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Training, U.S. Coast Guard. It is intended
for information only and is not authority for
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expressed are not necessarily those of the
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ON THE COVERS: CIVILIAN RAMEL ROWLEY IS
TRANSFORMED TO SN ROWLEY AFTER JOINING THE
CG RESERVE.

Talk about Mobile Recruiters! This USCG van is shown at last
summer’s national Boy Scout Jamboree at Fort A.P. Hill, Va.

and is devoted entirely to a subject you've no doubt heard
a lot about lately — RECRUITING!

What do you think of when you hear that word? My Webster’s
defines it as “To engage (persons) for duty in the armed forces.” 1
think of the many hard-working Coast Guard recruiters I've known,
recruiting offices I've visited (including the office I first enlisted at
in Chesapeake, Va.), and various Coast Guard posters, bumper
stickers and other paraphernalia I've seen to help sell our Coast
Guard.

But recruiting is a lot, lot more than that — it’s all about people!

The Coast Guard has roughly 106 recruiting offices nationwide
and about 200 full-time recruiters in the field.

And they need our help!

A while back, the Coast Guard Recruiting Command published a
pamphlet entitled “Everyone is a Recruiter User Guide.” It is full of
useful information to help Coast Guardsmen recruit for our great
organization. The point is, we're all recruiters whether we like it or
not. Just by putting on your uniform, you are making a statement,
and you never know what seeds you may be planting.

Next year, the Reserve program is looking to grow from 8,000 to
9,000 Selected Reservists with more growth slated for the
immediate years to come. Again, you can be part of the answer.
Talk with potential recruits — your neighbors, members of your
church or school. Perhaps you can give a talk about the Coast
Guard at your local community service club (Optimists, Lions Club,
Kiwanis, etc.), or arrange for a tour at your local station. Let’s all
do some recruiting this year — remember, many hands make light
work!

A few years ago, The Reservist reported that Station Port
Canaveral held career day for the county’s high school counselors.
The counselors were invited to the station for a day to become
familiar with the many missions and opportunities available for
high school graduates in today’s Coast Guard. It was a big hit.
Port Canaveral also held Shadow Days for candidates considering
joining the Coast Guard or Coast Guard Reserve. (For full text of
this article, see Jan/Feb 1998 Reservist on-line at
www.uscg.mil/reserve). Great ideas!

If nothing else, use the cards and posters printed in this issue to
help to pass the word to potential recruits, and take a minute to
memorize the following phone number and Coast Guard recruiting
Web site so you can refer potential recruits any time. It’s another
aspect of being Semper Paratus:

1-877-NOW-USCG,
www.gocoastguard.com

3. s scheduled, this issue is the first “Special Issue” of 2002

f— En-

USCG photo
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Rear Admiral
Carlton D. Moore,
USCGR
Acting Director of
Reserve and Training

This special
recruiting insert has
been designed to
provide you with
valuable information
to fulfill this urgent
request. Please read
it thoroughly and
begin thinking of
ways you can interest
others to join our task
of supporting the
Coast Guard and our
Nation. Most of you
can point to
someone who
piqued your interest
enough to join. Why
not do the same for
others?

We Need More People

ince the attacks on America
Slast September, the Coast

Guard has been sharply
challenged to meet daunting, new
threats at home as well as continue
participating in joint forces
assignments overseas. In addition to
increased operational tempo
throughout the Coast Guard, one
major result has been the elevation of
the Homeland Defense mission to
major program status. These
challenges have produced a clear
need to increase the size of both
active duty and Reserve forces.
Current demand by Reserve Program
customers on the active side suggest
a Selected Reserve sized in excess of
12,000. That represents an increase
of over 50 percent from our present
onboard strength of 7,900. Clearly,
training infrastructure and funding
limitations tell us it cannot be done
in one or two years. It will take a
multi-year effort on the part of all
members of the team to make it a
reality.

Internally, we are identifying
obstacles to recruiting expansion and
resolving them where possible. One
current area needing course
corrections is the Reserve Personnel
Allowance List (RPAL). We have
established the Reserve Workforce
Structure Board (RWSB) to address
major misalignments that have
grown within the RPAL since its
inception in 1997. The RWSB is
tasked with minimizing those
discrepancies to create a more
flexible billet system, more able to
change with changing times. Expect
to see positive changes soon.

These internal initiatives will
better prepare us to achieve our
number one challenge — recruiting.
We already know the regular
recruiting force is fully engaged in
simply meeting its increasing active
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duty missions. To meet added
Reserve missions will require our
assistance. Therefore, a major move
is underway to increase our Reserve
Mobile Recruiter force to 36 by the
fourth quarter of this year. That
represents an increase from just four
mobile recruiters at the end of FYO1.
Already, nearly 25 are onboard and
training for their tasks as this
Recruiting issue goes to press.
Another tool we have provided is a
major expansion of our incentive
programs, including effective bonus
offerings, which are explained in
greater detail in this insert.

While these initiatives may seem
on paper to fully cover our recruiting
projections, we cannot be lulled into
believing they will. Any recruiting
program needs the efforts of all its
members to have a chance at success.
With record accession goals facing us,
I am strongly urging all members of
Team Coast Guard to help in any
way they can. As an example of how
far-reaching this can be, past Reserve
recruiting campaigns have received
invaluable assistance from members
of the Auxiliary and Retiree
populations, proving help can come
from all corners.

This special recruiting issue has
been designed to provide you with
valuable information to fulfill this
urgent request. Please read it
thoroughly and begin thinking of
ways you can interest others to join
our task of supporting the Coast
Guard and our Nation. Most of you
can point to someone who piqued
your interest enough to join. Why
not do the same for others? Your
professional recruiting force is
standing by ready to help you in any
way they can. With our current
shortages, we need your help more
than ever.
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How You Can Help

Keeping the Coast Guard Reserve staffed with
quality people is a big job. This is especially important
as we continue expanding the size of our Selected
Reserve (SELRES) in our post 9/11 world. Our force
optimization staffs at Integrated Support Commands,
ISC(pf)s, and recruiters in the field need your help in
identifying good leads. You can do this most effectively
with just a little bit of knowledge about Reserve
recruiting programs.

Where new accessions come from

Each year, Commandant (G-WTR-1) develops a
Reserve Recruiting Plan that includes our goals for new
accessions. Our current recruiting plan calls for 718
new enlisted personnel to join the Coast Guard’s
SELRES by fiscal year end (Sept. 30). In addition,
another 400 personnel who are released from active
duty (RELAD) are targeted for voluntary transition to
the SELRES. This is part of a multi-year plan to
increase the overall strength of the Selected Reserve
from 8,000 to 9,000 by the end of FY03. To reach that
level, assuming we meet our FY02 goal, next year’s
mission will have to be a minimum of nearly 1,300 new
and 400 RELAD accessions. Officer accessions for FY02
remain at FY01 levels. However, with FY03 strength
increases, they are expected to experience a modest
increase to keep pace. Taken together, these levels far
exceed any in recent memory and will require
everyone’s help to achieve.

