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A REVIEW OF THE INTERAGENCY TRANSI-
TION ASSISTANCE PROGRAM AND THE
NEED FOR ENHANCED OUTCOME MEASURE-
MENTS

Wednesday, November 8, 2017

COMMITTEE ON VETERANS’ AFFAIRS,
U. S. HOUSE OF REPRESENTATIVES,
Washington, D.C.

The Subcommittee met, pursuant to notice, at 2:03 p.m., in Room
334, Cannon House Office Building, Hon. Jodey Arrington [Chair-
man of the Subcommittee] presiding.

Present: Representatives Arrington, Wenstrup, Rutherford,
Banks, O'Rourke, Takano, and Correa.

STATEMENT OF JODEY ARRINGTON, CHAIRMAN

Mr. ARRINGTON. Good afternoon, everyone. I want to thank ev-
erybody for being here, joining us at the Subcommittee on Eco-
nomic Opportunity’s hearing today entitled “A Review of the Inter-
agency Transition Assistance Program and the Need for Enhanced
Outcome Measurements.”

As we approach Veterans Day this weekend, today’s hearing is
timely, as today, we will discuss the critical period in a
servicemember’s career where they go down the path from Active
Duty to civilian. The goals of today’s hearing are to discuss the ad-
ministration of the Transition Assistance Program, also known as
TAP, as well as transitioning servicemember’s ability and flexibility
to attend TAP in an appropriate time prior to their separation from
the military.

TAP is a critically important—rather, is critically important for
today’s servicemembers, because if we can get it right at the outset
of a servicemember’s transition from Active Duty, then I believe we
can mitigate—I am sorry. I am having like an allergen reaction
here and so I may be calling on somebody to help me. I will try
to make it through this. I am really not just choked up. I do care
a lot about the TAP program, but I am not getting carried away.
We are prone to theatrics from time to time, but not that good. So
bear with me. I apologize.

TAP is critically important for today’s servicemembers. We have
got to get it right. If we do, we mitigate many issues that have
plagued and continue to plague previous generations of American
veterans.

The information on financial management, job search skills, and
veterans’ benefits are much improved from what was being pro-
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vided to servicemembers under previous versions of TAP, which
many referred to as, quote, death by PowerPoint. And while TAP’s
structure and curriculum have been greatly improved over the
years, we can and should do more to prioritize the successful tran-
sition of our servicemen and -women into their civilian lives.

Before I turn this over to my Ranking Member, I want to briefly
make a few points. The GAO report that is being released today
provides great information on how the Department of Defense is
tracking the participation rate of servicemembers attending the
TAP program. DoD’s publicly released data for fiscal year 2016
shows that 94 percent of National Guard and Reserve members
completed pre-separation counseling and TAP.

However, the real figures reported by GAO found that DoD was
missing data for some of the TAP-eligible national guardsmen and
reservists and that the actual percentage could be as low as 47 per-
cent. And GAO also found that while DoD talked about a 97 per-
cent attendance by Active duty members, that number did not ac-
count for all TAP-eligible servicemembers and, therefore, the per-
centage could be much lower.

While DoD may say that that is just because forms were lost,
that doesn’t mean that servicemembers didn’t actually attend the
training. It is important to make sure we track every
servicemember. And in the year of 2017, saying that we lost data
is unacceptable. I want to thank GAO for uncovering this problem,
and I do trust the DoD will work to ensure all servicemembers are
being tracked, regardless of whether or not they are Active or Re-
serve component.

I also want to echo the comments from the past three chairmen
of this Subcommittee by saying that I believe DoD is missing the
mark by not placing more emphasis on higher education and other
2-day tracks that are part of TAP. Several years ago, Congress
made it mandatory for DoD to allow the participation in this train-
ing for those servicemembers who wish to do so. And I will be hon-
est that in light of this requirement, I am more puzzled as to why
DoD would reject a recommendation from GAO that they do a bet-
ter job of tracking this participation. Why would the Department
reject an effort to track the compliance with the law?

These tracks are critically important because, under the right
circumstances, the post-9/11 GI Bill can provide upwards of
$300,000 in benefits to our veteran. And with the thousands of
schools and training programs clamoring for student veterans, we
must do everything we can to make sure that our servicemembers
are provided with all the information and tools they need to make
an informed choice on the right school and how to use their edu-
cational benefits.

Another issue that I hope to hear more about today is how the
Department of Veterans Affairs, Labor, and Defense are measuring
and tracking performance and the long-term outcomes of TAP.
That is, is it working? Do we know it is working? How do we know
it is working? Where is the data? I have always been a proponent
of the need to measure outcomes for any program. Without measur-
able outcomes, it is impossible to know for certain if the curriculum
is working, if the servicemembers are receiving the adequate re-
sources and training for transition of Active Duty.
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I wanted to take a moment to commend DoD, VA, and DOL for
working together to transform TAP over the past 2 years. I know
it is a challenge to get this right, and I think a lot of strides have
been made. The report, the GAO report stated, while unemploy-
ment rates for veterans continue to remain low, over half of post-
9/11 veterans will face a period of unemployment upon transition.
It is our job to continue to work together to improve the process
and facilitate a smooth transition to address the unemployment
gap.

