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Training Update 

March 2001

Mobilization and Plans Workshop sponsored by the Army Medical Department and held in San Antonio Texas.  The upcoming workshops through calendar year 2002 are listed below.  Point of contact for more information is Donald R. Anderson, Director, Mobilization Planning Workshop, Plans Division, Health Care Operations, United States Army Medical Command, voice 724.464.0883, fax 724.464.0884 or email at
dra@stargate.net
 

            21-25 May 2001 Session 01-3
            10-14 Sep 2001 Session 01-4 
            12-16 Nov 2001 Session 02-1 (TY 2002)
              4– 8 Feb 2002 Session 02-2    
            20-24 May 2002 Session 02-3
             9- 13 Sep 2002 Session 02-4 
            11-15 Nov 2002 Session 03-1 (TY 2003)
2001 National Disaster Medical System (NDMS) Conference (21-25 April 2001; Dallas, Texas) The purpose of this conference is to promote interaction between local, State and Federal public health practitioners and policy makers. The 2001 NDMS Conference is a fully-accredited education program designed for physicians, nurses, social workers, psychologists, pharmacists, infectious disease specialists /epidemiologists, veterinarians, emergency medical services personnel, morticians, environmental health specialists, dentists, health care administrators, state and local public health officials, emergency managers and response team personnel. For more information refer to the web site: http://www.oep.dhhs.gov/NDMS_Conference/ndms_conference.html
Lewis L. Seaman Enlisted Award (Information obtained through routine email traffic)

“Lewis L. Seaman Enlisted Award For Outstanding Operational Support. This award is made possible through funds first provided to the Association (AMSUS)in 1900 by the late Major Lewis Livingston Seaman, a Surgeon of the First U.S. Volunteers, Spanish American War. After many years of not being awarded, the Lewis L. Seaman Enlisted Award for Outstanding Operational Support was established in 1998 to recognize an enlisted medical health care professional who has made a significant impact in the areas of patient care, clinical support or health care management and to his or her service's medical mission. The award is to be presented to an Active Duty, Reserve or Guard enlisted professional of the Army, Navy, Air Force, or Coast Guard holding the rank of E-5 through E-9, who has exhibited outstanding accomplishments in advancing the health care mission of his or her service through demonstrated sensitive and quality patient care and service, clinical support or health care management. Nominees must be AMSUS members or eligible for membership in AMSUS. A plaque and a monetary award are presented. Criteria for the award include statements from the nominator regarding all or most of the following:

  *
Demonstrated contributions, dedication, and resourcefulness in providing patient care, clinical support or, health care management.

  *
Outstanding service, devotion, and/or compassion while performing his or her duties.

  *
Procedures or methods developed by the nominee that resulted in significant reduction in man-hours, expenditures or materiel.

  *
Job knowledge and performance demonstrating competence, initiative, and leadership.

  *
Dedication in helping accomplish the medical mission.

  *
Involvement in continuing education as a participant, organizer, or sponsor. 

  *
Humanitarian and community involvement.

 Recent Lewis L. Seaman Enlisted Award Recipients Staff Sergeant Samir I. Shahin, USAF, Master Sergeant Scott P.  Graham, USAF. The deadline for nominations and essay submissions is 30 June. Nominations and essay submissions must be postmarked with a United States Postal Service postmark by 30 June to be considered for that year's awards program. Nominations hand delivered by 30 June are also eligible. (Nominations received that have a postmark dated after the deadline will be returned.) Be sure to include a return address. Send all nominations and essay submissions to: AMSUS Awards, 9320 Old Georgetown Road, Bethesda, Maryland 20814.

Remember that the individuals on the awards committee probably do not know anything about the person being nominated. The only way they can make a decision is by reading the material you send. The required information to include when nominating an individual:

  *
A cover letter explaining why you feel that individual deserves the award.

  *
A curriculum vitae for the individual nominated.

  *
A listing of the individual's publications, awards, honors, and other professional accomplishments.

  *
A short, one-line citation suitable for use on a plaque or scroll. Any supporting letters from other individuals must be included with the nomination package.

Send one original and six copies of the entire nomination package. We must  have the full name and address of the individual being nominated, as well as the name and address of the individual sending the nomination. NOTE: Absolutely no submissions will be accepted over the facsimile machine.

