and grades to our Commanders’ needs throughout the operating forces.  The Marine Corps endeavors to attain and maintain stable, predictable retention patterns.  However, as is the case with recruiting, civilian opportunities abound for our Marines as private employers actively solicit our young Marine leaders for lucrative private sector employment.  Intangibles -- such as the desire to serve our nation and the satisfaction received from leadership responsibilities provided in our Corps -- are a large part of the reason we retain the dedicated men and women who choose to continue to be active duty Marines after their initial commitment.  Retention success is also partly a consequence of the investment we make in supporting our operational forces -- to give our Marines what they need to do their jobs in the field, as well as the funds required to educate and train these phenomenal men and women.  

Enlisted


We are very mindful of enlisted retention issues.  Our enlisted force is the backbone of our Corps and we make every effort to retain our best people.  Although we are experiencing minor turbulence in some specialties, the aggregate enlisted retention situation is extremely encouraging.  Some shortages exist in high-tech Military Occupational Specialties that represent an important part of our war fighting capability, primarily because these young Marines remain in high demand in the civil sector.    


We are a young force, making accessions a chief concern for manpower readiness.  Of the 154,000 active duty enlisted force, over 28,000 are still teenagers -- 108,000 are on their first enlistment.  In FY02, we will have reenlisted approximately 27% of our first term eligible population.  These 5,908 Marines represent 100% of the Marines we need to transition into the career force, and marks the ninth consecutive year that the Corps will have achieved this objective.   Prior to FY02, we encountered a slight increase in the number of first term Marines we need to reenlist each year.  To counter this rising first term reenlistment requirement, we have focused greater attention on retaining Marines in their 6th through 12th years of service.  The Subsequent Term Alignment Plan (STAP) was introduced this year to focus on retaining experience.  Due to the strong draw from the civilian sector, we elevated the importance of our career force by paying additional attention as well as expending resources to keep this experience level on par with previous years.   

This year we continue to see smaller first term non-EAS attrition, similar to the lower attrition experienced in fiscal years 2000 and 2001.  The implementation of the Crucible and the Unit Cohesion programs are contributing to improved retention among our young Marines who assimilate the cultural values of the Corps earlier in their career.  The impact of lower non-EAS attrition allowed us to reduce our accession mission in both FY01 and FY02.  This “Good News” may allow us to continue this trend in FY03.  The “Bad News” is that this success has increased the cost of our Manpower account, by increasing the average length of service of individual Marines.  However, this is the type of bad news we do not mind having as these positive results have reduced the burden placed on our recruiters, while concurrently providing our force with more experienced Marines.        


In the larger context, we are extremely pleased with our recruiting and retention situation.  We anticipate meeting our aggregate personnel objectives, and we continue to successfully maintain the appropriate balance of first term and career Marines.  The management of youth and experience in our enlisted ranks is critical to our success and we are extremely proud of our accomplishments.  

We attack our specialty shortages with the highly successful Selective Reenlistment Bonus (SRB) program.  Shortages persist in some highly technical specialties, such as intelligence, data communications experts, and air command and control technicians.  Currently, the Marine Corps has allotted $48.4M in FY02 in new SRB payments to assist our reenlistment efforts.  These payments have been split 60/40 between the First Term Alignment Plan (FTAP) and STAP, respectively.  The SRB program has significantly aided our reenlistment rates and improved retention for some of our critical skill shortages.  In FY02, we continued to pay lump sum bonus payments, thus increasing the net present value of the incentive and positively influencing highly qualified, yet previously undecided, personnel.  It is a powerful incentive for the undecided to witness another Marine’s reenlistment and award of SRB in the total amount.   In FY03, we will allot $51.7M in new SRB payments.  And, with the Thrift Savings Program having begun this year, our Marines can now confidently invest these funds toward his/her future financial security.

Officers


Overall, officer retention continues to experience success, following the substantive improvements begun in FY00.  Our FY02 results continue to reflect an overall officer attrition rate that is lower than historical rates.  We believe that the reduction of voluntary separations may be attributed to the congressionally approved compensation triad and the strategic, albeit limited, use of special pays.  As with the enlisted force, we also have some skill imbalances within our officer corps, especially in the aviation specialties, intelligence, and command and control.  