Enlisted Accessions

Non-Prior Service with minimal civilian
experience (RPs & RKs)
Age: 17 — under 28; FY02 Target: 302

These programs consist of new recruits requiring the
broadest of initial training. Generally, non-prior service
programs allow the Coast Guard the flexibility to train
people to fill unit needs. Prior to attending guaranteed

Photo by PA3 Aida Cabrera-Vlasnik, USCG

Chris Pennewell, right, of Federal Way, Wash., is
sworn in by his father, CG Reservist CDR Jim

Pennewell on April 29, 2002. The swearing-in is one
of the milestones in the process of joining Team CG.
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Class “A” resident training, RPs and RKs must
successfully complete the eight-week recruit training
cycle at TRACEN Cape May, N.J.

In the RP program, a new recruit goes directly to a
guaranteed Class “A” school after recruit training.
Their shipping dates to Cape May are scheduled to
coincide with class convening dates of their particular
“A” schools. Thus, young adults, not tied to civilian
school schedules, are targeted. Due to the quick return
on our initial investment, the RP program is set to
bring in 152 new recruits this fiscal year.

The RK program is designed for students. Typically,
RKs attend their recruit training the first summer they
join (RK Phase I). Upon graduation, they return home
to begin drilling at a unit during the school year (RK
Interphase), learning their skills and working toward
advancement to SN/FN. The following summer, they
will attend class “A” school to complete their rating
requirements (RK Phase II). The FY02 target for the
RK program is 150.

Non-Prior Service with matching civilian skills
(RX); Age: 26 — under 35; FY02 Target: 118

RXs, or Direct Petty Officers, are enlistees whose
specific civilian skills closely match current needs of the
Service. RXs attend the Non-Prior Service version of
Reserve Enlisted Basic Indoctrination (REBI), a two-
week school at Training Center Cape May, that will
orient them on basic military requirements and current
Coast Guard policies and procedures. This is in lieu of
the full eight-week recruit training regimen. Recruiting
packages are forwarded to ISC (pf)s, who are
responsible for obtaining rate/rating determinations and
potential billet/unit assignments.

Prior Service with greater than five years
since separation (RQs, RNs & RJs)

This group consists of prior service personnel,
including Coast Guard/Coast Guard Reserve, whose
separation occurred five or more years ago. They are
required to attend the Prior Service version of (REBI), a
two-week resident indoctrination at TRACEN Cape May
similar to the non-prior service version, but without
much of the basic military instruction. These accessions
must be processed through a recruiter so that the
necessary physicals, rate/rating determinations and
other paperwork can be completed.

CG/CGR Prior Service with less than five
years since separation (RQs & RNs)
FYO2 Target: 153

These enlistees require no initial training and are
available for billet/unit assignment immediately upon
enlistment. As overall SELRES strength increases are
authorized and corresponding training infrastructure



limitations are experienced, it is this group that
becomes an ever-increasing target to meet accession
goals.

RELADs (RQs & RNs)
FY02 Target: 400

Regular Coast Guard members who are about to
separate from active duty (whether still within their
military service obligation or beyond — for our
purposes, we refer to both groups as RELADs, for
“released from active duty”) present an ideal target
population for the Reserve because of the up-to-date
training and experience they bring with them. Among
important options available to these personnel is a
minimum-hassle enlistment in the SELRES.

This year the Office of Reserve Affairs established
an In-Service Transfer (IST) Team located at
Headquarters to help meet our FY02 goal. This team
assists the Coast Guard Personnel Command, ISC
(pD)s, field commands and career development advisors
in their efforts to contact and counsel all separating
personnel six-months prior to discharge. Our plan
calls for 400 enlisted RELADs to enter the Reserve
this fiscal year. ISC (pf)s are authorized to bring
RELADs aboard anywhere that they can be effectively
employed. Currently, RELADs in aviation ratings are
required to begin a lateral to another rate upon
entering the SELRES.

Officer Accessions

While some of our officer accessions come from the
RELADing active duty pool (the “R-to-R,” or “Regular-
to-Reserve” program), we commission 60 new officers
each year through the Selected Reserve Direct
Commission (SRDC) program. SRDC applicants are
chosen via an annual process that includes ISC (pf)
selection panels and a final selection board at the
Coast Guard Personnel Command. Applicants are
limited to those with prior military service. CGR
enlisted applicants apply via their chain of command.
All other applicants are processed through the normal
Coast Guard Recruiting process. An ALCOAST
announces the solicitation every fall. However,
applicants are encouraged to begin putting their
packages together as early as possible by either
visiting their local Coast Guard recruiter, or by
downloading the required forms and information from
the following Web site:
www.uscg.mil/reserve/training /srdc.html.

Separate from this group, Reserve Chief Warrant
Officers are appointed from Reserve enlisted members
E-6 and above.

Other Recruiting Goals

In order to ensure that we get the people we really
need, there are a few other requirements addressed in
the Coast Guard Reserve’s recruiting plan that you
should know about. They are:

Summary of Reserve
Recruiting Programs

RP

Eight-week recruit training followed immediately by
guaranteed “A” school.

Requirements: No prior military or civilian
experience required.

Ages 17 — under 28.

RK

Three-sectioned student program:

Phase I: Eight week recruit training first summer.
Interphase: Drills at assigned command during RK’s
school year

Phase II: Guaranteed “A” school following summer.
Requirements: No prior military or civilian
experience required.

Ages 17 — under 28.

RX

Direct Petty Officer Program:

Attend two-week REBI training,

then begin drilling at assigned command.
Requirements: No prior military

service required; rate/rating

matching civilian experience

required.*

Age 26 — under 35.

* Waiverable in certain cases where enlistee agrees to
attend “A” school after REBI (depending on seat
availability)

RQ/RJ/RN

Prior military service programs:

attend two-week Prior Service

REBI, then begin drilling at

assigned command.*

Requirements: Prior military service, eligible for
enlistment.

Ages: under 30 for prior E-3,

under 40 for prior E-4 or above.

* If prior Coast Guard, active duty or Selected
Reserve within last five years, no REBI required, begin
drilling at assigned command upon enlistment.
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» SELRES Billet Assignments: All new accessions are
targeted for filling specific, vacant RPAL billets or billets
that are projected to be vacant. However, when that is
not possible and you have an otherwise fully qualified
prospect, current policy (ALCOAST 511/01,
www.uscg.mil/reserve/msg/coast511-01.htm) allows
creation of temporary billets for assignment if receiving
commands can provide valid, continuing justification for
the additional reservists and have the capacity to train
and support them.

