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TRANSITION ASSISTANCE PROGRAM AND THE
DISABLED TRANSITION ASSISTANCE PROGRAM

THURSDAY, JULY 18, 2002

HOUSE OF REPRESENTATIVES,
SUBCOMMITTEE ON BENEFITS,

COMMITTEE ON VETERANS’ AFFAIRS,
Washington, DC

The subcommittee met, pursuant to notice, at 10 a.m., in room
334, Cannon House Office Building, Hon. Michael K. Simpson
(chairman of the subcommittee) presiding.

Present: Representatives Simpson, Brown, Evans, and Davis.
Also Present: Hon. Steve Buyer; Mary Ellen McCarthy, Minority

Staff Director

OPENING STATEMENT OF CHAIRMAN SIMPSON

Mr. SIMPSON. Good morning. The hearing will come to order.
While we are at war today with terrorists and rogue nations, and
I suspect we may be for some time to come, this hearing is about
the transition services that the Departments of Defense, Veterans
Affairs and Labor furnish to the selfless members of our all-vol-
untary military, many of whom are, as we meet, fighting the war
on terror.

As many of our witnesses pointed out in their testimony, transi-
tion assistance is not nice to have, it is the law. This subcommittee
indeed is proud to have authored the most recent changes to the
Transition Assistance Program, as embodied in the Veterans Bene-
fit Expansion Act of 2001.

About 226,000 servicemembers separate from our military each
year. Many are married. The last thing many of them and their
spouses remember is how their government treated them in mak-
ing the transition to civilian life.

The ultimate measure of a successful transition is long-term sus-
tainable employment. That is the objective of our national economy
too, as hiring veterans indeed is a good business decision. It is that
simple.

The reliability, initiative, and leadership qualities of our
servicemembers possess are the best that you will find anywhere.
They truly are a unique national resource.

I would ask Ms. Davis if she has an opening statement to make.
And thank you for being here today, Ms. Davis. I appreciate that
very much.

[The prepared statement of Chairman Simpson appears on p. 37.]
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OPENING STATEMENT OF HON. SUSAN A. DAVIS
Mrs. DAVIS. Thank you, Mr. Chairman, and I am delighted to be

here. And I do want to read an opening statement, first from Hon-
orable Corrine Brown, who is the vice chair of the committee. And
she has been delayed, but requested that I go ahead and read her
statement, in that she is welcoming all of our witnesses here, as
I do as well.

‘‘I am looking forward to hearing how the Transition Assistance
Program and the Disabled Transition Assistance Program are
working to serve our nation’s servicemembers. I am pleased that
these programs seem to generally be working well to assist
servicemembers, identify the skills they gained during military
service, which will aid them in transitioning to civilian life.

Given the present downturn in the national economy, I am con-
cerned that the recent reports of TAP success is measured by re-
ductions in unemployment compensation payments will not be sus-
tained. GAO has noted that difficulty in obtaining adequate data
to effectively measuring the success of the program.

I hope that the military services will be able to better standard-
ize data collection, so that more meaning evaluations can be made.
I am concerned that the reported decrease in funding for this pro-
gram may be adversely impacting its effectiveness.

I hope that the witnesses will explain how the programs are
funded, and what level of funding is needed to assure timely access
by separating servicemembers. I hope that the witnesses from the
Department of Veterans Affairs, and the Department of Labor will
indicate how their present funding level for providing these serv-
ices has increased or decreased over the years, what level of fund-
ing would be needed by these departments to provide services at
overseas locations.

We have a large number of veterans who reside in my district.
I will be interested in hearing how information concerning the new
requirement for veterans preference and new transportation secu-
rity jobs is being disseminated to separating servicemembers
through these programs.

I am also interested in the manner in which the Transition As-
sistance Program appears to be aiding the military’s efforts at re-
tention of needed personnel.’’

Mr. Chairman, that is the statement of Congress member,
Corrine Brown. And, again, I am pleased to have that opportunity
to read it on her behalf.

If I may just continue for one second—and I apologize that I will
need to leave also because there is a markup in Armed Services
this morning. But I also wanted to just make a few very brief com-
ments. And I have an interest as well in seeing that we investigate
some very creative models for this program.

The importance of a strong Transition Assistance Program was
clearly highlighted for me, as I attended probably for the eighth
year, Stand Down in San Diego. As many of you may know, the
community of San Diego began this program about 15 years ago,
assisting veterans.

We hope to assist them all year long. But this is one very big
program where people come together with all of the services needed
to celebrate at one time the veterans, but also to help them, and
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to help them in their transition, as well as over some very great
hurdles that they have been experiencing. And it was heartening
for me to see, once again, many people come forward.

But I think that it also brings out the fact that we have many
people who are not making that transition, and we need to do a
better job. I know that today’s witnesses will probably agree that
providing our servicemembers with information and access to re-
sources early on prepares them for a successful reentry to the pri-
vate sector.

And, unfortunately, many of our servicemembers do fall through
the cracks. In San Diego, the VA has increased its outreach efforts,
so that instead of having servicemembers journeying to their office,
the VA did establish an outstation at Camp Pendleton to facilitate
communication. And those kind of outreach efforts I think are very
important.

What I wanted to mention briefly is the possibility—and I would
certainly appreciate if the witnesses could address this as well—of
having a partnership really with the veterans community in our
communities, and perhaps we could do some model projects where
they would actually be helping, and assisting, and following
through with those who are leaving the service, and who requests
those kind of services.

We know that in education and many other labor markets, where
we can have mentors who actually are willing and able to follow
through and to be that support, especially somebody, a mentor who
has maybe had a tough time in his—certainly navigated those ob-
stacles could be helpful.

And, to my knowledge, we don’t have that kind of mentoring pro-
gram now connected to this program. And I certainly would like to
look into the possibilities of beginning something like that, if there
aren’t any out there. Thank you, Mr. Chairman.

Mr. SIMPSON. Thank you, Ms. Davis. And, again, I appreciate
your being here today. As many of you know, we have multiple
committees meeting at the same time all of the time, and today
there is an Armed Services Committee markup.

Generally, markups takes precedence over hearings because they
actually are marking up the legislation. But members do take the
testimony, and read it, and study it. So I do appreciate you being
here.

Mrs. DAVIS. I was just handed a note that I have to go. Thank
you very much.

Mr. SIMPSON. Mr. Evans.
Mr. EVANS. Mr. Chairman, thank you for holding this hearing.

It is an important one. And now we will leave, unfortunately, the
Democratic side here without an advocate or ally. But I am sure
we can count on you to help us here without too many controver-
sies.

Mr. SIMPSON. I am very non-partisan, as you know.
Mr. EVANS. Yes, sir. But like Ms. Davis, I also am part of that

Armed Services VA committee ‘‘cabal,’’ you might say. We have got
several other members that are probably at the important markup
before the Armed Services Committee.

Mr. SIMPSON. Right.
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Mr. EVANS. One just quick thought is that a number of people
were talking before we started. It really does seem like the VA and
related armed forces are working very hard. From my experience,
I think this is a major step forward, and want to thank those peo-
ple that have been part of this effort. Thank you, Mr. Chairman.

Mr. SIMPSON. Thank you, Mr. Evans.
Will the first panel please approach the table? Ms. Cynthia

Bascetta, of the General Accounting Office, is accompanied by Ms.
Sheila Drake.

Ms. Bascetta, you may begin when you are ready. Thank you for
being here today.

STATEMENT OF CYNTHIA BASCETTA, DIRECTOR FOR HEALTH
EDUCATION, WORKFORCE, AND INCOME SECURITY, GEN-
ERAL ACCOUNTING OFFICE; ACCOMPANIED BY MS. SHELIA
DRAKE, ASSISTANT DIRECTOR

STATEMENT OF CYNTHIA BASCETTA

Ms. BASCETTA. Thank you, Mr. Chairman. I am pleased to be
here to discuss our work on TAP and D–TAP, which has served
over one million separating and retiring military personnel since
its inception.

As you know, three departments in addition to VA—DOD, DOT,
and the Department of Labor—are responsible for coordinating
transition services to help ensure that servicemembers make a
smooth transition back to civilian life.

My testimony today describes the differences in assistance of-
fered by the military branches, and assesses what is known about
the effectiveness of TAP. To do our work, we conducted structured
group interviews with about 70 servicemembers during field work
at five locations, one at each military branch.

We also obtained the views of commanding officers, supervisors,
and program staff, in addition to analyzing administrative data. I
would like to make two points today:

First, transition assistance varies in key ways across the military
branches. Their data show that not all servicemembers receive
transition assistance, although the military does provide required
pre-separation counseling and offers TAP workshops. In addition,
transition assistance varies, both in content and delivery across the
military branches, reflecting the flexibility they have in designing
their programs.

Second, while servicemembers appear satisfied with transition
assistance, little information is available on the impact of TAP on
employment or other potential outcomes.

Regarding the receipt of services, we found that the percentage
of servicemembers receiving pre-separation counseling ranges from
51 percent to 91 percent, while participation in TAP workshops
ranges from about 30 to almost 70 percent. Disaggregated numbers
from D–TAP recipients were not available.

The military branches offered several reasons why these num-
bers may not adequately capture participation rates. Nevertheless,
the ranges they report show that, particularly for the workshops,
participation rates vary widely. This may partly reflect
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servicemembers’ decisions not to participate for a variety of reasons
in the voluntary TAP workshops.

Varying levels of participation could also reflect differences in ac-
cess to services. For example, servicemembers who are stationed in
remote locations due to their military mission may be offered modi-
fied versions of TAP depending on their specific circumstances. The
Coast Guard sends a videotape and the DOL workbook used in its
workshops to accommodate the transition needs of servicemembers
in remote areas.

We also found that the support of military commanders and su-
pervisors can affect access. The Marines have addressed this by
making participation in their TAP workshop mandatory, because
they realized that servicemembers were having difficulty being re-
leased from their military duties to attend.

The military branches have the flexibility to tailor the content
and the delivery of services to meet unique needs of their
servicemembers. The Army, concerned that combat-related jobs
may have limited transferability to the civilian labor force, supple-
ments funding to provide extra one-on-one counseling.

The Air Force and the Navy are trying to provide transition serv-
ices earlier, as a part of a comprehensive approach to career plan-
ning. This could reduce the potential conflicts commanders face be-
tween mission needs and transition assistance, as well as benefit
servicemembers.

But what is known about the ultimate benefit of TAP for
servicemembers? Several factors complicate evaluating the impact
of such interventions. Data limitations such as incomplete informa-
tion on what services are actually received preclude comparing the
effects of different interventions.

Virtually no longitudinal data are collected on how
servicemembers fare after leaving the military, in part, because of
the challenges of the task. One TAP facilitator told us, for example,
that he was able to follow up with only 20 percent of workshop
participants.

Only two program evaluations from the early 1990’s evaluated
the effectiveness of TAP on employment, but provided limited infor-
mation. Moreover, they did not evaluate the impact of transition
assistance on other potential goals like recruitment and retention,
which could have growing importance now that the military is no
longer downsizing.

Coming to consensus on which goals to evaluate, and collecting
the data necessary to track long-term outcomes would help better
position the departments to assess the value of TAP, as well as to
determine ways to improve it.