  
Individuals chosen to receive awards will be notified by mid-August. Complete information may be obtained from the AMSUS website at:http://www.amsus.org

Hooah 4 Health:  www.hooah4health.com/  is a web-based, interactive correspondence course, sponsored by the U.S. Army Office of the Surgeon General, the U.S. Army Center for Health Promotion and Preventive Medicine, the Army National Guard and the Office of the Chief, Army Reserve. It is a health promotion and wellness web site specifically designed to address the force health protection and readiness requirements of the ARMY, particularly the Reserve Component soldiers.    Check it out!

Interested in seeing pictures of Bosnia?  MAJ Ron Elliott, Public Affairs Officer for the 49th Armor Division, Texas, Army National Guard as invited us to review more than 40,000 digital photos taken during the SFOR7 rotation.  The pictures can be review on http://www.agd.state.tx.us/pao/bosnia/index.htm  

Flash Travel Advisory     Potential Airline Strike – Spring 2001

There is the potential for one or more airlines being involved in a strike or work stoppage during the period early spring to summer 2001.  With the Federal Government having 93,000 employees on travel on any business day, there will certainly be travelers with questions on what to do.  While we are optimistic that a strike will not occur, GSA’s Office of Government wide Policy wants to help with a few tips on easing the burden of traveling during this unstable period.

The four major airlines that may or may not strike are:  American Airlines (AA), Delta Airlines (DL), Northwest Airlines (NW), United Airlines (UA)

What happens if the Government city-pair carrier that I planned to use is on strike?

Section 301-10.107 of the Federal Travel Regulation (FTR) lists exemptions to use of the city-pair contracts.  Cancelled flights due to a strike is significant enough to allow use of one or more of the exemptions from use of a non-contract airline or alternative transportation as determined by your agency.  

What other advice can you give me?

· Make travel plans early – do not wait until the last minute

· Be flexible – have a backup plan.

· Have travel agency (TMC, CTO, etc.); airline and other emergency phone numbers ready for easy reference.

· Ask your agency travel agent (TMC, CTO, etc.) to issue you a paper ticket in lieu of e-ticket if you are ticketed on one of the potential striking airlines – only paper tickets can be exchanged with other airlines.  Additional costs may be charged to your agency by the agency travel agent (TMC, CTO, etc.) for the issuance and mailing of a paper ticket.

· Check arrival/departure times frequently – call airlines prior to leaving home or hotel.

· Check in early at the airport in case of last minute delays or cancellations – you may have better luck in re-scheduling at airport.

· Be prepared to use an alternative method of transportation (e.g., northeast corridor travelers can use a rail carrier to Philadelphia, NYC, etc.).

· Advise your agency, before you travel, that you may incur additional costs if a strike occurs while in a travel status (i.e., lodging, non-contract airfares, etc.).

· Postpone travel if not mission essential.

· Use an alternative to traveling, such as teleconferencing, or conference calls.

Be aware of all the airlines that serve your destination.  You may need to use a non-striking one.
Officer Evaluation Reports: (Received in email traffic, some may find this interesting) 

"SENIOR RATER COMMENTS", DEALING WITH THE EMERGING REALITIES OF THE NEW OER

INTRODUCTION.  I am a senior rater for 40-50 senior captains and junior majors (in a TDA training institution).  Until I became a senior rater for so many officers under this new OER, I had only senior rated one officer per year.  When I got to my present position, I sensed that things were quite different with the new OER despite it's rather familiar look and feel.  So, I did my homework.  Fortunately, I have a job which allows me to spend time to learn and study the intricacies of this new report.  I have spent hours in Washington talking to officers who manage the OER and Senior Rater process.  I have vetted my thoughts in the field with PERSCOM officers who know the "system" as well as any serving officers.  They have told me my assessments are on track.  With that in mind, I have decided to undertake this effort to explain some conclusions I have come to with regard to both  senior rater responsibilities and, just as importantly, rated officer responsibilities.

WASHINGTON LOVES THE NEW OER.  The story begins with an assessment that many of you have heard - Washington likes the report.  Who is "Washington"?  Washington is the Army leadership, PERSCOM, and promotion/selection boards.  Why do they like it?  They are satisfied for now with this report because it is spreading out the field.  In the near term, that makes promotion or school selection easier.  Less effort is required to read what senior raters and raters say.  More time can be spent on the "gray zone" files which fall near the promotion/selection cutoff. 