* “A” School Assignments: All RPs and RKs will
be guaranteed a specific “A” school at the time of
enlistment. The choice of schools is based primarily on
school quota availability.

* |ADT Requirements: With regard to fulfilling
Initial Active Duty for Training (IADT) requirements,
those programs requiring full recruit training (RP/RK-
eight weeks) and REBI (RQ/RJ/RN w/>five years out-two
weeks), that training must be completed before they may
begin drilling at their units.

Did somone say, "Mayday"?

U.5. Coast suard Resarve

heroes wanted.

For mere Infoermatien call
1-877-NOW USCG
orwigit
wyw.gacmasigumrd,cmm
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What is your Office of Reserve Affairs
doing to help?
Selected Reserve Incentive Programs

As needs of the Coast Guard Reserve change, financial
incentives must be responsive to those changes. While we
may perhaps never compete “head-to-head” with our
Department of Defense Reserve counterparts, we do,
nonetheless, have much to offer in our overall packages.
To help answer the need to expand our Selected Reserve,
both for enlistments in general and specific rates/ratings
and unit assignments in particular, the Reserve is able to
provide such incentives this year. For more information
on specific programs currently available for enlisted
Reserve recruiting, please refer to ALCOAST 231/02. It
may be found online at either
www.uscg.mil/reserve/msg02/coast231-02.htm or
www.uscg.mil/hq/g-w/g-wt/g-
wtr/Relad/hg/reserve/ BONUS/Bonindex.him.

At present, officer recruiting incentives are limited to
SELRES Physician Assistants. See the SELRES PA
Bonus ALCOAST 118/01
(www.uscg.mil/reserve/msg/coastl18-01.htm or
www.uscg.mil/hq/g-w/g-wt/g-
wtr/Relad/hq/reserve/ BONUS/Bonindex.htm) and the
Health Professions Loan Repayment Program, ALCOAST
279/02 (www.uscg.mil/reserve/msg02/coast279-02.him).

Reserve Mobile Recruiter Force

The Reserve is not the only component of Team Coast
Guard that is expanding. The regular active duty side is
growing as well and an integrated, complementary
approach to recruiting is necessary to ensure all mission
targets are achievable. The original 1997 concept of the
Reserve Mobile Recruiter Force, which was established to
provide the Recruiting Command with a short-term kick
start for Reserve recruiting, has evolved. Scheduled for
phase out in FY02, it has instead taken on a vastly
expanded role since Sept. 11. Today, it is in the process of
expanding from its FYO1 mission in only six PSU markets
to 36 recruiters nationwide. This ambitious program has
become crucial in assisting a fully-tasked regular active
duty recruiting force meet its increased Reserve goals.
“Mobiles” are volunteers from the ranks of the SELRES
on long term, Reserve-funded active duty contracts. They
are strategically assigned to recruiting offices in major
metropolitan markets where multiple Coast Guard
commands exist. This effort also gives the Reserve a
bonus opportunity to recruit in areas that will help build
a more diverse force. If a mobile recruiter is assigned
within your area, that person is the specialist for
prospects to contact.

Recruiting is a never ending, challenging, and
potentially rewarding job. Using your imagination and
knowing recruiting policies and regs, you can make a
huge difference in helping the Coast Guard meet its
multi-mission objectives. Positive results can only ease
everyone’s workloads and create tremendous payoffs. We
need everyone to work together like never before in our
history. Today is not soon enough!



What can you do?

As a member of Team Coast Guard, you can do
a great deal to help our recruiting efforts for both
the Coast Guard and Coast Guard Reserve.

First, remember this: 1-877-NOW-USCG!
That’s the number you or a potential recruit can
call to be connected to a recruiter in your local
area. You may also want to check the Coast Guard
Recruiting Homepage: www.gocoastguard.com.

Second, be ready to be a spokesperson to your
family, friends, co-workers and acquaintances.
Think about what you’ll say if they ask you about
your Coast Guard Reserve work. Know where
your local recruiting office is and have a general
knowledge about the basic requirements to join
and current incentives available. If a Reserve
Mobile Recruiter is assigned to that office, be sure
to help your prospective reservists make that
contact. If one is not nearby, follow through with a
call to your recruiting office to ensure an
acceptable contact is made.

For your prospects, be ready to give them your
honest opinion about why you drill, addressing
both the pluses and the minuses — give them the
big picture. Offer to take them down to the
recruiting office, get recruiting materials and
information for them. (We have provided you
with special pull-out posters and business cards
inside this issue!) You might also arrange for a
visit to your command during a time when both
command and Reserve representatives can meet
with them.

Other things to be aware of
The Coast Guard Recruiting Command in
Arlington, Va., says you can help in recruiting by:
* Making people aware that both the USCG
and USCGR are hiring, that there are job
opportunities in our Reserve.
* Encouraging people to contact their local
recruiting office or call 1-877-NOW-USCG.
* Promote community involvement by local
Coast Guard units and provide USCG
information to the public.
* Encourage individuals scheduled for
RELAD to visit our Web site either directly at:
www.uscg.mil/hq/reserve/ RELAD/hq/reserv
e/relad/indexl.htm, or through the “Stay
Coastie” page off the USCG internet home
page, www.uscg.mil/staycoastie/postcg.him.
In addition, urge them to seek assistance from
their ISC (pf)s, Reserve colleagues and their
Career Development Advisors. They are there to
help and can ensure RELADers are armed with
the information necessary to make the right
decision.
— CDR Steve Nye, Commandant (G-WTR-1)
E-mail: snye@comdt.uscg.mil

Three reasons you
should encourage others
to join:

* They may be eligible for bonuses
and other financial incentives ranging

from $1,000 to $30,000, plus pay for
drills and active duty.

* They may be eligible for
educational benefits, including the
Montgomery GI Bill and Coast Guard
Tuition Assistance, as well as formal
and on-the-job fraining.

* They’'ll experience the pride and
personal growth that comes with
serving their country.

Three things you can do
to help them join:

* Tell them about the Coast Guard.
Tell them about the range of
opportunities available to them. Be
honest about how tough and
demanding the job can be.

* Take them to visit their local
recruiter, or share the Coast Guard'’s
toll-free recruiting number with them
(1-877-NOW-USCG).

 When appropriate, arrange for
prospective applicants to visit your
local command for a first-hand look
at the Coast Guard.