I look forward to hearing from our panelists, and I appreciate all
of you guys for being here today.

I now yield to the Ranking Member, Mr. O’Rourke, for any open-
ing remarks he may have.

STATEMENT OF BETO O'ROURKE, RANKING MEMBER

Mr. O'ROURKE. Thank you, Mr. Chairman.

I think we all on this Committee agree that it is critically impor-
tant that we get this transition between life in service to country
in our Armed Forces and life as a civilian as a veteran right and
that we don’t have it right today. When we look at access to health
care, to housing, the ability to integrate in the workforce or in
higher education, we are still falling far short of the mark.7

Yesterday, we were able to celebrate passage of a bill that im-
proves access to mental health care for veterans who have an other
than honorable discharge, improving their likelihood of successfully
transitioning and, frankly, of living, since they have twice as high
a suicide rate as veterans who have a higher level of discharge.

I want to make sure that we are paying close and careful atten-
tion to the TAP program, that we understand, as the Chairman has
said, what it is that we are investing in it and how we can measure
its performance, the outcomes, the help that it should be delivering
to those servicemembers who are transitioning into civilian life.

Perhaps the two most important powerful hearings that I have
been in, one I know Dr. Wenstrup was in with us because I think
it was our first term in Congress and on this Committee, was with
family members who had lost a son or daughter to suicide. And
they gave us incredibly powerful, helpful testimony in how we can
improve the transition process from Active Duty into civilian life,
where we had failed before, and how we could improve upon it.

I especially think of the Somers family, Howard and Jean, par-
ents of Daniel Somers, who took his life, who have, every single
day since Daniel’s passing, been working with me and my col-
leagues and the administration, whether it was President Obama
or President Trump, to improve this period of transition, and have
even offered a specific policy idea in a reverse boot camp that I
think merits more study and discussion and perhaps moving for-
ward on.

The other was one that we had this year with a panel that was
talking about some of the consequences of untreated post-traumatic
stress disorder. And I remember Sebastian Junger, who Dr.
Wenstrup really turned me on to and gave me a copy of his book,
talking about the crisis that transitioning servicemembers face as
they try to integrate into civilian life, far too often unsuccessfully,
unable to get to work, to transition into academic life, to transition
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into family life, and the very real mortal toll that is taking on our
population of veterans in this country as long as we do not figure
this out and have a more effective, seamless transition.

So I am very interested in the answers to the questions that the
Chairman raised and that I am sure other Members of this Com-
mittee are going to raise. I am very much looking forward to the
testimony from GAO, my favorite agency in government, which
keeps us all accountable, Department of Defense, Department of
Labor, Veterans Affairs, and the different representatives of the
service branches.

So grateful to you, Mr. Chairman, for bringing this hearing to-
gether, very much looking forward to the answers we are going to
get today.

Mr. ARRINGTON. Thank you, Ranking Member.

And now let’s welcome our first panel to the witness table. Join-
ing us today, Ms. Cindy Brown Barnes, Director of Education,
Workforce, and Income Security for the U.S. Government Account-
ability Office, GAO; Ms. Margarita Devlin, Executive Director of
the Benefits Assistance Services at the U.S. Department of Vet-
erans Affairs; General Ivan Denton, Director of the Office of Na-
tional Programs for the Veterans’ Employment and Training Serv-
ice at the U.S. Department of Labor; and Mr. Judd Lyons, Director
of the Defense Personnel and Family Support Center for the Office
of Under Secretary of Defense for Personnel and Readiness at the
U.S. Department of Defense.

Thanks again for your time and insights.

Ms. Brown Barnes, you are now recognized for 5 minutes.

STATEMENT OF CINDY BROWN BARNES

Ms. BROWN BARNES. Chairman Arrington, Ranking Member
O’Rourke, and Members of the Subcommittee, I am pleased to be
here to discuss the report we are issuing today on the Transition
Assistance Program, or TAP.

Since 2015, hundreds of thousands of servicemembers have left
the military and transitioned into civilian life, with many more to
follow. To help them, the VOW to Hire Heroes Act of 2011 man-
dates that DoD require all eligible separating servicemembers par-
ticipate in TAP to get the support they need in landing a job, going
back to school, starting their own business, or retiring.

Today, I will cover, one, how DoD publicly reports its TAP per-
formance goals; two, how many servicemembers went through TAP;
three, how many were deemed to be career-ready; and finally, four,
how well DoD monitors key areas of program implementation.