Washington will grow tired of this OER in a few years, I predict, because the same phenomenon will befall it as has every other OER.  Some call it inflation.  That is a misnomer, especially given the tyranny of the numbers senior raters have to deal with.  The real problem is "sameness".  It makes no difference if everyone has a top block profile or everyone has two Center of Mass (COM) reports for every Above Center of Mass (ACOM) one.  When everyone has the same profile, Washington will feel pressure to change the OER again.  So, although you need to learn to deal with this present system, don't get too wedded to it.  This too shall pass.

SENIOR RATERS DISLIKE THIS OER.  There is one very simple reason why senior rater's don't like this OER:  It is too restrictive in terms of allowing senior raters to award the number of top blocks that they feel are deserved by their subordinates. It is one thing for a Colonel like me to feel this frustration, but it must be hell for a Corps commander who rates very few majors - maybe only one, his Aide-de-Camp - and can't reward him annually.  Let me explain.

GET USED TO A NEW PROFILE.  I like to think of the profile we officers carried in the old system as the Himalayas (peak, peak, peak, maybe a valley, peak, peak,....).  Those days are over.  You probably have seen briefings come out of PERSCOM stating how many brigade or battalion commanders had several COM reports.  "Don't worry," PERSCOM says.   PERSCOM is right, but I don't think they have explained it sufficiently - at least not for me.  The reality is that the new profile for officers will look more like what I call "the Heart Monitor":  "valley, valley, peak, valley, valley, peak....".  When PERSCOM tells you there is a difference between a COM report and a COM file, what they are trying to communicate is:  YOU HAVE TO HAVE A HEARTBEAT!  If promotion boards don't find a heartbeat, they may think the "patient" is dead - and may pull the "plug".  You don't want that.  And promotion boards don't want to pull the plug unless the patient really is dead.

SHOW A HEARTBEAT.  This current OER requires more interaction between the rated officer and the senior rater than any other OER I can recall.  Their interaction is needed to ensure that a heartbeat is developed.  Here's what I mean.  Say an officer reports in to a new unit after a break (for schooling, specialty training, etc.) and will have two OERs before his next promotion board.  The rated officer cannot assume that his busy senior rater will remember exactly how long each of his officers has before their next selection board (especially if the senior rater is from another service or is a civilian).  What the rated officer owes himself and his senior rater is an explanation that he needs to show a "heartbeat"  sometime in his next two OERs.  Obviously, this conversation isn't easy to have.  I recommend rated officers first discuss this issue with their raters and ask the rater how best to inform the senior rater.  The rater may choose to take the message to the senior rater, or may be willing to broach the rated officer's concerns with the senior rater prior to the rated officer's counseling session.  Why am I belaboring this point?  Because the conversation you, the rated officer, don't want to have with your senior rater is the conversation after you are passed over and the senior rater, with an anguished expression on his face, tells you that he "planned" on giving you an ACOM for your last OER next year.  That OER next year might well be just that - your last one.

Rerun the above scenario if the newly arriving officer will receive only one OER before his next board.  What if the senior rater has carefully planned his ACOM distribution and hasn't planned for the new guy needing "help" right away?  Not pretty.

THE TYRANNY OF THE NUMBERS.  Don't think it is easy to be a senior rater - especially with this OER.  Here's why.  If the senior rater gives his one and only rated officer an ACOM, he must then give at least two COMs (but really THREE!) before he gives his next ACOM.  Two for five; three for seven, four for nine, and on it goes.  You may be thinking:  surely, I'll get one of those ACOMs each time, because I'm a lot harder working and smarter than those other guys.  Maybe you are smarter and harder working than the rest, but if your senior rater showers all his ACOMs on you, he has all but pulled the plug on many of the other officers he senior rates.  Remember:  no heartbeat, no joy.

THE OER AS A SILVER BULLET DEVICE.   Many senior raters have voiced concern about this new OER because it doesn't permit them to use it as a classic leadership development tool like previous OERs.  The tyranny of the numbers cited above just doesn't allow it.  In my view, this leaves the award of an ACOM as nothing more than a silver bullet - one to be fired to each deserving officer (remember, you do have to earn it!) sometime prior to his next board.  From what I understand, it doesn't make a difference when you get your "heartbeat" during your assignment, just do your best to get one.