This concludes my remarks, and I would be happy to answer any
questions that you might have.

[The prepared statement of Ms. Bascetta appears on p. 39.]
Mr. SIMPSON. Thank you, Ms. Bascetta. I appreciate and applaud

your testimony. It gives the subcommittee an initial baseline of
data as we work on this issue and try to decide if there are some
factors which could make the program better; things that we could
do to improve the program.

I appreciate the fact that the different services are actually ap-
proaching this from different angles and trying to implement it
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how best they see fit. From that, we may get the ability to look at
what the different services are doing that are successful in their
particular area, and be able to work those between the services,
and have the different services take advantage of the experience of
each other in this area. So I do appreciate that.

The Department of Defense reports that we have 118,000
servicemembers stationed in Europe; 90,000 in East Asia and the
Pacific, mostly in Japan and Korea; 26,000 in North Africa, and
Near East, and South Asia, most of whom are in Kuwait and Saudi
Arabia.

My comment to you deals with access to TAP and D–TAP serv-
ices by our servicemembers stationed in these overseas places as
their last assignment prior to separation. More specifically, it just
seems to me that the Department of Labor should have a presence
overseas just as VA does.

If they are going to be separating while overseas and take advan-
tage of these types of services, it seems that there ought to be a
presence there for them to take advantage of. I do not think that
service branches should bear the responsibility for furnishing em-
ployment assistance to transition servicemembers.

I note the Army, especially, has been very aggressive in this way
and I applaud them. Unfortunately, Assistant Secretary Juarbe
says in his written statement that the Labor Department indeed is
looking—or, fortunately—I didn’t mean to say unfortunately—is
looking into furnishing employment and training services overseas.

I certainly would do so, because it is where a lot of our labor’s
future customers are. Would you wish to comment on that, and the
advisability of the Department of Labor furnishing these services
overseas?

Ms. BASCETTA. Sure. First of all, VA does have counselors as-
signed both to European and Asian countries. And they also pro-
vide what they call circuit services periodically in both Europe and
Asia.

I think your point is well-taken that, to the extent that in the
U.S., the decision has been made that people with the skills and
expertise in the Labor Department need to be providing these em-
ployment services. The same would hold in overseas locations.

It does raise an interesting question though about the difference
between where someone is separated, and where they will ulti-
mately seek their employment. And, perhaps, what makes the most
sense, since the job markets are quite variable, is to provide the
actual job assistance where the person is going to be residing and
actually making the transition back into civilian life.

Mr. SIMPSON. Do we have any statistics or figures that would in-
dicate how many of the servicemembers that leave the service actu-
ally have jobs when they leave?

Ms. BASCETTA. I don’t have that information, no.
Mr. SIMPSON. I am wondering if part of the reason that some of

the people don’t participate in the TAP program is because they ac-
tually have jobs waiting for them when they—when my brother left
the service, he had his employment all established and ready to go
when he left, and so forth.

Ms. BASCETTA. That could be exactly right. As you pointed out
in your opening statement, the work that we did raises a lot of
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questions that are worth exploring further. And that is one of
them. Some of the lower participation rates may not be indicative
of a problem in the program.

And, in fact, what you really want to do I think is look at the
individuals when they separate and their employment status, and
then from that work backwards to look at what package of services
they got, not just TAP. Because it does seem, you know, the right
thing to do to provide this minimal amount of service.

What you know want to know is what else did they get? What
other kinds of optional workshops were provided?

What, perhaps, did they get on their own that really facilitated
their ability to maximize their productive capacity in the civilian
labor force?

Mr. SIMPSON. How much—sounds bad—but how much tracking
do we do of servicemembers once they leave? I know most Ameri-
cans don’t like to be tracked. But how much tracking do to get in-
formation as to the success of our programs once people leave?

Ms. BASCETTA. We took the word ‘‘tracking’’ out of our statement.
We used follow up. It is an evaluation term. I agree with you com-
pletely. Tracking had sort of a nasty connotation. That is our prob-
lem. We don’t do much follow up.

And, frankly, not in this program, but in all kinds of programs
it is very difficult to really stay with people through the course of
their careers, especially younger populations, who are going to per-
haps move quite often, and who don’t want to be bothered any-
more, and don’t want to participate in research.

So it is a difficult challenge that the service branches and the de-
partments face in doing this kind of study.

Mr. SIMPSON. Well, you are right. It is a difficult thing in trying
to do that. But, unfortunately, when we are going to design a pro-
gram and try to make it successful, some of that follow up, if you
will, is necessary to find out how successful a program is, and
where you might be able to improve it, and things you might be
able to do to make it better.

Ms. BASCETTA. Well, the Transition Commission in its report in
1999, noted that in fact the departments could and should do a bet-
ter job coordinating their data collection efforts. And we agree with
that.

Mr. SIMPSON. I appreciate that, and thank you for your testi-
mony. Mr. Buyer.

OPENING STATEMENT OF HON. STEVE BUYER

Mr. BUYER. Thank you. Thanks for letting me participate in the
hearing today.

Mr. SIMPSON. Sure.
Mr. BUYER. The TAP program is something that has been mean-

ingful to me. I used to chair this subcommittee, and I have chaired
the Personnel Subcommittee on the Armed Services Committee. So
I am not foreign to this program, but I also recognize that we put
a lot of stress on our military services.

And, especially at a time of war, a lot of people don’t perhaps see
it because it is fought out of the public eye. It is sometimes easy
to lose focus because we place a lot of pressure on other missions,
and they have got to be here, and do this, and do that.
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It was a little easier to focus on this program because we were
downsizing the military. And can you comment on the present envi-
ronment, and the services, and how they keep the focus on the TAP
program, while in fact they also have some time of the essence
missions?

Ms. BASCETTA. I wish I had more on that because that is a very
important point. One comment that I would make is that some of
the services told us that actually retention as an outcome is becom-
ing a much more important part of the TAP program, now that
downsizing is not occurring.

You are exactly right about the tension between mission conflict
and transition assistance. And the Department’s own regulations
note that this is a balance that commanders need to strike.

One thing that I think is very positive in this note is that helping
servicemembers throughout their careers in thinking about transi-
tion, or in thinking about how they want their military career to
evolve can help a lot, in terms of reducing the pressure that hap-
pens if you wait until the last minute when someone is separating.

If you provide the transition services earlier, it not only could be
more beneficial to the servicemember in his career planning, but
could help alleviate to a great extent the mission conflict that com-
manders face.

Mr. BUYER. How do you grade the services with regard to the
program? Some pushing it downline too far, letting commanders do
it, has it sort of lost the focus in Washington, DC?

Ms. BASCETTA. We didn’t grade them. I would say that——
Mr. BUYER. Oh, I know you didn’t. I am just asking you, now.
Ms. BASCETTA. Well, what I would say is that the Marines seem

to have taken it very seriously with the recent action to have the
workshops be mandatory. And the Navy, and I believe the Air
Force, are trying to do a better job in what I Just described, that
is providing the transition services earlier.

So they all do better on different dimensions. The Army is paying
more attention to focusing the content of the workshops on employ-
ability and helping develop soldiers who are trained in combat-re-
lated skills, or who are younger and have less civilian experience
in making a smoother transition by giving them more skills that
would be relevant in the civilian labor force.

Mr. BUYER. Well, I am the parent, and you are the teacher, and
I didn’t understand your grading system.

Ms. BASCETTA. Well, I am really not comfortable.
Mr. BUYER. It sounds like you said the Marine Corps is doing

better. The Air Force is just—and the Navy are getting with it?
And the Army does well in one area? I don’t understand your grad-
ing system.

Ms. BASCETTA. Well, they are all doing things that are different.
And so, it is hard to make a clear comparison about who is doing
better. If they all had a consistent goal, and I could tell you that
we looked at how they achieved a particular goal, then I could do
some kind of ranking. But that is not the situation that we face.

Mr. BUYER. The motivation for question, we spend a lot of
money. We spend a lot of money recruiting for an All-Volunteer
force; then we spend a lot of money retaining, trying to retain that
All-Volunteer force; and then we work cooperatively between the
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Department of Labor, the VA, and DOD to make sure that when
they leave that they don’t end up on the unemployment lines, be-
cause we think these are individuals whom are precious to our
society.

So I think the chairman is right to continue looking at this par-
ticular program. But I just asked a very simple question about how
do you grade them?

That is what a taxpayer asks. Is this a good program? And if it
is a good program, has it got the right intent, is it being followed
through? I don’t want an answer that goes, they did well here, but
they didn’t do well there, they all do it a little bit different.

How are they doing? If they are doing it great, tell me they are
doing it great. If they are not doing it great, tell me the Marine
Corps is doing it great, but the Navy is not, and here is where they
need room for improvement. It is a very simple question.

Ms. BASCETTA. Well, let me answer it very directly then. We
don’t have the data to answer that question. And the reason we
don’t have the data is that they are not collecting long-term data,
and they are not collecting enough data that would allow you to
make a connection between TAP, and all of the other interventions
that they may be getting.

And that is a very difficult thing to do. But we believe they need
to do a much better job on that, so that they can answer your
question:

Is this investment worth it? And how can we improve it, if it is
not doing as well as want, in either getting people the best employ-
ment they can get, or in reducing unemployment insurance?

Mr. BUYER. So the chairman’s question about the Department of
Labor participating outside of CONUS, has there been any move-
ment by anyone to make recommendations to amend the Memoran-
dum of Understanding?

Ms. BASCETTA. Not that I am aware of, no.
Mr. BUYER. So this is something that may have to take prodding

from the chairman in order to do something like this?
Ms. BASCETTA. Perhaps.
Mr. BUYER. Uh-huh. I yield back.
Mr. SIMPSON. Thank you, Mr. Buyer. Ms. McCarthy.
Ms. MCCARTHY. Thank you, Mr. Chairman. Has GAO identified

any common data elements that the military services should be col-
lecting in order to better monitor the program process?

Recognizing there are some differences, are there some com-
monalities that they should all be doing?

Ms. BASCETTA. Well, they should definitely do a better job in doc-
umenting what services people actually received. And, by that, I
mean the content and the depth of the services. Because if you
want to evaluate whether a particular intervention had an effect,
you absolutely need to be able to assure yourself that you are not
comparing apples and oranges.

Ms. MCCARTHY. And also, has GAO made any determination as
to the appropriate goal for the level of participation in TAP work-
shops and pre-separation counseling? And have the services estab-
lished particular goals?

Ms. BASCETTA. Well, the law requires pre-separation counseling.
So 100 percent, or very close to it, ought to be what we are seeing



10

there. And, as far as the TAP workshops, which are voluntary, I
think that that would depend on what other kinds of optional serv-
ices may be provided. And that is where it seems to me really ap-
propriate to start tailoring what is offered to the specific needs of
the military branches.

Ms. MCCARTHY. Thank you, Mr. Chairman.
Mr. SIMPSON. Thank you. I appreciate your testimony here today.

And we will continue to look at this program, I am sure, as we
move forward. Thank you.