Although we are cautiously optimistic, pilot retention remains a concern.   Fixed wing pilot “take rates” for the FY02 Aviation Continuation Pay (ACP) plan have not met retention targets due to an inadequate eligible population resultant from previous years’ losses.  The aggregate FY02 retention target for aviators is anticipated to be met based on “take rates” from the rotary wing and naval flight officer communities.  Retaining aviators involves a concerted effort in multiple areas that have been identified as impacting an officer’s decision to remain in the Marine Corps.   Many recent FY00 and FY01 retention initiatives have made substantial corrective strides strengthening the Marine Corps’ position toward retaining aviation officers (i.e., Marine Aviation Campaign Plan, and pay reform).    Supplementary pay programs such as ACP provide an additional incentive by lessening the significant difference between civilian airline and military compensation.   We will remain focused on retaining our mid-grade aviators (junior majors and lieutenant colonels) and continually review our overall aviation retention posture to optimize all our resources.  


Overall, the Marine Corps officer and enlisted retention situation is very encouraging.  Through the phenomenal leadership of our unit commanders, we will achieve every strength objective for FY02 and expect to start FY03 well poised for continued success.  Even though managing our retention success has offered new challenges such as maintaining the appropriate grade mix, sustaining quality accessions, and balancing occupational specialties, we will continue to press forward in order to overcome these obstacles.  In this difficult recruiting/retention environment, the so-called “War for Talent,” the Marine Corps remains optimistic about our current situation and anticipate these positive trends to continue.

CIVILIAN-MARINES


Civilian-Marines are an integral part of the Corps’ Total Force concept.  We have 13,800 civilian-Marines, which is approximately 2.3% of the total DoD civilian workforce.  The Marine Corps has one civilian-Marine per 12 active duty Marines.  Our civilian-Marines fill key billets aboard Marine Corps bases and stations thus freeing our Marines from the supporting establishment to return to the operating forces.  Like other DoD agencies, our civilian workforce is aging and within the next five years 30% of our workforce will be optional retirement eligible.  Although historical data indicates only 25% of those eligible in any given year actually retire, our growing eligible population will still produce significant losses.   In FY02, we have embarked on a new program centered on civilian career and leadership development.  Our goal is to make the Marine Corps the employer of choice within the DoD.   

END STRENGTH

  For the past decade, the Marine Corps has continued to aggressively examine its existing force structure.  This is to ensure proper staffing of our operating forces at the level required for the tempo and variety of full spectrum capabilities, and the efficient and effective use of Marines and civilian-Marines.  To date, through various efforts, we have made substantial progress to increase the manning in our operating forces by shifting 2,500 Marines from the supporting establishment.  However, the new security environment has increased our operating forces needs.  As a direct result, the Marine Corps responded by creating the 4th Marine Expeditionary Brigade (Anti-terrorism)(4th MEB (AT)) that requires an increase of 2,400 Marines to our end strength.  Our FY03 end strength goal is a total of 175,000 active duty Marines.  The 4th MEB (AT) was activated utilizing existing active duty forces and has already been deployed to Capital Hill (anthrax), Incirlik (Force Protection), and Kabul (reactivation of the U.S. Embassy).  The 4th MEB (AT) provides the Unified Commanders a new capability for joint force operations.  The increased Marines and funding for the 4th MEB (AT) have been included in the FY03 President’s Budget, and we respectfully request that you support this important initiative.

TOTAL FORCE INTEGRATION


The events of September 11, 2001 forced the Services to shift their priorities to meet new challenges.  The Marine Corps Total Force team was ready to meet these new challenges.  Our active forces were able to quickly react without waiting for Reserve augmentation.  We have mobilized Individual Mobilization Augmentees and Individual Ready Reserve Marines to meet staff augmentation requirements, primarily in the communications, intelligence, force protection, and headquarters planning areas.  Selected Marine Corps Reserve (SMCR) units have been activated to provide Homeland Security and Quick Reaction Force missions in Federal Emergency Management Agency Regions 3 and 9.   To date, we have filled our requirements with “volunteers."  In respect to Stop Loss, the Marine Corps has made judicious use of the authority and thus far have only held 106 Marines beyond their End of Active Service.  Under current conditions, the maximum number of Marines that may be affected by Stop Loss is 395.