1&59& EoEsr SUaral REsSR7
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DRILL PAY

COMMISSIONED QOFFICERS v 2

Effeceiver Janwary 1, 2002

Crrmaulative Fears of Service

Pay Grade | Under2 | Over2 | Over3 | Overd | Over6 | Owverd | Owver 10 | Over 12 | Over 14 | Over 16 | Over 18 | Over 20 | Over 22 | Over 24 | Over 26
07 5,966.40( 6,371.70 6,418.20) &657.90) 6,840.30) 7.051.20] 7.261.80] 7.472.70[ 813510 869490 8,738, 70
1 drill 198.58 212.39 213.94| 22193 22801 235.04) 242.06| 249.09) 271.17[ 289.83 291.29|
4 drills T95.52 B48.56 B55. 76| BA7.72] 912.04] 940.16] 968.24) 996.36) 1084.68) 1150.32 1165.16
-6 442200 485790 517480 5196460 541890 5.448.60 5.628.60| 630570 462700 6.948.30( F.131.00f 731610 7467520
1 drill 147.40 161.95 172.56 173.22 180063 181.62 16762 21019 22090 231.61 23770 24387 255.64
4 drills 580,60 BAT.T2 690.24 E92.88| 722.52| 726.48 750.48| B840.76| 88360 926.44| 950.80 975.48| 1023.36
-5 3.537.00( 4.152.60| 4,440.30) 449430 447310 4 813500 5073.30| 5413.50| 575580 591900 &079.80 &25280
1 drill 117.80 138.42 148.01 149.81 155.77 160.45 169.11 180.45 191.86| 197.30| 202.66) 20B.78
4 drills 471.60 553.68 592.04 599.24| G23.08 G41.80) 676.44| T21.80) TET.44| TB9.20| 810.64) 835.04
O-4 3.023.70| 3.681.90| 3,927.60| 398250 4,210,850 4,395.90] 4,696.20, 4,930.20) 507250| 525570 5.310.60
1 drill 100.79 12273 13092 132.75 140.35 146,53 156.54, 164.34 169.75 175.19 17702
4 drills 20316 49092 523.68 531.00 se1.40) S86.12| 626.16) 657.36| 67900 voo7e|  Tos.08
O-3 5,796.60| 2,170.40] 2491 80| 3,60870] 387570] 4,070.10] 4,232 40| 444120 454950
1 drill 93.22 105.68 114.06 123.29 129.19 13567 141.08]  148.04] 151.65
4 drills 372.88] 422.72] 456.24] 493.46] 516.76] 542.68] 564.32] 592.16] 606.60
0-2 2414620 2,751.90| 3,169.50| 3.2746.30| 3,344.10
1 drill 80.54 91.73 105.65 109.21 111.47 | Nities
4 drills 322.16 I66.92 422.60 436,84 44588 1. The montily baic pay i or e same ee ax the pay grade, 1 drill = o feest 3 Bours of fraining
-1 209760 2.183.10] 2,638.50 awd 4 drills is pormaily fir §oweekend training (8 howrs Saterdays and 8 kours Serdaph
1 drill 4592 7277 B7.95 2. T vhere ix ot aawind pnder camalative years of service, the £ i dy st tha Left appis,

4 drills 279.68) 291.08] 351.80 | ] | | | |
COMMISSIONED OFFICERS WITH AT LEAST 4 YEARS AND 1 DAY OF ACTIVE DUTY SERVICE AS AN ENLISTED MEMBER ANDIOR
{includes reserve commissioned officers with at least 1,460 points when paid from reserve appropristions]

0-3E 34698.70) 3.87570] 4,070,100 4,232.40| 4,441.20] 4,617.00| 4,717.50] 4,855.20
1 drill 123.29 12919 13567 141.08 148.04 153.90)  157.25] 161.84
4 drills 49316 516.76 542 68 564.32 50216| 615600 &29.00 647_36
0-2E 3275630 3344.10| 345030 3,430.00| 374890, 3.872.40
4 drill 109,21 111,47 115,01 121.00) 12563 129.08
4 drills 436,84 445,88 460.04 484.00 502.52 516.32
O=-1E 263850 251820 292230] 3,023.50 313320 327630
1 drill 87.95 93.94 a7.41 100.95 10444,  109.21
4 drills 351.80) 37576 38944 403.8D] 41776 43684

WARRANT QOFFICERS
W=5 4.965.60) 5.136.00] 5.307.00) 5478.40
1 drill 165.52 171.20 176.90 182.62
4 drills G62.08 68480 70760 T30.45
W-4 2.889.450) 3008.50( 3,1%8.00) 328590 3437.10| 358450 3,737.70| 388530 4.038.00| 4,184.40( 4.334.40) 448060 4.432.60| 4.782.00) 493530
4 drill 96,32 103,62 106,60 109,53 114,57 119,55 124.59) 129.51 13460 139.48| 144.48| 14936 15442 150,40 164,51
4 drills 385.28 414.48 426.40 438.12 458.28 478,200 498.36 518.04 538.40 557.92 S77.92 59744 617.68 B37.60 658,
WW=3 2,638,580 2,662.00 260890 3017.40] 3,15240] 3,330.90] 3.439.50] 3,558.30| 349390 3,828.60 3.963.60( 4.095.30| 4,233.30| 436590
1 drill 87.96 95.40 96.63 100.58 105.08 111.03 114.65 118.61 12313  127.62 132.12 136.61 141.11 145.63
4 drills 351.84 381.60 386,52 40232 42032 444.12] 45860 4T4.44| 49252 510438 528.43 546.44 564 44 582.52
W-2 2.321.40) 2.454.00 2569.8) 265410 272640 287520 2.9&4.4[1[ 3.093.590] 320040 3,318.00 343890 355980 3.4680.10) 3.801.30
1 drill 7r.38 #1.80 85.66 88,47 90.88 9584 55‘.4&[ 103.13 106.68 110.60/ 114,63 116.66 122.67 126.71
4 drills 309,52 327.20 342.64 353,88 363.52 383.36) 3‘97.9‘2| 412.52 426.72 442,40 458.52 474.64 490.68 506, B4
W-1 2049.80 | 2.217.40| 2,330.10 2402.7) 2,511.90 242470 2,737.80, 2.850.00] 2,943.70| 3.077.10] 3,189.90 3.275.10
1 drill 6B.33 73.82 TT.67 80.09 83.73 B7.49 91.26 4500 9879 10257 10633 10947
4 drills 273.32 295,68 310.68 320.36| 33492] 24996 365.04] 38000 30516 41028 42532 436.68