Ms. BASCETTA. Thank you, Mr. Chairman.
Mr. SIMPSON. Panel two, if Panel two would come forward. It is

made up of representatives of our military services: the Honorable
John Molino, Deputy Assistant Secretary of Defense, Military,
Community and Family Policy; Honorable John McLaurin, Deputy
Assistant Secretary for Human Resources, Department of the
Army; the Honorable Anita Blair, Deputy Assistant Secretary for
Personnel Programs, Department of the Navy; the Honorable Kelly
Craven, Deputy Assistant Secretary for Force Management Inte-
gration, Department of the Air Force; and Rear Admiral Joyce
Johnson, Director, Directorate of Health and Safety, the U.S. Coast
Guard.

Thank you all for being with us today, though I suspect your
morning started much earlier than ours did. If I could ask the par-
ticipants to indulge me for just a second, I would like to make a
very brief observation to this panel before Secretary Molino
testifies.

The last time this subcommittee had the good fortune to receive
testimony from the service branches was on May 24 of last year.
The issue was H.R. 1291, the proposed 21st Century Montgomery
GI Bill Enhancement Act. Representative J.D. Hayworth of Arizona
was chairman of the subcommittee at that time.

The first witness that day was the late Lieutenant General Timo-
thy J. Maude, U.S. Army. He was a forceful advocate for an im-
proved Montgomery GI Bill. At the subcommittee’s request, Gen-
eral Maude shared with Chairman Hayworth, Ranking Member
Reyes, Mr. Smith, Mr. Evans, Mrs. Brown, and the late Floyd
Spence the data on how few 17 to 21-year-old males the service
branches actually have to recruit.

This is because so many go to college right out of high school.
What struck me in reading the transcript of that hearing was that
General Maude was unwilling simply to give up—to give, if you
will, college bound students to the colleges. He wanted the youth
of America to go to college. That was very clear. He just wanted
them in the Army first.

And if a young person went to college right out of high school
and decided to stop out, he wanted them back in college while in
the Army. Why, I suspect, because of what the Army had to offer
them, real life experiences, perhaps, more noble than an 18-year-
old might be able to imagine.

As you know, General Maude died in the Pentagon on the morn-
ing of September 11, at the age of 53, while doing what he liked
doing best, looking after the interests of soldiers; not surprising for
an individual who rose from the rank of private to General Officer;
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not surprising for a man who was a Vietnam veteran and a Bronze
Star winner.

I attended the memorial service for General Maude and the other
selfless Americans who died at the Pentagon on September 11. I re-
spectfully pay tribute to this man by noting that H.R. 1291, the bill
on which he persuasively testified, is now the law of the land, and
contains the largest increase ever in the Montgomery GI Bill.

And to General Maude, I would say the youth of America had a
wonderful friend. I thank everyone for indulging me. Mr. Molino.

STATEMENTS OF JOHN M. MOLINO, DEPUTY ASSISTANT SEC-
RETARY OF DEFENSE, MILITARY, COMMUNITY AND FAMILY
POLICY; JOHN MCLAURIN, DEPUTY ASSISTANT SECRETARY
FOR HUMAN RESOURCES, DEPARTMENT OF THE ARMY;
ANITA BLAIR, DEPUTY ASSISTANT SECRETARY FOR PERSON-
NEL PROGRAMS, DEPARTMENT OF THE NAVY; KELLY CRA-
VEN, DEPUTY ASSISTANT SECRETARY FOR FORCE MANAGE-
MENT INTEGRATION, DEPARTMENT OF THE AIR FORCE;
AND REAR ADMIRAL JOYCE JOHNSON, DIRECTOR, DIREC-
TORATE OF HEALTH AND SAFETY, U.S. COAST GUARD

STATEMENT OF JOHN M. MOLINO

Mr. MOLINO. Good morning, Mr. Chairman, and thank you. And
I would like to begin by associating myself with those remarks.
General Maude was a friend, and I know the Army and Depart-
ment misses him.

I appreciate the opportunity to appear before you this morning
to discuss the Department’s Transition Assistance Program, and to
talk about other topics you have asked us to address, which effects
separating servicemembers.

I have submitted a written statement reporting the Department’s
Transition Assistance Program, and I ask that that statement be
made part of the record.

Mr. SIMPSON. All of your statements, full written statements, will
be made part of the record.

Mr. MOLINO. Thank you, sir. First, I would like to restate our
commitment to our departing servicemembers. The Department re-
mains steadfast in its commitment to offer separating
servicemembers, their families, and eligible DOD civilians, transi-
tion services well into the future.

It is more important than ever that we take care of our military
personnel as they enter and leave active duty. Secondly, we recog-
nize the importance of transitioning our servicemembers in a man-
ner that encourages them to be positive spokespersons for the
military.

For these and other reasons, transition is a top priority in our
human resources strategic plan. We are most appreciative of the
outstanding cooperation we receive from the Departments of Labor
and Veterans’ Affairs, and the state employment agencies, and our
own military services.

We have also received valuable assistance from the veterans’
service organizations and I know they are represented here today.
The Department has funding and policy oversight responsibility for
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the program, while operational responsibility rests within the mili-
tary departments.

About 226,000 people separate from the military each year. Less
than 10,000 military personnel separate directly from overseas lo-
cations, and most of these are Army personnel. It is appropriate to
thank the subcommittee and Congress for passing the Veterans
Education and Benefits Expansion Act for 2001.

This legislation allows our separating servicemembers to start
the transition process 12 months before separation and 2 years be-
fore retirement. In fact, last fiscal year, approximately 12,000
servicemembers started the transition process earlier than 90 days
before separation.

We have found that the earlier we get our servicemembers into
the transition and pre-separation counseling process, the more like-
ly they are in fact to reenlist. The Navy and Army are prepared
to discuss this positive result in more detail when they address
you.

Our pre-separating counseling process is mandatory for all de-
parting servicemembers. Next fiscal year, we plan to automate our
pre-separation counseling checklist Department-wide.

By automating the checklist, we will be in a better position to ad-
dress the concern of this subcommittee regarding the high unem-
ployment rate of those recently discharged military members in the
age group 20 to 24.

I also want to tell you that in the last 5 years, the Department’s
contribution to the unemployment compensation has decreased by
$55 million. Last fiscal year, we conducted more than 7,700 over-
seas Transition Assistance Program seminars.

More than 115,000 departing servicemembers, and 15,000
spouses attended these seminars. In order to conduct this training,
our overseas transition managers were trained at the National Vet-
erans Employment Services Institute.

The committee was concerned about whether we allowed spouses
to attend and participate in our transition programs. I want to as-
sure you of the fact that we have an open door policy for all
spouses regardless of whether their military member is leaving the
service, or whether they are staying on active duty.

The subcommittee has also expressed interest in how we market
the program, and whether officers seem to have more access to the
program than enlisted members. I am pleased to tell you that we
do not think this appears to be so.

In the last fiscal year, we provided over 30,000 transition assist-
ance briefings to senior enlisted personnel, over 11,000 to our jun-
ior officers and senior officers, and more than 1,300 briefings to
flag level officers.

Based on the number of transition briefings that we have given
this past fiscal year, commanders have a greater understanding
about the program. We believe our transition program is effective.

We have many other ongoing partnerships and planned initia-
tives that will further enhance our program, and these are ad-
dressed in detail in my written statement. Our transition services
are vital to ensuring that quality of life remains high for our mili-
tary personnel, even as they prepare to leave military service, and
embark on new civilian careers.
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Just as we place great emphasis on recruiting and retention, we
believe we must place just as much emphasis on military separa-
tion. We realize the importance of transitioning our members in a
manner that encourages them to be positive spokespersons for the
military.

To quote Secretary Rumsfeld, ‘‘Without the ability to attract and
retain the best men and women, the armed forces will not be able
to do their job.’’

Mr. Chairman, this concludes my statement. I want to thank you
and the members of this subcommittee for your continuing support
for the men and women of the armed forces who have served this
country honorably. And I will be happy to answer any questions
you may have.

[The prepared statement of Mr. Molino appears on p. 50.]
Mr. SIMPSON. Thank you, Mr. Molino. We will keep our questions

until all of you have testified. Mr. McLaurin.

STATEMENT OF JOHN MCLAURIN

Mr. MCLAURIN. Thank you, Mr. Chairman. Good morning. First,
I would like to express my appreciation for your comments about
Tim Maude, he was not just a colleague, but a personal friend,
since we served together in the Second Infantry Division. And I
know that Terry, his widow, will be very pleased to see those com-
ments in the record.

We appreciate the opportunity to discuss the Army’s Transition
Assistance Program, known as ACAP in the Army. The Army has
made a significant commitment and investment to institutionalize
and continuously improve ACAP over the past 11 years.

Many soldiers join the Army immediately after high school, and
have little or no experience in finding civilian employment. In addi-
tion, a high percentage of soldiers possess military occupational
specialties that are not always thought to be readily transferrable
to civilian occupations.

ACAP services are especially critical to these individuals to en-
sure they can civilianize their military skills and experience to suc-
cessfully compete in the private sector. The Army consistently aug-
ments DOD funding in its efforts to provide transition assistance
programs and services.

Seeking an efficient economical solution for consistent delivery of
quality, standardized transition services, the Army outsourced
ACAP services in 1996, after results of a comparative cost analysis
concluded that a centrally managed Army-wide contract was more
cost-effective for the Army.

During fiscal year 2001, the average ACAP cost-per-client was
$166 compared to private sector, where the costs for similar levels
of service range between $1,200 and $1,800 dollars per individual.

This structure provides the Army with great flexibility in re-
sponding to changing requirements and providing transition serv-
ices on an ‘‘as-needed’’ basis at worldwide locations.

Further program enhancements have been implemented with the
creation of ACAP XXI, the Army state-of-the-art system offering
fully automated pre-separation counseling, interactive video work-
shops, and research tools to assist individuals in marketing their
unique military skills and experiences in the private sector.
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ACAP XXI was created with the expertise of a leading career
transition consulting firm, which currently serves 300 of the
world’s 500 largest corporations. The Army also has two related
initiatives focused on improving post-military employment opportu-
nities for soldiers: the Army’s new credentialing program, GI to
Jobs, and a Partnership for Youth Success, or the PAYS Program.

Aimed at non-degree seeking soldiers, GI to Jobs offers expand-
ing opportunities for soldiers to earn civilian credentials related to
their Army military occupational specialties.

PAYS offers recruits post-military employment opportunities
with specific partner companies prior to joining the Army. After
successfully completing their enlistments, soldiers transition di-
rectly to employment with the pre-selected PAYS employers.

To-date, almost 7,000 soldiers have signed agreements with 24
industry partners including Lockheed Martin, General Dynamics,
Pepsi Bottling Company, Goodyear, State Farm Insurance, and
Bell South.

ACAP also has a significant impact on the Army’s retention ef-
forts. Soldiers who are considering separation need to make edu-
cated realistic decisions on the value of reenlisting in order to ob-
tain additional military civilian education, professional certification
licensure, and military job experience, which can significantly im-
prove their marketability before they separate.

Last fiscal year, 3,906 soldiers, who initiated the transition proc-
ess, decided to reenlist instead. Through May of this fiscal year,
2,559 soldiers have reversed their initial decision to separate.
These reenlistments represent not only a significant cost savings,
but also a clear win-win for the soldiers, their families, and the
Army.