Let me use another image to assist.  It's akin to someone giving a senior rater a revolver loaded with six silver bullets.  In front of him are standing 12 officers.  The senior rater is told he can shoot his silver bullets as he sees fit.  He lifts the gun, aims - and is interrupted by a voice that says:  "Oh, by the way, you can really only fire five of the bullets."   (Six would be right at 50% and would eliminate all flexibility in the near term for the senior rater.  Practically speaking, he would have to give two COMs before he contemplated giving another ACOM.)  Your question ought to be:  What about the other seven officers?  Certainly they are not all duds.  Is one of them you?  How do you deal with that?  Answers:  prior planning and close interaction between the rated officer and senior rater.  I don't see any other way.

WORKING AROUND THE TYRANNY OF THE NUMBERS.  Let me give you what might be called an counter-intuitive example - or perhaps what is emerging as an unintended "perversion" - of a system which should allow a senior rater to reward excellence all the time but won't. The counter-intuitive scenario goes like this:  In a population like mine of senior captains, my goals are to help these fine officers get to major and onto the CGSC list.  Consider the example of a hot shot captain (call him MAJ "A") who gets promoted BZ (and is automatically on the CGSC list) or the captain who gets selected for 04 in the PZ and CGSC on his first look (call him MAJ "B").  Can I, as a senior rater, really do anything more for those officers?  The answer is no, not in the near term.  In fact, I tell my officers that no LTC promotion board members will ever look back in their files earlier than the completion of CGSC.  Why would one?  CGSC selection is harder to come by than promotion to LTC, looking strictly at percentages.  It is not that promotion boards are lazy.  Promotion boards work very hard to select the most qualified officers being considered.  Instead, simple logic takes over.  If an earlier board has selected MAJs  "A and B" for CGSC (a tighter selection than for LTC), why would a subsequent board spend time redoing the earlier board's work?  Instead, the 05 board will spend its time on the files of those officers who were not selected for resident CGSC so that it can pick the most deserving of them for selection/promotion.  In other words, CGSC selection can be considered a "silver bullet" fired by the Army at the officer.  The fact that an officer has received a silver bullet from the Army is something the senior rater should factor into his rating plan.  In fact, CGSC selection provides the only flexibility I have found so far in the "tyranny" of the numbers associated with this new OER.

Let's return to the senior rater's dilemma of OERs in front of him for officers (MAJs A and B) who have been selected both for 04 and CGSC.  Granted, they are fine officers.  However, will an ACOM to these officers be as significant as one for Major "C" who has one more "look" for CGSC and, in the senior rater's eyes, is just as deserving of CGSC selection as the officers who got it on their first look?  You know the answer.  Given how few ACOMs you can award, you might conclude that you have no option but to fire the "silver bullet" at Major "C", and you explain "the facts of life" to a confused Majors "A and B".

THE FACTS OF LIFE.  Here are the facts of life for the officers I senior rate (usually twice during their period of training).  You probably aren't going to get two ACOMs from me even if you are the finest officer who has ever put on a uniform AND you save my daughter from drowning.  I can't afford it because I have a population of outstanding officers who have already undergone quite a process of selection and self-selection.  I want to help as many of them as I can.  And, you don't need two ACOMs.  In fact, if I were sitting on a promotion board now, knowing what I do about the tyranny of the numbers for senior raters, and I saw two or more ACOM reports on an officer from the same senior rater, I would tend to be very suspicious of the senior rater.  (How many good officers did he hurt by so favoring one?)

In other words, the tyranny of the numbers can force senior raters to award their precious silver bullets to officers who are not the most successful, but rather to those in need of  (and fully deserving of) a "push" over the next career hurdle.

THE IMPORTANCE OF WHAT THE SENIOR RATER WRITES.  If my conclusions are accurate (that the tyranny of the numbers will force senior raters to adopt a "silver bullet" approach to the award of ACOMs),  then what about the officer, say MAJ "A or B" who got selected for promotion to Major and for CGSC on his first look, but for whom the SR feels he can't afford or needs to expend a silver bullet?  The answer is in the words the senior rater writes.  The senior rater needs to make clear (but without specific reference to the fact) that the rated officer is an ACOM-quality officer.  The SR needs to provide enthusiastic and clear comments that highlight specific skills and accomplishments as well as future potential.  It has to be an ACOM-quality write up.  Bottom line:  If "heartbeat" becomes everyone's profile, Boards will not be able to rely solely on the box check.  They will still have to read what the senior rater writes.  Senior raters, your task may well require more time and effort in the future than it has in the past.

OPEN ISSUES.  I started this off by explaining that I have a large pool of officers that I senior rate.  My intuition tells me that you, the rated officer, should try to avoid being in a small population of officers being senior rated in your grade.  If this "gut reaction" is true, it has far-reaching implications for the jobs you should seek.  But here, I will resist making pronouncements because I frankly haven't had to deal with this situation.