ENLISTED MEMEERS
|E-3 3,423,590, 3.501.30] 357940 3.714.40( 383040 3.944.10) 4.098.30| 4.251.30| 4.4487.00
1 drill 11413 116.71 119.98 123.82] 12768 131.47 136.61 141.71 14E.90
4 drills 456.52 466.84 479.92 495.28 310.72 525.88 S46.44 50684 595,60
|E=B 2,858.10] 2,740.60| 3.017.70] 3.110.00] 3.210.30] 3,314.70) 3.420.30| 3,573.00| 3,724,680 3,937
1 drill 9527 a8.02 1Dﬂ.5@| 103.67 107.01 11049 114.01 118.10 12416 131.26
4 drills 381.08| 302.08) 40236] 414.68) 42804 44106 456.04) 4ATEAD 49664 525
|E-T 1.986.00( 216000 2.251.50) 2.332.50) 241740 256290 264510 2726.40, 2.808.00| 2802600 297510 3.057.30) 3.,200.40| 3,202.80| 3.526.80
1 drill 8623 T2.30 7505 TT.75 80.58 8543 8817 ‘Q0.88 a93.60 96.42 9917 101.91 10E6.68 109.76 117.56
4 drills 264,92 283,20 300,20 311.00 322,32 341,72 352.68) 363.52 374.40| 3IB5.68) 396.68( 407.64| 42672 439.04] 47024
|E-G 1,701.00[ 1,870.80] 1,953.60] Z.033.70] 2,117.40] Z,254.50| 2,337.30] 2,417.40| 2,499.30| 2,558.10| 2,602.80)
1 drill 56.70 52,36 65.12 B7.78 T0.58 7515 .o B0.58 B33 B5.27 BE.TH
4 drills 226.80 249.44 26048 27116 282.32 300.60 31164 32232 333.24 341.08 34704
|E-5 1.561.50| 1.665.30| 1.745.70| 1.828.50| 1.912.80| 2.030.10, 2.110.20, 2,193.30
1 drill 52.05 55.51 58,19 60,95 63.76 G7.6T T0.34 73.11
4 drills 208.20 22204 232.76 243,80 255.04 270.68 281.36 292 .44
|E-4 1,443.60( 1,517.70] 1,599.60( 1,680.30| 1,752.30
1 drill 48.12 50.59 53.32 56.01 58.41
4 drills 192.48 20236 213.28 224.04 233.64

E-3 1.303.50) 1.385.40( 1,448.50

1 drill 43.45 46.18 4895
4 drills 173.80 184.72 195.80 |
|E-2 1,239.30
1 drill 41.3
4 drills 165.24
|E-1 dmos+ 1.105.50
1 drill 36.85
4 drills 147.40
|E-1 <d4maos 1,022,370
1 drill 34.09
4 drills 136.36
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SELRES BONUS PROGRAM (15 May 2002)

This document, prepared by G-WTR-1 staff, briefly outlines the various Reserve bonuses currently available.

It is intended to be used as a guide to assist personnel in determining if a SELRES bonus is applicable in

a given situation. These charts do not contain all the eligibllity requirements. Level | denotes "most

critical”, Level Il denotes "critical”. Review the references below for specific guidance on eligibility requirements.

Initial Enliztment Levell Level i New $2K Total
-6 yr enlistment (RP, RK, RX); MK, BM, P5, F5, TC, YN, ET
-Assigned to a Naval Coastal Warfare Forces Unit (NCWFU) 35K B2k 7K
-5 yr enlistment (RP, BK, RX); GM, DC; Assigned to a NCWFL 82K Bk S4K
-6 yr enlistment: All pers assigned to Maritime Safety & Security Teams (MSST) F2K F2k 4K
-All & yr mitial enlistments not listed above P2K 2K
Prior Service Enlistment Levell Levelll Total
-6 yr enlistment (RQ, RJ, RN); MK, BM, PS, F3, TC, YN, ET; Assigned to NCWFU BoK 5K
-3 yr enllstment (RQ, R, RM); MK, BM, PS, FS, TC, YN, ET; Aasignad to NCWFU 529K 32.5K
-8 yr anlistment (RO, RJ, RN); GM, DC; Assignad o NCWFL 2K 52K
-3 yr enllstment (RO, RJ, RN), GM, DC; Assigned 1o NOWFU FIK 31K
-6 yr enlistmant (RO, RJ, RN); All personnel assigned to a MSST 52K 2K
-3 yr enlistment (RQ, RJ, RN); All parsonnal assigned 1o a MSET F1K 1K
Reenlistment & Extension Total
_._._._n_ bonus at this time 30 _
Affiliation Level | Total
Member executas a writlen agreement to serve in the SELRES for the entire remaining period of reserve obligation) $50fmao for ea. mo. remaining M50 | | $2.4K
Physician Assistant Total
-Special Pay for SELRES PAs: Members execule 2 writien agresmant to sarva in a PA billet at one of the six P3Us [$10Kyr up to three (03) yrs E30K
-Health Professions Loan Repayment Program (HPLRP); Members executa a written agreament to serve ina PA  (Up to 20847 up to 350K max over
billat for six years: pyrnts (less taxes) made to financial institution(s) on bahall of mermber three (03) yrs 50K

Refarences: Title 37, U.5. Code, Section 308: Current SELRES Bonus (ALCOAST 231/02); SELRES Bonus Programs, COMDTINST 722014
Special Pay for Selected Resarve Physician Assistants (ALCOAST 11801); HPLRP, Tite 10 USC 16302 (ALCOAST under draft)
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Know Your Reserve Recruiters

and neighborhood, you are likely to find

qualified folks who have the commitment,
honor and drive it takes to become a member of
the Coast Guard Reserve. You've decided to tell
them about your job — the pride you feel as a
member of the Coast Guard, the training you've
received and the lifelong friends you've made.
Chances are they will like what you've told them
and want to find out more. You will want to
direct them to the Reserve section of the
Recruiting Web site
(www.uscg.mil/jobs/reservejobs2.htm) and to the
Reserve Home Page (www.uscg.mil/reserve/) to
learn more about us. However, do you know the
next step?

It’s getting them in touch with a recruiter. You
could just tell them to call their local recruiter
by calling 1-877-NOW-USCG, but think about
how much more it would mean if you referred
them to someone you know! Better yet, make it
easy for your prospects by setting up their first
recruiter meeting. Offer to take them or to go
along.

I f you look around your work environment
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While every recruiter should be able to discuss
all programs offered by the Coast Guard, some
recruiters have special training in a focused
mission to meet the special needs of Reserve
recruiting:

* Reserve Mobile Recruiters — This
program was first started in 1998, with 10
reservists coming on ADSW-RC, equipped with
laptops, printers, GSA cars and cellular phones.
Each recruiter was assigned directly to a local
recruiting office. Their job was to find qualified
Reserve prospects at key locations around the
country. The original vision of the program
would prove to be so successful it would be
phased out by FY01. However, with post 9/11
expansions of both the Active Component and
Selected Reserve well underway, that direction
has been sharply reversed to assist a now very-
stretched regular Recruiting Command. To help
meet the FY03 SELRES strength projection of
9,000, an increase of over 12 percent, the mobile
recruiting force is being expanded from four
members in FY01 to 36 by mid-Summer 2002.