Leveraging a wide variety of marketing venues and strong Army
command support, ACAP offices ensure all eligible individuals, re-
gardless of grade, are not only afforded the opportunity, but are
strongly encouraged to participate in what is you know a voluntary
process.

Recognizing the impact of the current high optempo on separat-
ing soldiers, ACAP services are also provided to soldiers in forward
deployed areas. ACAP professionals have traveled on 108 occasions
this fiscal year including visits to the deployed soldiers in Saudi
Arabia, Kosovo, and Kuwait.

Transition services are also a subject of pre-deployment process-
ing as well. The effective partnership between the Departments of
Defense, Labor, and Veterans’ Affairs ensures soldiers have access
to quality transition information and services.

The Army also partners successfully with federal agencies, major
corporations, and local companies to connect them to potential em-
ployees. During the past year, ACAP has worked with representa-
tives from the Office of Personnel Management, the U.S. Marshals
Service, the U.S. Border Patrol, the Transportation Security Ad-
ministration, and most recently, the Federal Aviation Agency.

I appreciate the opportunity to come before this subcommittee to
provide an update of the Army’s Transition Assistance Program.
And I, likewise, would like to thank this subcommittee for its ef-
forts on the current legislation which allows us an expanded time
period to address these all important services.
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The Army is fully committed to providing quality transition as-
sistance to departing soldiers, their family members, and displaced
DA civilians as well. I look forward to your questions, sir.

[The prepared statement of Mr. McLaurin appears on p. 60.]
Mr. SIMPSON. Thank you, Mr. McLaurin. Admiral Johnson.

STATEMENT OF REAR ADMIRAL JOYCE M. JOHNSON

Admiral JOHNSON. Good morning, Mr. Chairman, distinguished
members of the subcommittee. It is a pleasure to appear before you
today to discuss the Coast Guard’s Transition Assistance Program.

Let me begin with just telling you a little bit about the Coast
Guard, to provide a context for some of the differences our pro-
grams has from our other military services.

As you know, we are military, multi-mission, and a maritime
service. We have about 36,000 active duty members, and about
7,800 as an authorized reserve strength. We have about 4,000 sepa-
rations and retirements per year.

About half of our units have less than 30 persons. We are ex-
tremely geographically disbursed. We don’t have large bases that
can readily have large transition seminars. So one of the goals of
our program is to try to make certain that each of our members
who is leaving the service has access to that program.

There is a number of things that we do. One of the things that
we do is we provide travel and per diem, so that people don’t have
a financial barrier from attending programs. The Coast Guard is
organized into 12 integrated support commands, as well as head-
quarters command.

We have a work life supervisor, who manages the Transition As-
sistance Program in each of those areas, and also a transition relo-
cation manager, who actually coordinates the actual program, usu-
ally for a multi-state region.

Each of the transition relocation managers are certified inter-
national job and career coaches. They are also responsible for the
Transition Assistance Program, the Relocation Assistance Program,
and the Spouse Employment Assistance Program, so that we can
try to provide a coordinated approach for our members.

The overall goal of the program is to provide members and fami-
lies the opportunity to make an informed and effective transition
from military service to civilian employment. We also take extreme
efforts to make certain that all of our members are aware of the
program, and try to give them access to it.

Our unit commanding officers also have a major responsibility.
They are responsible for assuring that each separating or retiring
member receives appropriate transition assistance, and is informed
of the benefits at least 180 days before separation, or 15 days after
notification of separation.

The command meets with the member, and then again at least
90 days before separation has pre-separation counseling. Members
who may be separated due to medical conditions also receive coun-
seling from the Veterans’ Administration, and are referred to the
Department of Defense Disabled Transition Assistance Program
seminars.

Each of our transition seminars has four program elements: pre-
separation counseling, employment assistance, relocation assist-
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ance for our overseas members, and benefits for involuntarily sepa-
rated members.

We utilize the workshops of the Department of Defense, the De-
partment of Labor, and also we have special Coast Guard work-
shops, again, to try to assure geographic accessibility to all of our
members.

The Coast Guard workshops are usually 4 days: 3 days involving
the job search, and one day teaching our members about the over-
all benefits that they will have access to. The workshops include:
skills identification, interview techniques, resume preparation, and
veterans entitlements.

Also, our Coast Guard transition relocation managers work coop-
eratively with the Department of Defense, Department of Labor,
VA, our contractors, state and community organizations, non-profit
service organizations, and local businesses to try to make certain
that we can utilize as many of the community resources as
possible.

We are also trying to do additional things. For example, in Au-
gust of this year, we will have our first pilot of a transition assist-
ance strike team, in which our transition relocation managers will
actually go to remote areas to hold transition assistance seminars
for people who might otherwise find it difficult to go to the regu-
larly scheduled seminars.

In terms of trying to evaluate a program’s effectiveness though,
we don’t have a specific report card. I would like to say that two-
thirds of those taking the course rated them excellent, which I
would equate to an ‘‘A’’; 22 percent, very good; and 12 percent,
good. So everyone found them to be at least good.

There is generally a reported increased significant knowledge
and understanding in the whole transition process. One of the
things is that members say that they wish that they had had them
earlier in their career. And we are trying to accommodate that. If
people want to take the course early, we try to be as flexible as
possible on that.

As the Department of Transition—or the Coast Guard made
transition to the new Department of Homeland Security, we antici-
pate that we will remain a military services with our current rela-
tionships with the Department of Defense. And we anticipate that
we will continue to maintain our quality program, as we have it
today.

Thank you for the opportunity to testify here before you today.
And I will be happy to answer any questions you may have.

[The prepared statement of Admiral Johnson appears on p. 68.]
Mr. SIMPSON. Thank you, Admiral Johnson. Ms. Blair.

STATEMENT OF ANITA BLAIR

Ms. BLAIR. Mr. Chairman, good morning. And thank you very
much for the opportunity to speak at this hearing today.

At the outset, I want to emphasize that the Transition Assistance
Program for the Department of the Navy is one of the most impor-
tant benefits offered to our sailors and Marines.

It should not be considered a relic of drawdown history, but in-
stead is a vital element and expression of the mutual loyalty be-
tween Americans and those who volunteer to serve. We must con-
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tinue to provide our servicemembers with the information, assist-
ance, and skills needed to make informed decisions about how best
to navigate their careers.

Our Transition Assistance Program is a tremendous success. We
are extremely appreciative of the outstanding cooperation and ef-
forts of the Congress, the Departments of Labor and Veteran’s Af-
fairs, state employment agencies, veterans’ service organizations,
and our entire Department of Defense transition assistance team.

This is a team in which every member has a distinct role to play,
and we must continue to exert our efforts. I want to talk about the
particular characteristics of both the Navy and the Marine Corps
Transition Assistance Programs, and then summarize from a De-
partment of the Navy point of view.

In the Navy, the Transition Assistance Program has evolved into
an extremely important and valuable benefit for our sailors. It not
only assists them in making critical life decisions, but it also as-
sists the Navy as an effective recruiting and retention tool.

Instead of only targeting job placement, our transition program
focuses on the sailor’s career life cycle. Navy provides a variety of
transition services for military members, their spouses, and family
members.

The transition assistance package is a complete package that en-
ables our transitioning sailors to learn how best to compare oppor-
tunities and formulate an educated career change decision.

How do we know whether the Transition Assistance Program is
successful?

The authorizing legislation specifies one goal, and that is to pro-
vide assistance to each departing servicemember. But, in fact, there
may be no single definition or measure of a successful transition.

The TAP serves a broad variety of personnel in a wide range of
circumstances. Perhaps the most important measure of success is
customer satisfaction, the enhanced ability of each program partici-
pant to meet his or her own needs, expectations, or post-military
career goals.

Statistics from the U.S. Department of Labor and Veterans
Employment Training Service indicate TAP workshop participants
find employment on average 3 weeks sooner than non-workshop
participants.

Other possible indicators of successful program could include re-
tention rates following attendance at transition workshops, or un-
employment compensation trends for recently separated veterans.

In that regard, data show a significant decline in unemployment
compensation cost reimbursements paid by Navy since the imple-
mentation of TAP in the early 1990s. Navy realizes we must con-
tinue to integrate the transition process into a sailor’s complete
military life cycle.

To ensure that each of these transitions from civilian to recruit
to career military and back to civilian run smoothly, we are devel-
oping the Career Options and Navy Skills Evaluation Program or
CONSEP.

This newest initiative is the first holistic approach to transition
education undertaken within the Department of Defense. Details
about the CONSEP program are provided in my written statement.
I would be glad to answer other questions about it.
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Our command leaders aggressively support the overall mission of
the Transition Assistance Program. Every effort is made to ensure
all anticipated separations scheduled to occur through an extended
deployment have full access to programs and assistance prior to
deployment.

Navy policy dictates that every transitioning sailor must attend
a TAP workshop no later than 90 days prior to separation, unless
specifically declined in writing.

In fulfilling our responsibilities and obligations to our Navy
members, we want to continue to enhance our transition services
in a number of ways. We must improve access to TAP service for
sailors, who may be deployed on ships or assigned to isolated or re-
mote areas.

Navy has the perhaps unique circumstance of having at any
given time about 50 percent of its force somewhere else. To meet
these needs, our active duty command career counselors need a
solid foundation of training in pre-separation counseling, as well as
better tools to aid and support separating sailors career decision
processes.

Along the same lines, we need to explore every option to
facilitate the full-time presence of Department of Labor TAP work-
shop facilitators, which will eliminate a lot of stress on our Navy
personnel.

We want to enhance access to continuing educational opportuni-
ties, and ensure we are meeting the needs of our 21st Century cus-
tomer base. One size fits all approach may not be working.

I do not want to omit the Marine Corps, obviously, but it in some
ways is a very different service from the Navy. The Marine Corps
has the unique mission and an expeditionary nature, largely a
young, first term force, with the youngest average age, and the
smallest number of married personnel of any of the services.

Each year, the Marine Corps turns over about 20 percent of its
in-strength. And a typical year is 2001, which we recruited over
30,000 civilians, and separated about 31,000 enlisted members, of
whom about 82 percent were in their first term.

What this means is that the Corps remains closely and con-
stantly in tune to the relationship between Marines and the larger
American society they defend. The Marine Corps published a new
order in early 2002, which make TAP workshops mandatory.

It is too soon to tell the actual effect of this brand new order, but
we believe it will have a definite result of encouraging many more
marines to attend our programs.

As Ms. Davis mentioned earlier, that she is interested in possible
ideas for mentorships and coordination with veterans organiza-
tions, I would like to take a moment if I may to introduce a new
program of the Marine Corps called ‘‘Marine For Life.’’

It is essentially an alumni networking organization, which the
commandant has required to be instituted. The groundbreaking
element is a network of Marine alumni, who will provide assistance
to civilians who may want to become marines, marines, and former
marines.

Many marines who receive transition of services are leaving at
the end of their first term. They tend to be young men, including
minorities, who may face greater challenges in returning to civilian
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employment. The Marine For Life Program has the program to pro-
vide a special network of support for young people such as these.

In closing, I want you to know we are very proud of our transi-
tion program, which is tailored to meet the unique needs of our
sailors and marines, both ashore and afloat, and improve on our
transition services.