MANAGING TIME AWAY FROM HOME

 (PERSONNEL TEMPO – PERSTEMPO)


The Marine Corps is in compliance with PERSTEMPO legislation, and we are meeting the OSD tracking and reporting criteria.  We remain committed to maintaining the proper balance between operational deployments and the quality of life of our Marines and their families.  But, Marines join the Corps to train and deploy, and we do not disappoint them.  Service in the Marine Corps requires deployments for readiness and mission accomplishment.  As written, PERSTEMPO legislation is inconsistent with the Corps’ expeditionary, forward deployed nature and could have adverse effects on our unit cohesion, stability, training, and readiness.   Therefore, in concert with the Navy, we have recommended modifications to the PERSTEMPO legislation for inclusion in the Secretary of Defense’s March 2002 PERSTEMPO report to Congress.

CARING FOR MARINES AND FAMILIES

Investment in the quality of life (QOL) of our Marines and their families is returned to the Corps in the form of improved retention and readiness.  The support of the Congress for the well being of our Marines and families is not only deeply appreciated, it also contributes significantly to our ability to retain the quality people and maintain the level of readiness necessary to accomplish the mission.  Effective, efficient, and available QOL programs and services promote stability in the force, as well as enhance retention.  The Marine Corps has established five major QOL priorities: pay and compensation, health care, bachelor and family housing, infrastructure/workplace environment, and community services.  


Because of our expeditionary nature and distinct mission, the Marine Corps Family possesses specific demographic characteristics with identifiable QOL requirements.  The Marine Corps has the youngest mean age of all the Services; two of three Marines are under the age of 25.  28,000 Marines (16 percent) are teenagers.  The Marine Corps is the only Service with more active duty personnel than family members.  Only 43.3 percent of Marines (40 percent of enlisted and 70 percent of officers) are married, the lowest of all the Services.  The average age of a married enlisted Marine is 28.7 and 40 percent of the spouses are under the age of 25.  Approximately 46 percent of Marine Corps children are under the age of 5, and only 13 percent are over age 13.


Providing positive, constructive outlets that help our predominately young force grow into quality citizens is essential.  The Single Marine Program (SMP) provides needed recreation and stress outlets that are both wholesome and support development of social skills.   Just as important, the SMP stresses the responsibility of young single Marines to identify solutions to QOL issues and resolve them through working with the chain of command.


While we recruit Marines, we retain families.  We know that military life can be demanding and hard on families.  Supporting the stability and well being of our families is an essential investment in retention and readiness.  Family readiness, the ability of our families to be prepared and equipped with the knowledge and skills to meet and surmount the challenges of the military lifestyle, is an abiding concern of leadership.  In an effort to enhance family readiness, we have developed Marine Corps Family Team Building Programs such as Key Volunteer and Lifestyle Insights, Networking, Knowledge and Skills programs to improve communications within Marine families and facilitate orientation to Marine Corps Family life. 

Congressional support in allocating and sustaining resources for our bases and stations has a profound impact on our readiness.  Our bases serve as hometown communities and civic centers for Marine families, a launching pad for deployments, and adequate space for training.  We are not only focused on training but on learning and education as well.  Expansion of our distance learning program to ensure that the greatest number of our high quality young men and women have the opportunity to pursue education is just one of our goals.  The Marine Corps’ Lifelong Learning Program merges the capabilities of libraries and the wide range of off duty education programs: such as Marine Corps Professional Reading List for Marines (both at the Marine’s home station and while deployed); an expanding tuition assistance program, used by over 21,000 Marines in FY01 to advance their education/career progression; and a number of ongoing programs that enable Marines to obtain academic credit for skills obtained in their military careers.  The Marine Corps Community Services (MCCS) has proven to be a highly effective organization to manage our many QOL programs and a valuable resource for commanders, our Marines and their families.   

 
The Marine Corps continues to be a significant force provider and major participant in joint operations.  For 6 percent of the DoD budget, the Marine Corps provides 20 percent of the active ground maneuver battalions, 20 percent of the active fighter/attack squadrons, 19 percent of the attack helicopter squadrons, and nearly one-third of the active duty combat service support.  Your Marine Corps remains strong and able to accomplish its mission, yet only a sustained increase in resources will yield the flexibility and resilience we need in both the short and long term.  Our successes have been achieved by following the same core values today that gave us victory on yesterday’s battlefields.  With your support, we can continue to achieve our goals and provide our Marines with what they need to accomplish assigned tasks.  Marines are proud of what they do!  They are proud of the “Eagle, Globe and Anchor” and what it represents to our country.  It is our job to provide for them the leadership, resources, QOL and moral guidance to carry our proud Corps forward.  With your support, a vibrant Marine Corps will continue to meet our nation’s call as we have for the past 226 years! 
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