As this insert goes to press, 24 of the 36

have been selected and hired and are

awaiting specialized training. They are R E s E R V E M O B I I' E R E C R U IT E R s

being strategically located in major

metropolitan areas where 1) general State/Territory City/Metro Area #Mobiles

populations are high, 2) Coast Guard .

commands exist and 3) the highest Al Mobile 1

potential ex1sfcs to recruit a dlYerse ‘ CA Cerritos 1

workforce. Find out from the inset list of | h

locations if one is in your region, and get CA Los Angeles/Long Beac 1

in touch with them through the CA Sacramento 1

recruiting office to which they will be CA San Diego 1

assigned. CA San Francisco 1
CA San Jose 1

* Regular Recruiters — Just because

we are hiring a larger Reserve Mobile FL Miami 2

Recruiting force, don’t think the regular FL Tampa 1

recruiting arena isn’t helping. On the

contrary, recruiting offices are dedicated LA New Orleans 2

to assisting in Reserve recruiting

whenever possible. However, they are MA Boston 1

busy folks and will welcome any

assistance you and your fellow reservists ME Portland 1

can provide to make that job easier. Give

them a call or, better yet, pay them a MI Detroit 1

visit to learn ways you can help them in MI Lansing 1

an unofficial capacity.
NY Buffalo 1
NY Long Island 1
NY New York 1
NY White Plains 1
OH Cleveland 2
OR Portland 1
PA Philadelphia 2
PR San Juan 1
RI Providence 1
X Corpus Christi 1
T™X Houston 2
VA Alexandria (Wash., DC area) 1
VA Norfolk 2
VA Richmond 1
WA Seattle 2
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What Recruiters Do With A “Lead”

“lead” or “prospect”
is a potential
applicant who may

be interested in serving in
the Coast Guard or Coast
Guard Reserve. Reserve
recruiting presents a special
challenge to Coast Guard
recruiters. Recruiters cannot
just enlist anyone who meets
enlistment qualifications.
They must attempt first to
recruit to specific Reserve
Personnel Allowance (RPAL)
billet vacancies in specific
areas. If none are available,
they are authorized under
ALCOAST 511/01
(www.uscg.mil/reserve/msg/
coast511-01.htm) to recruit to
temporary billets created by
their Integrated Support
Command Force
Optimization and Training
Branch, or ISC (pf).

In either case, close working relationships among
recruiters, ISC (pf)s and local commands are of absolute
necessity. Recruiting offices obtain RPAL vacancy lists
from ISC (pf)s. Those lists will show what unit, rate or
rating specialty (e.g. BM3, MK2, YN1) is needed.

Finding leads is the toughest part for any recruiter.
They can be generated by advertising in papers,
television, radio, career fairs, school visits, word of
mouth, and other creative means. Once a lead is
established, the recruiter must interview and pre-
qualify applicants for entry into the Service.

One thing a recruiter determines during an interview
is whether the person meets minimum qualifying Coast
Guard standards. Disqualifiers include age, police
record, drug use, medical problems, too many
dependents, too much prior service time or not
possessing the skills for the position they are seeking.
The recruiter also determines programs (RP, RK, RY,
RX, RN, RJ, RQ) for which the applicant is qualified
(see Page 3). The recruiter contacts the ISC (pf) to
verify a billet is still open, and if so, begins processing
the applicant for enlistment (if a billet cannot be found,
creation of a temporary billet is considered under
ALCOAST 511/01). This includes scheduling for ASVAB
testing, physical exam, police clearance, etc.

Then comes the real paperwork. An enlistment
package needs to be completed. Non-prior service
applicant packages (RP, RK, RY) differ from those of
prior service (RQ, RJ, RN) or direct petty officer (RX)
applicants. A rate determination package is also
required by the ISC to determine the applicant’s
qualifications for the rating or specialty sought. E-4
rated matches may be approved at the ISC (pf) level.
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E-5 and above packages must be forwarded by the ISC
(pf) to Headquarters where the applicable Force Rating
Manager and Personnel Command approve. Once the
ISC approves (E-4) or receives approval (E-5 and
above), an enlistment authorization letter is sent to the
recruiting office, assigning rate/rating and unit. When
final approval is received by the Recruiting Office,
enlistment arrangements begin. The applicant is given
a copy of COMDTPUB P1573.1 B, What is a Drill? or
referred to the Web site version
(www.uscg.mil/reserve/drill/windex.htm) to further
acquaint them with the Coast Guard Reserve. An
applicant is enlisted when eligibility is confirmed. The
rest is caretaking to keep applicants motivated until
they attend either the eight-week basic training course
or the two-week Reserve Enlisted Basic Indoctrination.

Every enlistment is different and brings with it an
array of options including waivers and problems that
arise during processing. Good communication is
essential to make the process flow smoothly. If a
recruiter cannot get the answers they need from the
ISC or Recruiting Command, their credibility is at
stake. It also creates frustration for both recruiter and
applicant alike.

As you can see, Reserve recruiting is not easy. Coast
Guard Recruiters and Reserve Mobile Recruiters are
tasked with recruiting for active duty, Reserve and
certain officer programs. It requires “teamwork” among
recruiters, ISC (pf)s, Recruiting Command, Personnel
Command, Office of Reserve Affairs, and all Coast
Guard units and commands. Let’s make Team Coast
Guard a reality by working together to meet our goals!

— Field Recruiter-In-Charge
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Photo by PA3 Aida Cabrera-Vlasnik, USCG
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Above: Chief Petty Officer Barry White and Seaman Adam Upham show posters of Coast Guard missions to
the students. Below: Katie Andrews, 20, right, of Tacoma, Wash., enlisted into the Coast Guard Reserve April
22, 2002. She was sworn in by her father, CG Reservist LT Jim Andrews, left.

Photo by PA3 Chad Saylor, USCG

Coast Guard
Recruiters of the Year
for FYs 2000 and 2001

Each year, the Coast Guard recognizes the top
recruiters from across the nation, both Active Duty
and Reserve.

EMC Craig Brewis, assigned to Recruiting Office
(RO) Providence, was the Active Duty Recruiter of
the Year for 2001. Brewis distinguished himself as
the top recruiter by enlisting an astonishing 276
percent of assigned mission. BMC Gregory
Satchwell, of RO Tampa, is recognized as the top
Reserve Recruiter of this Year for the third year in a
row. Satchwell’s exemplary efforts in 2001 resulted
in his achievement of 200 percent of assigned
mission.