This may be in fact the very most important veterans benefit
that we provide. And it certainly is an essential factor in our abil-
ity to attract sufficient numbers of recruits into the All-Volunteer
force.

On behalf of the Department of the Navy, we thank you and look
forward to working with you and your staff.

[The prepared statement of Ms. Blair appears on p. 70.]
Mr. SIMPSON. Thank you. I appreciate your testimony. Ms.

Craven.

STATEMENT OF KELLY CRAVEN

Ms. CRAVEN. Thank you. Good morning, Mr. Chairman, and dis-
tinguished members of the subcommittee. Thank you for the oppor-
tunity to update you on the Air Force’s Transition Assistance Pro-
gram, and to explain how we prepare our members and their fami-
lies for post-military life.

Thank you for your interest in this program, and for seeking our
input. I represent nearly 542,000 men and women in the active
duty reserve and Air National Guard components of the U.S. Air
Force, our people, our most precious asset.

I consider this an honor and a great responsibility. I am proud
to be their advocate, and humble to serve those who embody the
verse, ‘‘There is no greater sacrifice than to lay down one’s life for
one’s friend.’’

Permit me to be brief. I would like to just hit some highlights.
In preparing for this hearing, some key points emerged. First, is
the need for measurement to ensure we are offering the best qual-
ity product to our airmen and their families.

Customer satisfaction is always at the top of our priority list, and
our customer feedback supports that. I thought I would bring you
one airmen’s words regarding this program.

One Air Force officer effected by the 1992 drawdown, a husband,
and a father of two, said this of the TAP services that he received:

‘‘In my case, spending an entire professional life to that point in
the military services until separating in 1992 from an overseas
base, provided an excellent education and experience base for civil-
ian employment. However, the typical military member has no idea
how to access the job market, or accomplish basic job search tasks
and skills such as resume preparation, interviewing, and business
dress and appearance. The program provided a solid basic skills
foundation to build upon. Further, many of the referral services
and counseling provided by other agencies were invaluable. Finally,
the opportunity to network and compare notes was an added bene-
fit of the program. In retrospect, transition services were key to ac-
complishing a difficult career transition to civilian employment.’’

We currently acquire member feedback through the use of exit
surveys, personal inquiry by our family support center staff, and
close coordination with unit leadership. The results are extremely



20

favorable, and reflect highly in the quality and dedication of our
TAP professionals.

We are exploring the possibility of surveying Air Force members
after their separation to more fully determine the impact of TAP
on their goal attainment, as a further measurement of the pro-
gram’s effectiveness.

They will have had the opportunity to use the tools that we pro-
vided, and their post-military experience will likely provide valu-
able insight in what other services we might be able to offer. Un-
derstanding their job search and life transition experiences, post-
separation may be of added value to what we obtain prior to their
leaving.

Second, is the need to inject more focused attention on the life
cycle of an airmen into the early stages of career development. The
Air Force instituted a re-recruiting program last year focusing on
those career fields that were most in need of assistance.

The purpose of this program was to provide one-on-one career
counseling and mentoring between a senior officer and a company
or field grade officer in the same functional community. Our initial
focus has been on engineers.

Results of this effort show that of the 420 engineers who were
initially on the fence, are leaning toward staying in the Air Force,
or definitely getting out. The counselors believe 42 percent were in-
fluenced to stay in the Air Force after the one-on-one sessions.

The Secretary’s goal is for this program to be instituted across
the Air Force, somewhat similar to the Navy’s program that com-
pliments this pre-separation counseling process. We fully support
this initiative.

And, lastly, you asked about the need for a Department of Labor
to service our overseas workshops similar to their functions state-
side. This would be a benefit to us. Currently, we use our family
support center staff to perform this function.

By utilizing Department of Labor support, this would free up our
staff to support our personnel in other ways. I have further infor-
mation should you desire to go into details.

Mr. Chairman, and members of this subcommittee, the TAP pro-
gram is one of the greatest gifts that we give our hardworking air-
men. The military’s job has always been to serve America, and this
program allows us to serve America, even after the military mem-
ber separates.

I would be pleased to respond to any questions you might have.
Thank you.

[The prepared statement of Ms. Craven appears on p. 83.]
Mr. SIMPSON. Thank you all for your testimony. As I said earlier,

the TAP legislation gives the different branches of the service great
flexibility in designing their own program which best suits them,
and I think that’s a good idea because it allows experimentation,
different ideas to be tried, and to see what is successful, or what
is most successful, and what fits each branch of the service.

Do you all get together and talk about how your different pro-
grams work, and what aspects of it may be successful, what aspects
maybe you need help with, or be able to take advantage of what
some other branches of the service are doing?
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Do you exchange ideas? Do you have a free flow of information
here?

Mr. MOLINO. Mr. Chairman, I suspect sometimes it is a freer
flow than we would like. But the people who work in this business
know each other well, talk to each other probably on a daily basis.

The nature of their duties tend to overlap. It is not just the tran-
sition program, it is other quality of life programs that help our
transitioning soldiers, sailors, airmen, and marines.

So I think, speaking for the Department overall, my sense of it
is that there is a lot of talk, there is a lot of cross-fertilization,
there is a lot of, ‘‘Hey, that’s a good idea. How would we do it in
our Service?’’ Or, ‘‘Although that’s a good idea for your Service, it
just won’t work in ours.’’ At least that is my sense of it.

Mr. SIMPSON. I appreciate that, and I hope that continues.
During your testimony, Ms. Blair, you talked about really the dif-

ficulty of a goal, setting a goal in this. And I am kind of a goal-
oriented sort of man. I like to say this is what I am going to do
and, you know, see if I can do that.

With a program like this, it is kind of difficult when the objective
of the program is to provide a service. But, obviously, if we don’t
have some type of goals out there, then you are never going to
know whether you are successful, whether you are doing a good
job, a bad job, or whatever. Are you?

And I noticed, Ms. Craven, you mentioned in your testimony that
you are going to start surveying members that have left the
service.

Ms. CRAVEN. Well, we are going to begin examining that because
we think that could be very helpful.

Mr. SIMPSON. Are all of the services going to do that, start
collecting additional data on people as they leave service, and real-
ly—I won’t use the word ‘‘tracking’’ again—follow up—that was a
good word—doing the follow up necessary to find out if this is
successful?

Because sometimes the impression someone has 30 days after
they leave the service may not be the same impression they have
365 days after they leave the service.

I think it would be very vital to the continuation and improve-
ment of this program to be able to do the necessary follow up, and
get the input from those individuals that have used the services,
even those that didn’t use the services, ‘‘If they could go back and
do it again would they?’’ that type of thing.

To the extent that we can do better follow up and get the infor-
mation necessary to improve the program, I would certainly en-
courage that among all of you. Would any of you would care to re-
spond to that?

Mr. MCLAURIN. Yes, Mr. Chairman. I think that is a good idea.
I think that I would like to work with the Air Force to investigate
the possibilities here. Currently, the Army does not do that exactly.

Certainly, we have surveys of folks who participate in the pro-
gram. And in my written testimony, we have already indicated that
this is highly successful. We also encourage participants to provide
us information once they depart, and each one of the ACAP centers
actually post their success stories.
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And if you would like, I can certainly provide you a sampling of
those, either to the committee, or for the record.

Mr. SIMPSON. Certainly.
Mr. MCLAURIN. Because those actually are very meaningful and

encouraging to people who come to pre-separation counseling to ac-
tually take advantage of the transition assistance services that are
available.

Mr. SIMPSON. I appreciate that. Do all of you feel that a greater
presence of the Department of Labor at the overseas facilities
would be advantageous?

Mr. MOLINO. I was going to say, Mr. Chairman, I think I could
speak for the group that we would welcome that increased level of
participation, whether it be direct or through contract. But we
would certainly welcome that increased level of service.

As you know, the Services go the extra step to ensure that just
because a servicemember is separating overseas, they do not get
cheated of the service. They send their own people to get qualified
to provide that instruction, and they are as qualified as the Labor
Department people.

So, to the extent Labor would be able to provide that service, we
would certainly welcome it.

Mr. SIMPSON. I appreciate that. Admiral Johnson, you mentioned
that you have special difficulties, if you want to call them that, in
that you don’t have the large classes to be able to offer the same
services that the other branches do. But, yet, you offer per diem
and travel for your separating individuals to be able to travel to
these classes.

Do they take classes from the other branches?
Admiral JOHNSON. Yes, sir. They take them from the other mili-

tary services, and the program that the Department of Labor par-
ticipates in. And we very much appreciate the cooperative relation-
ships that we have with the other services. And we utilize a lot of
the same resources. We share materials with them. And our staffs
are very, very actively involved at their unit level, as well as at the
headquarters level.

Mr. SIMPSON. I appreciate that. And thank you all for being here.
Mr. Buyer.

Mr. BUYER. I am going to go right down the line. Do you think
your mission is to get somebody a job? Is that your mission at
DOD? What do you think?

Mr. MOLINO. It is a very simple question that requires a very
complex answer, I am afraid. I don’t think our mission is to be a
job search organization.

However, when a young man or a young woman volunteers to
come on active duty to serve their nation, I do think there is some
obligation that we not leave them in a disadvantageous position
where they are immediately, the day they are discharged, left with
a firm handshake, and a pat on the back, and no other ability to
get a job.

Because they lived in South Bend before they came in the Army,
and then when they separated they happened to be somewhere in
Europe, but they want to go back to South Bend, I think we need
to ensure that they have some skills about what it takes to get an
interview, what it takes to perhaps get a job.
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I think we owe it to them as a way of fulfilling our share of what
we have come to call in the Department, the social compact, this
reciprocal arrangement we have with these people who have volun-
teered to serve.

Mr. BUYER. The Army, do you think it is your mission here to
get them a job?

Mr. MCLAURIN. Specifically, I don’t think it is our mission to ac-
tually give them a job. If we could, I think it would greatly enhance
our ability to recruit the personnel that we need for the services.

Mr. BUYER. Coast Guard?
Admiral JOHNSON. I don’t believe they all want a job afterwards.

I think it depends upon the reason why a member is leaving.
Women may leave to take care of their children. I don’t think help-
ing them get a job is necessarily in their—I think what our respon-
sibility is is to help them understand what they want in their post-
service life whether it be a job or not a job, and help them to fulfill
those ideals.

Mr. BUYER. Ms. Blair.
Ms. BLAIR. Our mission is to provide the nation’s defense. As a

practical matter, that takes people, and people of whom we ask
some very special and difficult things, laying their lives on the line.

And so, we need to do what we have to do in order to persuade
people that we care as much about them as they care about them-
selves. So a job may be a small piece of evidence of that concern
about the people whom we are asking to serve.

Mr. BUYER. Ms. Craven.
Ms. CRAVEN. Our goal is to assist them in prioritizing their goals

in the transition, and to provide them the resources to achieve
those goals.

Mr. BUYER. I think you all gave the right answer. That is why
it means nothing for me for you to give testimony that a measure-
ment of the success of your program is whether someone is—how
much you pay out in unemployment insurance.

How can you give me that answer, and then provide testimony
that, ‘‘Well, we think it’s effective because this is what we are giv-
ing out in unemployment?’’

I don’t think that matches. It doesn’t resonate with me. It doesn’t
mean much to me. This is my personal opinion.