Another issue is one of time-in-job.  In the past, many of my contemporaries tended to hop from job to job as quickly as their professional legs (and top block OERs) could carry them.  But, if you need to show a heartbeat, maybe staying in a job longer (and with a senior rater longer) will be necessary.  Again, I'm not sure about this, but what I've discovered would seem to support this notion.

BOTTOM LINES.  Senior raters, you better make managing your profile one of your highest priorities, because it is.  Rated officers, you, too, better help your senior rater understand your needs - having a heartbeat - or you risk a board pulling the plug on you.  It's a matter of professional life and death - yours.

FINAL COMMENT.  The above thoughts are purely my own, although I have received some sound suggestions from several officers I know and trust.   This paper is intended only to help senior raters and rated officers understand the OER system today.    COL James H. Cox, 2 Feb 2001, coxj@marshallcenter.org, DSN 440-2851 

Reserve Component News: U.S. Army Announces Reserve Component Force Structure Changes, For Immediate Release  #01-015 , March 19, 2001

The Department of the Army released today its list of fiscal year 2001 Reserve Component (RC) unit inactivations and force structure changes.


These changes are principally the result of Total Army Analysis 2003 Force Structure decisions that support Army wartime requirements, while continuing the process of streamlining and reshaping America's Army for the 21st Century.


The fiscal year 2001 Reserve Component unit inactivations, when combined with ongoing unit activations and conversions, result in a net loss of 2,511 spaces in the Army National Guard, and a net gain of 483 spaces in the Army Reserve.  These inactivations and changes in structure do not affect Army National Guard or Army Reserve end-strength.


The selection criteria used to determine unit inactivations include the ability of a unit to meet future readiness requirements in the following areas: deployability, recruiting, retention, facility support, training,geographic locations, and personnel issues.


When possible, soldiers assigned to units programmed for inactivation will be given opportunities for reassignment.


For more information, contact Army Public Affairs at (703) 697-7590, the U.S. Army Reserve Public Affairs Office at (703) 601-0840, or the National Guard Bureau Public Affairs office at (703) 607-2611.  Internet availability: This document is available on Army Link, a World Wide Web Site on the Internet at "http://www.dtic.mil/armylink/." 


 Link to original news item:  http://www.dtic.mil/armylink/news/Mar2001/r20010319changes.html

Reserve Component Officers, Does AR-PERSCOM have a copy of your latest Officer Evaluation?  A new Interactive Voice Response (IVR) system for Soldier Evaluations was recently implemented at AR-PERSCOM. This system will allow a soldier or a unit to call in and check on the status of most recent evaluations. The system will provide the Start Date, End Date, Received Date, Status, and completion date (If completed) of their last evaluation sent to AR-PERSCOM. You can reach the new IVR system at 1-800-648-5484.

Tuition Assistance for Reservists:  The U S Army Reserve is offering tuition assistance (TA) to selected reserve soldiers earning their first credential at the diploma, certificate, associate, baccalaureate, graduate level or taking vocational/technical courses offered by accredited colleges/universities.  The USAR will pay up to 75% of the course cost, or $187.50 per credit hour, whichever is less - up to $3,500.00 per fiscal year.   

Soldiers seeking course enrollment must first receive counseling from an Educational Services Specialist (ESS) via telephone, fax, and/or email.  Active Guard Reserve (AGR) soldiers desiring to use TA must still contact the active duty education center in your geographical location to receive TA.

Additional information on eligibility and filing requirements can be found at www.2xcitizen.usar.army.mil/soldierservices/guidance/tapolicy or  http://voled.doded.mil/index.htm
Credit by Examination Program: 
Another recent USAR initiative is the Credit by Examination program for which soldiers and spouses can earn college credits through testing and receive reimbursement for the cost upon successful completion.  Credit by Examination can be earned via the College Level Examination Program (CLEP), DANTES Subject Standardized Tests (DSSTs) and the Excelsior College Examination.  Websites for these respective programs are:

 CLEP:  www.collegeboard.org/clep/

 DSSTs: www.voled.doded.mil/index.htm

 Excelsior College Examinations: www.excelsior.edu/
Contact your Education Services Specialists to learn more about eligibility and filing requirements.           

http://www.2xcitizen.usar.army.mil/soldierservices/guidance/tapolicy.asp
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