Due to the events of Sept. 11, 2001, the 2000
Recruiting Awards ceremony was cancelled. BM1
Jess Farmer, RO Louisville, was the Active Duty
Recruiter of the Year for 2000. He distinguished
himself by enlisting 170 percent of assigned mission.
BMC Satchwell continued his superior performance
by enlisting 173 percent of assigned mission in 2000.
ALCOAST 053 (R 081915Z FEB 02) announced the
winners of this award.
(www.uscg.mil/reserve/msg02/coast053-02.hitm)
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Why I'm Joining

the
Coast
Guard
Reserve

By Ramel Rowley

Help us make the
ordinary..,

. Specidl
Reserve Recruiting
o lsssue

o

N s
“Joining the USCG Reserve is

an opportunity that shouldn’t be
overlooked, and as a student |
will take advantage of this fine
opportunity. Yes, | want to go to
college and will do so, but first,
it's off to Cape May for the start
of a great adventure!”
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Ed’s note: Ramel Rowley has served as an intern in the Office
of Reserve Affairs at Headquarters for the last two summers. He
graduated from Bowie High School in Maryland on June 4,
2002. After his internship ends in late summer, he plans on
going to Coast Guard boot camp at TRACEN Cape May, N.dJ.
We asked Ramel to jot down his reasons for wanting to join the
Coast Guard Reserve and they are published here. We will
follow up with Ramel after boot camp and see how it went.

s a recent high school graduate searching for
Adirection, I see joining the USCG Reserve as an
opportunity that will prepare me for the future.
Joining the United States Coast Guard will allow me to
accomplish a number of goals involving my educational and
professional career. Family tradition, opportunity, and doing
my part as a United States citizen are all things that influenced
my decision to join the USCG Reserve.

Once I enlist in the military later this year, I will become
the third generation to participate in the Armed Forces. My
grandfather, Clarence A. Rowley, fought in World War II,
serving in the U.S. Navy. My father, Chief Clarence T. Rowley,
has served in the USCG for over 20 years. Both my
grandfather and father have created a tradition in the Rowley
family by serving their country and I want to continue that
tradition.

The United States Coast Guard Reserve offers many
opportunities often overlooked by young adults searching for
direction. Interning two consecutive summers at USCG
Headquarters has provided me with a massive amount of
information on the Coast Guard. A great number of military
personnel as well as two recruiters have made me aware of the
benefits that the military offers students such as myself. The
discipline that I will gain from joining the Reserve has the
potential to mold me into a better student and person. I will
take these learned lessons and apply them to my life in order to
be a successful young man.

Aside from the personal reasons I mentioned, joining a
branch of the military is a civic duty that should be carried out
by those who are willing to do so. In order to protect the
citizens of the U.S. and the American way, the military must be
represented by a group of strong spirited, patriotic, and
determined individuals, such as myself.

Basic training is the first step I will take. At Boot Camp, I
expect to gain an understanding of the USCG, and further
explore what I would like to do in the future as a Coast
Guardsman. While in basic training, I expect to find direction,
learn the essential survival tactics, weapons training, and
undergo extreme physical training. These fundamentals will
help create a well-rounded individual who is well prepared for
the military.

Joining the USCG Reserve is an opportunity that shouldn’t
be overlooked, and as a student I will take advantage of this
fine opportunity. Yes, I want to go to college and will do so, but
first, it’s off to Cape May for the start of a great adventure!



Where it all begins...

Recruit Training Center
Cape May, N.J.

The United States Coast Guard Training Center at
Cape May, N.dJ. is the home of the Coast Guard enlisted
corps, and our nation’s only Coast Guard enlisted
accession point and recruit training center. Thousands of
the finest young men and women in service to the United
States of America pass through the gates at Cape May
each year. The Coast Guard officially opened its training
center here May 31, 1948.

The training center’s goal is to graduate apprentices
with the pride, commitment and basic skills to serve the
American public in the U.S. Coast Guard. The training
center strives to instill, in all its people, the Coast Guard’s
Core Values of Honor, Respect and Devotion to Duty.

In addition to “boot camp,” the training center also
hosts four other training programs. These include:
Recruiter School, Company Commander School, Reserve
Enlisted Basic Indoctrination, and the Maritime Academy
Reserve Training Program.

The Training Center is open to the general public, free
of charge, every Friday from 9:30 a.m. to 2 p.m. All other
group tours must be pre-arranged through the Public
Affairs Officer, 609-898-6969 or e-mail:
wcarson@tracencapemay.uscg.mil

For more information, write: USCG Training Center, 1
Munro Ave, Cape May, NJ 08204. Also, see Cape May’s
Web site at: www.uscg.mil/hq/capeMay/Index.htm

Coast Guard Academy
New London, Conn.

USCG photo

Founded in 1876, the United States Coast Guard
Academy has a proud tradition as one of the finest and
most selective colleges in America. The smallest of the
five Federal Service Academies, the Academy provides a
four-year Bachelor of Science program with a full
scholarship for each individual. Unlike the other Federal
Service Academies however, there are no congressional
appointments.

The mission of the United States Coast Guard
Academy goes well beyond academics. The mission is:

“To graduate young men and women with sound bodies,
stout hearts, and alert minds, with a liking for the sea and

its lore, with that high sense of honor, loyalty, and
obedience which goes with trained initiative and
leadership,; well grounded in seamanship, the sciences,
and amenities, and strong in the resolve to be worthy of

the traditions of commissioned officers in the United
States Coast Guard in the service of their country and
humanity.”

After successfully completing the Academy program,
each graduate receives a Bachelor of Science degree in
one of eight majors and a commission as an Ensign in the
U.S. Coast Guard. Each graduate is required to serve a
minimum of five years of active duty upon graduation.

Admission to the Academy is based on nationwide
competition. An average of 265 students enter the
Academy each year out of approximately 5,500 applicants.
The student body, known as the Corps of Cadets, consists
of approximately 850 cadets including approximately 30
percent women and 20 percent minorities, plus
international students representing various countries.

The Academy is also home to the Leadership
Development Center, including the Chief Petty Officers
Academy, Chief Warrant Officer Indoctrination
Professional Development course, Command &
Operations School, Officer Candidate School, Officer-in
Charge/Executive Petty Officer School and Leadership
and Quality Staff. The Reserve Officer Candidate
Indoctrination (ROCI) Course also convenes at the
Academy each year. The campus is in New London,
Conn., located on the western shore of the Thames River,
and has 26 buildings on 120 acres of land. Halfway
between New York, N.Y. and Boston, Mass., the Academy
1s easily accessible by plane, train, bus, or car.