I have some questions about skill sets, and whether you see any
cooperation from corporate leaders. So what immediately comes to
my mind would be some of the jobs, specific jobs within the Navy,
perhaps, the air component of the Marine Corps, it is very easy for
the Air Force because you have got maintenance, you have got pi-
lots that you can place immediately—industry understands that.

So I don’t know all of the difference between your military spe-
cialties. I am Army, so I just call them MOS’s. But, as I understand
it, we don’t match very well to industries skill sets.

Can you provide some testimony here about whether we need
more participation from industry leaders, or is there something
that is already being taken care of that I don’t know about?

Ms. BLAIR. Mr. Buyer, if I may, in the Navy, our education and
training command has actually revamped itself. And we are revis-
ing our ratings with MOS’s to make sure that if we are asking
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somebody to be a cook, that person is qualified to be a cook in a
hotel, and has the appropriate kinds of civilian certifications.

We are trying to line ourselves up with the civilian job market
believing that it not only may enhance some of our certifications,
but it also provides our people different options.

In the Marine Corps, we have lots of folks who are rifleman.
They carry a gun all day. And I would suggest that having at-
tended a TAP program yesterday, at which the opportunity for se-
curity jobs was presented, that is a tremendous benefit for the
United States of America today, that we may draw upon veterans
to fulfill a lot of these security requirements, rather than folks off
the street, who may not have any kind of specialized training in
that area.

So, even some of the less obvious jobs, such as trained killer,
could actually have plenty of relevance to today’s economy.

Mr. BUYER. Ms. Craven.
Ms. CRAVEN. In answer to your question, I know that we certify

for some of the top occupations in the Air Force, like you said,
whether that is air traffic controllers, pair rescue, vehicle mainte-
nance, fire protection, et cetera. But I like your question, as far as,
do we partner with corporate—in the business world?

I would like to go back and find some more information on that
and get you better answer on that.

Mr. BUYER. Army.
Mr. MCLAURIN. Yes, sir. We would always welcome more partici-

pation by private industry leaders. They have been most forthcom-
ing with us in our initial development of the Partnership for Youth
Success program.

As I mentioned earlier, we have 24 companies already participat-
ing in that. And I think you are absolutely right, in that there is
sometimes perceived not to be a direct correlation between many
MOS’s and civilian job skills.

When we were working on the development of the GI to Jobs pro-
gram, we basically found that about 70 percent of our MOS’s had
some type of direct correlation to private certification licensure.
That leaves out quite a number of MOS’s, not to mention the ones
surrounding the combat arms, which cover a great number of peo-
ple.

We, however, do believe that those soldiers possess many skills
and attributes, obviously, duty to their country, but leadership
skills, work ethic, that are in fact important to employment in the
private sector. And we are trying to work our GI to Jobs program
to in fact develop those into possibilities for them in the future, and
to help them in seeking employment.

Mr. BUYER. Mr. Chairman, two things have struck me here. I
would welcome DOD to have a conference with some corporate
leaders. I don’t know if you would do that or not. But, boy, that
would be wonderful. I think it would pay great dividends.

And the other thing, Mr. Chairman, in the GAO report that sort
of struck me was, back in 1996—in a bipartisan fashion, this com-
mittee created the Commission that took a look at the TAP pro-
gram, and despite Ms. Blair’s testimony about the Marine Corps,
there must have been a reason why the commandant of the Marine
Corps didn’t give, as you indicated, great encouragement.
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The last time I checked a Marine order, there isn’t much about
encouragement there in a Marine order. Either you do it, or it is
bad dire consequences. So when the commandant of the Marine
Corps has now ordered mandatory appearance, he must have done
that because something wasn’t working out there.

And what I do know about the services in my years of working
with them, the Marine Corps takes the lead a lot. They really do.
And I am just telling you, that is telegraphing something to me.
And I just wanted to share that with you.

To close, since I have history with Ms. Blair and Ms. Craven,
publicly, here from a Congressional setting, congratulations to both
of you for your service to the country.

Ms. CRAVEN. Thank you.
Ms. BLAIR. Thank you.
Mr. BUYER. I yield back.
Mr. SIMPSON. Thank you. Ms. Brown.
Ms. BROWN. Thank you. In your presentation, you indicated that

the Department of Defense planned to modify policies to require
each military service branch to track the impact of the early inter-
est into pre-separation counseling has on retention.

According to the GAO, one of the difficulties in evaluating the ef-
fectiveness of the TAP program is the lack of common data, defini-
tion, and collection. Does the Department of Defense plan to de-
velop a common database to obtain and maintain TAP-related
information?

Mr. MOLINO. Ms. Brown, you have hit the nail on the head. We
not only see the need to develop information and maintain it in an
automated fashion, but we do recognize the need to have common
data elements, so that we can make comparisons among the
Services.

Ms. BROWN. Are you developing a common tool? Or, I mean,
what is the status of it?

Mr. MOLINO. Yes, ma’am. We are hoping to do it in the next fis-
cal year, in fact, as I stated in my testimony.

Ms. BROWN. Can you discuss what are the costs relating to de-
velop this program? And what do you need to do to maintain the
1990 availability of money, keeping it at the same level?

Mr. MOLINO. I don’t believe cost is a limiting factor in this re-
gard. But I can certainly provide that in detail for the record, if
that would suit you.

Ms. BROWN. Okay, thank you.
Mr. MOLINO. Thank you, ma’am.
Ms. BROWN. I yield back the balance of my time.
Mr. SIMPSON. Thank you, Ms. Brown. I appreciate the questions.

And I do thank the panel. I do have just a couple of things. First
of all, contrary to Mr. Buyer, I do think that a little bit saved in
the amount paid in unemployment is a reflection of whether people
are finding jobs.

And part of your job is not necessarily to find them a job, but
it is to make them as prepared as possible, so that should they
choose to find a job, they have that—the skills to do so.

And so, things like unemployment benefits, as well as many
other measures, come into are these being success—are we being
successful at what we are doing?
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I am not saying it is the measure of whether you are successful
by any means. So I appreciate what you were saying.

Mr. BUYER. I don’t want to quibble with the chairman. A job is
a job. Does it fit? Does it fit them—have we prepared them for that
life cycle? And does that job fit their skill? I don’t know.

Mr. SIMPSON. The gentleman brings up a really interesting ques-
tion, which I have wondered about for years and years, and that
is in the area of education.

We go out and we look at how many of these people go to college,
and we assume that that is a success if they go to college; whereas,
maybe what they wanted to do is actually get a job. And the goal
of education is to prepare a student that when they leave school,
they are able to find a job that makes them happy.

I mean that is the goal of all of this, that they are happy in life,
whether that is being an auto mechanic, or being an admiral in the
Navy, or being a physician, or whatever they are, that they are
happy at what they do.

Was their education a limiting factor in not being able to achieve
that happiness?

That is one of the things that I don’t know how you do it, but
we don’t know whether that is—you know, we could have 100 per-
cent employment in this country, and have everyone very unhappy
because they are not doing what they would like to be able to do.

Those types of things, we need to be able to measure better. I
don’t know how to get there. I am not smart enough to be able to
do that.

Do you keep track of any statistics about how many members
when they leave the service go to college, go to a job that is ready
for them, have a job that is ready for them, that they are, you
know, transitioning into, or actually go into unemployment?

How many take off for a few months because that is what they
want to do?

Do we keep track of any of those statistics? Because my goal is
to have a servicemember, when he leaves the service, be able to do
what he wants to do.

Mr. MOLINO. Sir, I am not aware of any Department-wide data
that we keep in that regard. We have talked about the unemploy-
ment figures, and whether or not that is reflective of a
servicemember who enlisted during the summer, and therefore sep-
arates during the summer months, and has decided to take a few
months off before going to college, and is eligible for unemployment
compensation, is that skewing the figures any, probably is.

Mr. SIMPSON. Yes.
Mr. MOLINO. If someone does separate, and as was stated before

by the admiral, decides that he or she wants to go to do full-time
family support work rather than go into the job market, what does
that tell us? Does everybody want to get job?

We really don’t have a handle on that. And, to the extent we can
get a handle on that, that will be how we judge the effectiveness
I think of this program. You know, intuitively, we all think this is
a good idea. And I think everybody in this room would agree with
that.

And we have the sense I think uniformly that we are doing a
good job, or at least we are putting out a degree of effort headed
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to the direction of doing a good job. All of the feedback we get from
surveys is positive.

However, that feedback could be just as easily twisted if we
didn’t have good donuts at the session, or if the coffee was cold.

Mr. SIMPSON. That is right.
Mr. MOLINO. So what we do need to do before we grade these

things, is to look at what the outcomes are in real terms.
One of the witnesses said we are looking—I think Ms. Craven

said, they are looking to go a little bit beyond when the person gets
out, to then poll them and see in fact are they doing what it is they
wanted to do when they separated? Are they in fact working?

And, frankly, without that, we look at the amount of money we
contribute to the unemployment compensation, frankly, because
that is one of the only few hard numbers we have. I think we need
more hard numbers and more outcomes to make a better
evaluation.

But I think, intuitively, there is no argument. We all think this
is really the right thing to do. And we can’t do enough for these
servicemembers.

Mr. SIMPSON. Well, I appreciate that. And I will tell you that I
appreciate the dilemma you face in trying to really measure suc-
cess in this. But this committee is committed to working with you
to do whatever we can to help determine that success and make
this as successful a program as possible.

Mr. BUYER. May I ask a——
Mr. SIMPSON. Sure.
Mr. BUYER. I apologize—that we invest a lot of money on the

education piece. So we say to that soldier, sailor, admiral, and ma-
rine, when you come in, we will also give you the opportunity while
in service to obtain your college degree, or an associate’s degree, or
further schooling.

Are we able to measure—now when they are prepared to transi-
tion out after maybe one enlistment, or two enlistments, or an offi-
cer after 3 years, how well did we do in that?

Did we give them the opportunities? Did we give them the time?
Do they get many courses in? Are we able to measure that success?
Is that in there?

Mr. MOLINO. I don’t think it is, sir. I can give you two examples
that give you both ends of the spectrum.

I was at Mildenhall, England, which is a somewhat remote loca-
tion about 200 miles north of London. An enlisted soldier at one of
the sensing sessions we held complained that he had nothing to do.

And the thing he was worried about the most was that in his
time at that station, be it remote, that he would turn to alcohol,
or just play video games. When that session was over, one of the
field grade officers come up to me and said, ‘‘I have got more youth
programs to keep this guy busy than he knows about. And I’ll
make contact with him and see how interested he is in getting
involved.’’

Likewise, I was recently in Sinai, and talked to a young Guards-
man, who had been there for the Arkansas Guard for her 6
months. And she had consistently taken college level courses, and
had amassed more credits than I could believe anybody could
amass in a 6-month period.
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It has a lot to do with the individual’s motivation. The programs
are out there, and it is a case of perhaps putting the right bait on
it. But, for some soldiers, who are in similar situations, although
in different parts of the world, they bite right at that hook and
they run with every opportunity we give them. And for some I
think you can sweeten the water to the point of making it
unhealthy, and they probably wouldn’t take a drink.

Mr. BUYER. I think that is why, Mr. Chairman, this ends up also
being a retention program because some of these servicemembers
get scared to death. And the GAO is accurate. It says, ‘‘Gees, I am
not prepared for the outside world. And that is why the invest-
ments we are making in long distance learning is so extremely
important.’’

Do you also bring up their continued participation in the Guard
or the Reserves that is being done with great success?

Ms. BLAIR. Yes.
Mr. BUYER. That is all in the affirmative? Thank you.
And the last question I have, it is a bigger question out there.

But I thought about this as I listened to your answers earlier.
World War II, we are a country of about 120-some million people
with 10 million in uniform.

Today, we have a little over 1.2 million, and we are a country
of 280-plus million. And not everybody understands the military di-
mension out there today.

Is there any evidence of any kind of bias out there in the work-
place with regard to veterans? Are you seeing any of it?

Ms. BLAIR. We receive anecdotally, and through media clippings,
and so forth, a lot of evidence that—particularly, in the last year,
to the extent that there were any lingering biases against veterans,
it has very much turned around.

And I think the American people are very grateful to anybody in
uniform, and particularly, the military services. But, as you know,
that has not always been the case and it could change. And I to-
tally agree with you that having more opportunities for America-
at-large to interface with military people can only be good for both
sides.

Ms. CRAVEN. I think the only evidence I have as anecdotal, but
it is that they want our airmen. It is not just because they are
qualified in what they do, but it is because of the—some of the in-
tangibles that they bring, the integrity, and their work ethic, and
those kinds of things.

So I think if there is a bias that I have heard, it goes that way.
They want them.

Mr. BUYER. Great. Thank you, Mr. Chairman.
Mr. SIMPSON. Ms. Brown.
Ms. BROWN. Yes, just on that last remark, I do know in my area,

Jacksonville, Florida, it goes the other way because we are always
looking for qualified retirees, and they go into companies because
of their background, and training, and they get very good jobs.

And I think one of the indications is whether or not the service
personnel decide to stay in that area. Even though they go other
places, they come back.
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But my question I guess go to lifelong learning. And do we keep
data, as to how many personnel choose that period to upgrade, or
enhance their degree?

Because I was—in reviewing it, I thought it was very interesting
that when people go through the RAP program—TAP program,
they decide to stay I guess because they evaluate what’s the condi-
tions on the outside, and they think that, you know, maybe it is
a pretty good deal.

When you look at health benefits, and we are trying to upgrade
housing, and other benefits, they decide to stay, which is good. Will
you respond to that?

Ms. BLAIR. I have one experience from just yesterday. We have
been over the last few years encouraging people to take the TAP
preparation well in advance of their retirement. And one of the ma-
rines who was participating in a program yesterday told me that
he is 2 years from retirement, but he wanted to ensure that for
whatever he wants to do 2 years from now he is able now to pursue
whatever education he might need in the meantime when he has
many programs that will assist him with that.

So we do know while people are in the service what they are
doing, whether they are taking college courses, and we offer nu-
merous programs. But the bottom line is what the chairman has
said. We have very poor information about what happens once they
are no longer with the service.

And just about every day, I bemoan the fact that we lack that
information. So we are definitely interested in being able to follow
the lives of people who have left the service, so that we can evalu-
ate whether what we are doing now is actually effective.

Ms. BROWN. I wonder is there any way that we could maybe get
the college to help us with the follow up placement because so
many of the colleges in my area also offer the distant learning and
other training programs. So maybe that is something we should
think about.

Mr. SIMPSON. I appreciate the panel’s testimony today. Thank
you all very much. This committee looks forward to working with
you to make sure that this remains a viable program and improves
in any way necessary. Thank you.

Our final panel this morning is Mr. Robert Epley, Associate Dep-
uty Under Secretary for Policy and Program Management, Veter-
ans Benefits Administration, and the Honorable Frederico Juarbe,
Jr., the Assistant Secretary of Labor, Veterans’ Employment and
Training Service.

Welcome to the committee this morning. We thank you for at-
tending. Mr. Epley, when you are ready.
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STATEMENTS OF ROBERT EPLEY, ASSOCIATE DEPUTY UNDER
SECRETARY FOR POLICY AND PROGRAM MANAGEMENT,
VETERANS BENEFITS ADMINISTRATION; AND FREDERICO
JUARBE, JR., ASSISTANT SECRETARY OF LABOR, VETERANS’
EMPLOYMENT AND TRAINING SERVICE; ACCOMPANIED BY
CHARLES S. CICCOLELLA, DEPUTY ASSISTANT OF LABOR,
VETERANS’ EMPLOYMENT AND TRAINING SERVICE

STATEMENT OF ROBERT EPLEY

Mr. EPLEY. Thank you, Mr. Chairman, and members of the sub-
committee. I appreciate the opportunity to testify today on the VA’s
role in the Transition Assistance Program and request that my for-
mal statement be accepted for the record.

Mr. SIMPSON. Yes.
Mr. EPLEY. The Department of Veterans Affairs believes strongly

in the concept of transition assistance for our separating
servicemembers. And we have supported this program since its en-
actment. Indeed, we see the transition assistance process as an im-
portant component of a comprehensive outreach effort.

Since the implementation of the VA Transition Assistance Pro-
gram, we have had military service coordinators assigned at each
of our VA regional offices. They have been responsible for dissemi-
nating information on a wide range of benefits and medical care of-
fered by VA, and in explaining how to apply for these benefits and
services.

This function, information dissemination, remains our primary
focus within the transition assistance process. Over time, we have
worked to expand and improve the program. In 1993, VA expanded
its military service program overseas.

We continue to work cooperatively with DOD in that effort, pro-
viding three to 5 month rotational tours with employees who have
been selected from our regional offices. In 2001, we held 574 over-
seas briefings for audiences of over 13,000 personnel.

In the early 1990s, we also established a National Records Man-
agement Center, and negotiated agreements with the military serv-
ice branches, so that VA could store service medical records. This
has facilitated our benefits determination and supported service de-
livery for all veterans and separating servicemembers.

Another enhancement to our program has been the Benefits De-
livery at Discharge (BDD) program sponsored jointly by VA and
DOD. This initiative has taken our military services briefing one
step further by allowing us to take and process claims for service
connected compensation prior to the discharge of the
servicemember.

We currently have 47 VA regional offices, and over 120 military
installations involved in Benefits Delivery at Discharge. Almost
23,000 claims were finalized through this program in fiscal year
2001.

Our goal with transition assistance is to provide high quality,
uniform presentations to all separating servicemembers. To help
assure this, we have standardized the briefing package for our
transition presentations. And we recently offered training nation-
wide for all of our military service coordinators.
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As new legislation has been enacted, we have tried to incorporate
the changes into our presentations. For example, we have just de-
veloped an outreach publication on the recently enacted licensing
and certification test benefit. We will advise future audiences of
this important GI Bill benefit.

We recognize that some participants may have different needs,
and we try to adapt to their needs. For example, we explain our
vocational rehabilitation program to all of the participants at the
general audience briefings. Then we offer more detailed one-on-one
assistance to those who feel that they may need counseling to be
eligible for vocational training in our vocational rehabilitation
program.

We have also made our benefits information available through an
internet page. We will continue to expand the use of the internet,
so that we can be more accessible to transitioning servicemembers
and anyone who is interested in the VA programs.

In summary, we support the TAP program. We feel it has been
successful for us. We are continuing to improve our process, so that
we can reach out and provide appropriate assistance to every sepa-
rating servicemember.

That concludes my statement. I would be happy to address any
of your questions.

[The prepared statement of Mr. Epley appears on p. 90.]
Mr. SIMPSON. Thanks, Mr. Epley. Mr. Juarbe.

STATEMENT OF FREDERICO JUARBE, JR.

Mr. JUARBE. Thank you, Mr. Chairman. I welcome the oppor-
tunity to be before this committee to testify concerning the Transi-
tion Assistance Program. I have prepared a statement, and I ask
that it be submitted for the record please.

Mr. SIMPSON. It will be.
Mr. JUARBE. Thank you. The Transition Assistance Program en-

compasses a decade of cooperative effort between the Departments
of Defense, Veterans’ Affairs, Transportation, and Labor. Top work-
shops are tailored to meet the specific needs of each of 170 military
installations, at which TAP is offered.

Participants receive a vast array of both practical advice and use-
ful tools for obtaining employment in the civilian marketplace. The
success of TAP workshops in providing the needed skills for en-
hancing employment opportunities for separating servicemembers
is well-documented, and has been evaluated regularly.

VETS conducted focus groups at 21 installations in 2000, which
echoed earlier findings of the TAP participants, and that they
found employment approximately 3 weeks sooner than their non-
participant counterparts.

I would like to read to you some excerpts from an e-mail received
in our Clarksville, Tennessee, office last week sent by Sergeant
Major Duane Sumas to the senior enlisted personnel at Fort Camp-
bell, Kentucky:

‘‘I am now a true believer in the TAP system. I am also one of
those who felt that the job requirements were more employment
than attending TAP. I am now enlightened. Assistance in all areas
of TAP is outstanding. Bottom line, don’t procrastinate. If you plan
on retiring, or even thinking about making that decision, go to
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TAP. Wish I would have gone earlier and used their services. Ser-
geant Major Sumas.’’

We believe veterans like Sergeant Major Sumas provide employ-
ers with the best talent pool of even transitioning population. And
it is our aim to equip them for the civilian workforce with the same
level of quality training that prepares them to effectively serve our
country.

I believe the key to continuing the superior performance experi-
enced by the sergeant major and his many counterparts rests in
our excellent interagency relationships. The recent completion of
the TAP reengineering project, when representatives from the De-
partments of Defense, Labor, Veterans’ Affairs, and Transportation
met together to make decisions on how to improve the overall pro-
grams proves the value of a strong partnership.

The Reengineering Committee identified several areas for im-
proving the effectiveness of TAP workshops including: the stand-
ardization of presentations and materials; overcoming barriers such
as classroom availability, access to bases, and a limited number of
qualified facilitators; managing costs and maintaining the rel-
evance of course materials; increasing participation, especially
among military spouses; and, of course, measuring the success and
the outcomes of the participation in TAP.

All four agencies combine resources to work with the
Reeingineering Committee to address these and other issues. The
initial outcome of our efforts include a redesigned, cutting edge,
and user-friendly workshop participant manual, which is also avail-
able for download from our website.

I have it with me, and I have made copies available for all of the
members of the committee. And I do want to emphasize, Mr. Chair-
man, user-friendly. We have instituted a 90-day update plan for
the time-sensitive content in the manual to ensure the quality of
our information and its relevance to participants.

In addition to modernizing the TAP participants manual, we up-
dated the TAP facilitators manual, which is used by the instruc-
tors. And we have developed a website to allow the facilitators to
electronically communicate best practices, present questions, and
receive the most current TAP workshop information.

In order to maintain the forward momentum of the—and positive
results of the Reengineering Committee, we intend to carry on
their purpose through the formation of a permanent interagency
transition assistance program steering committee. And the Depart-
ment of Labor has the lead on that. And we will be convening a
meeting very soon of that steering committee.

We combined and updated all of our web-based resources into a
personalized internet tool kit called e-VETS, which was launched
on July 4th. It is also referred to as the transition website. And I
have a small card that explains some of those programs, which I
have provided for the members of the committee also.