For more information, write: Director of Admissions,
U.S. Coast Guard Academy, 15 Mohegan Ave., New
London, CT 06320-9807 or call 1-800-424-8883; e-mail:
admissions@cga.uscg.mil Academy Web site:
http//www.cga.edu/admiss/
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Diversity:
Winning

By Mr. David Benton,
Workforce Policy Advisor
to the Commandant
E-mail: dbenton@comdt.uscg.mil

Ordinary People,

SO TiwE LTy ‘ I'-:l:SI:I'-:Vl:..l-\.\_'p.l.ll.i.M.F."r .-'ZIVII.I.M.r-I

Everyday Heroes.
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Federal government, the military, and most certainly the

U.S. Coast Guard are fully aware there is a war on — a
“War for Talent.” The competition is right in front of us and we
can no longer think nor operate in old ways. The Coast Guard has
to be assertive and accurate in its efforts to land the best talent —
to be the “Employer of Choice.” To be the “Employer of Choice” is
vital as newer recruits will find their desired workplace based on
what is offered in meeting their job aspirations. Employers who
believe they can continue to be the same as they were five, 10 or 15
years ago will find they cannot keep pace with their workforce
needs. The world is changing around us at an incredibly fast rate;
this is why it is essential to view recruitment costs as an
investment and not an expenditure.

Recruiting is the first door folks open to learn about our
organization. We want to ensure we present ourselves as offering
the best opportunities and potential experiences. Otherwise, we
will not be the choice new recruits will make for professional
opportunity and advancement. Employers who lose sight of that
will find their costs increased and their retention of talent reduced
abysmally...the competition for talent is fierce and only the best
organizations will come in first in that race.

Coast Guard leadership is highly focused on how we recruit, how
we treat and train, and then how we retain members. We can no
longer merely deal with short-term recruitment needs but also
must deal with the long-term benefit of how we do it and the
resultant effect of our many hours and dollars expended on
recruitment.

COMPASS, a program to broaden the Coast Guard’s recruitment
presence and reach in communities around this country, is a
program the Coast Guard can be very proud of. It was an idea
supported by VADM Thomas Barrett, former Director of Reserve &
Training, and now the Vice Commandant. He took the lead to
develop the COMPASS concept — now it 1s in motion and has
proven to be a prudent expenditure of funds. Collateral-duty
recruiters were selected and resources were allocated to make
COMPASS a viable approach for increasing the diverse talent
needed in the Coast Guard Reserve.

In the past, agencies generally looked for an experienced
candidate for a specific job — a round peg for a round hole. They
didn’t have to go very far to find them, either. Federal agencies
could go each year to the same schools, or national minority and
women conferences, to local employment sources, and related
industries to meet their hiring needs. It is highly evident times
have changed, and we need to revisit our processes as COMPASS
did and build measurements to track our performance.

T he balance of power has shifted to the talented. The

Recruit Continuously

Recruiting should be a routine and continuous process. Make
everyone a recruiter in the organization. Your best advertisement
is through your members. Ensure that you have “hooks” for
enticing folks into your service too. “Ordinary People Doing
Extraordinary Things” was one slogan mentioned in the Office of
Reserve Affairs at Headquarters many times. It resonates with
vigor, vitality and meaning. Yes, there are many ways to build
“hooks” and ways to build an appetite for working in the Coast
Guard...our mission, our humanitarian role, and maybe even more.

Things to Consider When Recruiting
Here are some things to consider and questions to ask when
recruiting:



Old Recruiting Strategies
Grow your own
Recruit for vacant positions
Recruit where it was successful
Advertise to job hunters
Specify compensation ranges & stay in them
Recruiting is about screening
Hire as needed with no overall plan

Here are some “old versus new” recruiting strategies

New Recruiting Strategies

Pump talent in at all levels

Hunt for talent continuously

Tap many diverse pools of talent

Find ways to reach passive candidates
Break the rules & find the best talent & pay
Recruiting is about selling & screening

Develop a recruiting strategy for each
type of talent

* Do we recruit Generation X and Y on their terms or
merely our tried and true methods?

* Strive to build community partnerships — cities,
colleges/universities, schools.

* Encourage youth to stay in school and to strive to
come in our doors.

* Ensure we know the language of the many

communities and customers we serve.

Establish formal partnerships that you feel strongly

about.

+ Use diverse recruiters to help connect with a diverse
constituency and diverse communities.

Ensure that recruiters have a gusto for recruitment
beyond merely a job experience. The talent you meet at
recruiting sites will keep you aware of where we need to
go to recruit. We need to learn from the new generations
what they value and hold in high regard.

When do we achieve “enough” diverse talent? Never —
we need to continue to be innovative and creative.

Build Recruitment strategies and
compensation

There are three kinds of recruitment or outreach we
should consider:

1) Build and maintain a presence in minority
communities and women'’s groups around the
country.

a) Attend various conferences, seminars, workshops,
colleges/universities/high schools, etc.

b) Establish mutually beneficial Memos of
Understanding (MOUs) to work directly with them
on their level.

¢) Working together, write articles that are published
in both their newsletters and in our publications as
well.

d) Build partnerships with groups outside the Coast
Guard.

2) Direct Recruiting where we can measure

the numbers of people talked to and recruited
a) Build diverse recruiting teams (role models at
every exhibit booth)
b) Ensure we have Coast Guard presenters/speakers

at all minority/women conferences.

¢) Develop awards of appreciation and recognition for
organizations successfully working with the Coast
Guard.

3) Ensure we have folks who can go back as
alumni of their schools and draw the best

talent to the Coast Guard.

a) Ask each District to develop a recruiting strategy.
In the first year, it can be as simple as looking at
attrition and needs within the organization.

b) Then having a complement of staff to ensure
selection of that needed talent. This initial plan
would include where to recruit, who will do it, and
how. A way to measure and assess the
effectiveness of that effort is necessary in order to
plan for the next year.

¢) The following year: the process is improved on
using measured data by targeting opportunities
where we made the best gains, and who was
responsible for those results.

We've Set the Journey in Motion

Private industry is using Diversity as a marketing tool
to draw talent into their respective organizations. Why?
The reason is that Diversity cares about everyone having
the ability to reach their desired potential and to have an
environment that sincerely takes its people’s needs at
heart. It is also important to know that Diversity ensures
we have an enabling work environment that supports all
our differences and similarities in the workplace.

The Coast Guard is one of the best in building a
foundation for Diversity — Vice President Gore and a
study done by the Department of Commerce said so a few
years ago. This is not to say that we have reached our
Diversity goals — but we’ve set the journey in motion.
We're doing great things — organizational assessments,
Diversity Advisory Council (DAC), summits — lots of ways
for people to share their views and to help the
organization be a leader in Diversity and the Employer of
Choice throughout this nation.
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