I would like to emphasize also that on the right-hand page, every
right-hand page of the manual, that website is listed, Mr. Chair-
man, so that the—I think the important thing, Mr. Chairman, is
that—and I hope you will recognize that many of our joint efforts
already addressing the desire of the committee to provide one-stop
web-based services is called for in H.R. 4015, the Jobs for Veterans
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Act jointly introduced by you and the ranking members—ranking
member, Congressman Reyes.

In recognition of this growing partnership, we realize that the
Department of Defense has expressed its desire that we provide
workshops in overseas installations. I think I can make that unani-
mous. We agree.

In response to this request, we are exploring possibilities such as
the outstationing of DVAP, and LVERs, in overseas TAP locations
on a rotational basis; or training and contracting out the facilita-
tion of TAP workshops to military spouses, which should enable us
to increase military spouse participation in TAP, and provide em-
ployment opportunity for spouses overseas.

Realizing that these ideas are still in the working phase, I would
like to take this opportunity to announce that VETS will be provid-
ing ample supplies of the updated manuals to the Department of
Defense for distribution at all overseas top workshops.

As we continue to examine the expansion of TAP to installations
overseas, I will keep you and your committee informed of our
progress.

Mr. Chairman, that concludes my statement. I want to assure
you of my willingness to work with you and members of the sub-
committee, as well as our partners in TAP, to ensure the success
of every veteran as they transition into the 21st Century workforce.
I will be pleased to answer any questions you may have.

[The prepared statement of Mr. Juarbe appears on p. 99.]
Mr. SIMPSON. Thank you. And thank you both for your testimony

here today.
Any idea when Secretary Chao might make that decision about

actually establishing a presence overseas, as we have talked about
here today?

Mr. JUARBE. The first thing that needs to be done, Mr. Chair-
man, is to address all of the issues related to that. And the most
effective way of doing—the most cost-effective way of doing it.

And that is one of the top agendas that the steering committee
will be addressing, so that we can receive the benefit of the input
of all of our partners and make the best possible recommendations
to the Secretary.

Mr. SIMPSON. Appreciate that. I note the absence of any data in
the DOL or VA statements on D–TAP. How many disabled service-
men do we actually serve through D–TAP?

Mr. EPLEY. Mr. Chairman, in the last year, we provided overall
briefings to about 187,000 personnel through the TAP process last
year. And, if I could, I would like to explain the way we open peo-
ple up to D–TAP.

We have found over time that it is preferable, and most expedi-
ent for the servicemembers, if we offer them the overall presen-
tation first on all benefits, including a fairly comprehensive expla-
nation of our vocational rehabilitation program. We do this for a
couple of reasons. If we had held TAP and D–TAP simultaneously,
they would miss that overall briefing.

Secondly, it had been our experience that not many of them un-
derstood what they might be eligible for. So we give them the gen-
eral presentation first, then we offer a more detailed one-on-one
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presentation to members who think they might be eligible or who
have a particular interest in the rehabilitation program.

I don’t have the numbers with me on that, but I can certainly
provide you exact numbers for the record.

Mr. SIMPSON. I appreciate that. Ms. Brown.
Ms. BROWN. Thank you, Mr. Chairman. First of all, let me com-

mend the VA for their Benefit Delivery Program. A lot of times you
don’t get credit for something that, you know, you are doing a good
job on. And for us, as Members of Congress, for our older veterans,
if that was in place we would not have some of the problems that
we have locating records and other information.

And I guess my question is: What kind of resources would be
needed to appropriately staff the Benefit Delivery Programs over-
seas? Have you looked at that?

Mr. EPLEY. Ma’am, thank you very much for your comment. We
appreciate that. It has been an intense effort over the last couple
of years to expand BDD to over 120 installations within CONUS,
and to open up two overseas sites, one in Korea and one in
Germany.

It has been our plan to staff those sites in Korea and in Germany
with about 7 to 10 full-time VA employees. We are also talking
with national service organizations who have expressed interest in
perhaps having them be on site with us. So 7 to 10 people at each
of those sites are mentioned in my testimony.

We also do rotational tours in Europe and Asia; three to 5
months tours. These involve about a dozen FTEs from regional of-
fices. We are discussing whether those people, or their equivalents
in different resources, might better be attached permanently and
directly to the overseas sites in Korea and Germany, and then do
their outbased tours. That would be a new resource.

Ms. BROWN. The difference between the D–TAP program and the
TAP program, I know you discussed it a little bit, but can you—
who determines who goes into the D–TAP program?

Mr. EPLEY. Two basic ways: one, after the——
Ms. BROWN. I guess I want to know is it an add-on program, or

how do you determine who is——
Mr. EPLEY. The D–TAP sessions are done in a either small audi-

ence or one-on-one after providing the general audience presen-
tation, which explains our vocational rehabilitation program to
them.

So, if you had heard the overall presentation and said ‘‘I think
I may be entitled or I certainly am interested in vocational train-
ing,’’ then we would set up an appointment to talk with you one-
on-one, and give you much more detail on the counseling and job
placement services that might be available to you.

We would also, if appropriate, let you know how to get in touch
with the regional office when you got back to your home state. An-
other way that we select people is through regular communications
with DOD. They let us know if a servicemember is hospitalized or
preparing for a medical discharge. And we make contact with those
people individually and set up D–TAP briefings.

Ms. BROWN. That is very good. Just one question for the person
from Labor.
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I know you are looking into going overseas. But have you done
any assessment as to the costs involved, or the resources that is
needed to expand this program overseas?

Mr. JUARBE. I think it was a number of years ago. I don’t remem-
ber the exact date. Back in the mid-1990s, there was an estimate
made that ranged quite widely I believe it was from—anywhere
from $400,000 to over a million-and-a-half.

So I think, given the time that has transpired since then, we
need to look at it again. And that is what we are hoping to be able
to identify, how the VA is doing it, and the support that can be pro-
vided by the military branches to facilitate that.

Ms. BROWN. Maybe we can look at doing something jointly to-
gether, VA and Labor.

Mr. JUARBE. Yes, it would be——
Mr. EPLEY. We would certainly welcome that, ma’am. And, as a

comment, Mr. Juarbe invited me and Julius Williams, head of our
Vocation and Rehabilitation Program, to his recent national con-
ference, and he attended Mr. Williams’ Vocational Rehabilitation
Conference. We do want to work together.

Ms. BROWN. Thank you very much. Mr. Chairman, I have some
additional questions that I am going to put in the record, and also
have Mr. Keeves statement at the appropriate time.

Mr. SIMPSON. Those will be added. Those will be included in the
record. Appreciate it.

Mr. SIMPSON. Well, if there are no other questions, I do thank
both of you for the work you are doing and look forward to working
with you to try to improve this program as much as we can pos-
sible to make sure that our servicemembers, when they leave the
service, have the best opportunity to find a job, or whatever they
want to do, when they leave, and that we have those job opportuni-
ties available.

Thank you all very much for being here. I will also say that we
have received testimony from the VSOs, which will be made part
of the permanent record. We appreciate all of them for their input
and their testimony on this subject. Thank you. This hearing is
adjourned.

[Whereupon, at 11:54 a.m., the hearing was adjourned.]
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A P P E N D I X

PREPARED STATEMENT OF CHAIRMAN SIMPSON

Good morning. The hearing will come to order.
We are at war with terrorists and rogue nations and I suspect we may be for some

time to come. This hearing is about the transition services the Departments of De-
fense, Veterans Affairs, and Labor furnish to the selfless members of our All-Volun-
teer military, many of whom are, as we meet, fighting this war.

As many of our witnesses point out in their testimony, transition assistance is not
″nice-to-have″—it’s the law. This Subcommittee indeed is proud to have authored
the most recent changes to the Transition Assistance Program as embodied in Vet-
erans Benefits Expansion Act of 2001.

About 226,000 servicemembers separate from our military each year. Many are
married. The last thing many of them, and their spouses, remember is how their
Government treated them in making the transition to civilian live. The ultimate
measure of a successful transition is long-term, sustained employment. That’s the
objective for employers and also our economy, as hiring veterans indeed is a good
business decision. It’s that simple. The reliability, initiative, and leadership quali-
ties our servicemembers possess are the best we’ll find anywhere. They truly are
a unique national resource.

I am very grateful to my friend and ranking member, Silvestre Reyes, for suggest-
ing today’s hearing. I now turn to him for any opening statement he may have.

Will the first panel please approach the table. Ms. Cynthia Bascetta [Ba set ah],
of the General Accounting Office, is accompanied by Ms. Sheila Drake. Ms. Bascetta,
welcome. You may begin when you are ready. [Sheila Drake is not testifying]

[questions]
Panel two is made up of representatives of our military services. Honorable John

Molino, Deputy Assistant Secretary of Defense, Military Community and Family
Policy; Honorable John McLaurin, Deputy Assistant Secretary for Human Re-
sources, Department of the Army; Honorable Anita Blair, Deputy Assistant Sec-
retary for Personnel Programs, Department of the Navy; Honorable Kelly Craven,
Deputy Assistant Secretary for Force Management Integration, Department of the
Air Force; and Rear Admiral Joyce Johnson, Director, Directorate of Health and
Safety, U.S. Coast Guard. Thank you all for beginning your day with us.

[After Panel 2 witnesses are at the table]
The last time this subcommittee had the good fortune to receive testimony from

the service branches was on May 24 of last year. The issue was H.R. 1291, the pro-
posed 21st Century Montgomery GI Bill Enhancement Act.

J. D. Hayworth of Arizona was chairman of the subcommittee at that time. The
first witness that day was the late Lt. General Timothy J. Maude, United States
Army. He was a forceful advocate for an improved Montgomery GI Bill. At the Sub-
committee’s request, General Maude shared with Chairman Hayworth, ranking
member Reyes, Mr. Smith, Mr. Evans, Ms. Brown and the late Floyd Spence, the
data on how few 17–21 year old males the service branches actually get to recruit.
This is because so many go to college right out of high school.

What struck me in reading the transcript of that hearing was that General Maude
was unwilling simply to give college students to the colleges. He wanted them in
the Army. I suspect because of what the Army had to offer them—something that
extended well beyond the classroom.

As you all know, General Maude died on September 11th while doing what he
liked doing best—looking after the interests of soldiers. Not surprising for an indi-
vidual who rose from the rank of private to General officer. Not surprising from a
man who was a Vietnam veteran and a bronze star winner.

I attended the memorial service for General Maude and other selfless Americans
who died at the Pentagon on September 11. I pay tribute to this man by noting that
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H.R. 1291, the bill on which he testified, is now the law of the land and contains
the largest increases ever in the Montgomery GI Bill.

We’ll hold our questions until the entire panel has testified. I would ask that you
limit your oral testimony to five minutes; we have received your written testimony
and it will be included in the hearing record in full.

[questions]
Our final panel this morning is Mr. Robert Epley, Associate Deputy Under Sec-

retary for Policy and Program Management, Veterans Benefits Administration; and
Honorable Frederico Juarbe [Ja Warby], Jr., Assistant Secretary of Labor, Veterans’
Employment and Training Service.

Thank you both for being here. Bob, we’ll begin with you, please.
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