In summary, we found that DoD needs to improve performance
reporting and monitoring of TAP requirements. The figure shown
on the monitor is a comparison of DoD’s public and internal re-
ports. We found that DoD’s public reporting may have misstated
TAP performance, because DoD did not disclose the data
we[C1][HL2]re missing for 48 percent of National Guard and Re-
serves and 12 percent of Active-duty servicemembers in fiscal year
2016. When DoD publicly reported that it had exceeded its per-
formance goals, it excluded these individuals, even though they
were eligible for TAP.
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However, DoD’s internal reports tell a different story. The top
two blue bars show that publicly, DoD reported that over 90 per-
cent of Guard and Reserves attended TAP’s required courses were
deemed career-ready or were referred to partner agencies. Had all
eligible Guard and Reserves been included in the calculation, their
percentage could have been as low as about 46 percent instead of
94 percent—this is shown in the two beige or lighter color bars im-
mediately below—in which case DoD would not have met its per-
formance goals.

Turning to the third and fourth blue bars, DoD’s public reports
show that a higher percentage of Active Duty servicemembers met
the agency’s performance goals. But the percentage is lower, ac-
cording to DoD’s internal reports, again, because the calculations
were not based on the entire TAP-eligible population.

We recommended that DoD’s public reports either be based on all
TAP-eligible servicemembers or else clarify the extent of the miss-
ing data. DoD agreed to include the disclosures for the missing
data in all of its public reports for fiscal year 2018 and beyond.

With regard to participation, DoD met its goal. Eighty-five per-
cent of Active-duty servicemembers took required TAP courses,
while 3 percent did not. We do not know about the remaining 12
percent due to missing data.

As far as the additional 2-day classes, we found that fewer than
15 percent of servicemembers participated and that assessing high-
er education was the most frequently taken class. DoD also met its
85 percent goal for the proportion of servicemembers who were
deemed career-ready, and if they did not, they were referred to
partner agencies for additional support services as required.

In terms of when TAP should be taken, the law requires
servicemembers to begin the process at least 90 days before they
leave the military. While nearly three-quarters started TAP on
time, TAP staff told us that those who did not may find it difficult
to complete the program or take advantage of additional transition
resources. Similarly, servicemembers are required to complete TAP
no later than 90 days before leaving the military, but over 53 per-
cent of them did not finish TAP on time.

In terms of monitoring, we found that DoD does not currently
monitor compliance with three requirements: Timeliness of TAP
participation, whether servicemembers are able to take additional
2-day classes if they want, and whether they take the online
version of TAP under appropriate circumstances. We recommended
monitoring and reporting for all three areas and that the reports
should be shared with unit commanders to ensure compliance.

DoD generally agreed with our recommendations, except for
tracking access to the 2-day classes. DoD said these classes are
part of attaining career readiness standards, a measure which is
already being tracked. We continue to believe that DoD needs to
separately track access to the additional classes and not just at-
tendance to ensure compliance with the relevant law.

Thank you. I would be happy to respond to any questions you
may have.

[THE PREPARED STATEMENT OF CINDY BROWN BARNES APPEARS IN
THE APPENDIX]
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Mr. ARRINGTON. Thank you, Ms. Barnes.
Ms. Devlin, you are now recognized for 5 minutes.

STATEMENT OF MARGARITA DEVLIN

Ms. DEVLIN. Chairman Arrington, Ranking Member O’Rourke,
thank you for the opportunity to discuss the Department of Vet-
eI:;S Affairs contribution to the Transition Assistance Program, or
TAP.

With Veterans Day rapidly approaching, this is an opportune
time for this hearing to take stock of our efforts to help our
transitioning servicemembers and their families and how VA can
continue to improve these services.

As a result of the VOW Act passed by Congress in 2011, TAP
was redesigned as a cohesive, modular, outcomes-based program
that standardized services to better prepare servicemembers to
achieve their post-military career goals. The VOW Act also man-
dated participation in TAP, with a few limited exceptions.

Outcomes from the increased focus and emphasis on education
and career development by both VA and DOL content can be seen
reflected in the dramatic reduction in veteran unemployment,
which has steadily decreased to a low of 2.7 percent in October
2017.

VA’s portion of TAP is delivered at over 300 military installa-
tions worldwide, through the support of approximately 300 trained
VA benefit advisors, and is also available online via DoD’s Joint
Knowledge Online portal.

VA is collaborating with DoD to align TAP offerings within the
military life-cycle framework, which embeds transition planning
and preparation throughout the servicemember’s military career.
For example, as part of accession and onboarding, servicemembers
are required to establish a self-service logon and create an e-Bene-
fits account, which gives them and their family member’s self-serv-
ice capabilities for VA and military benefits.

VA benefit advisors deliver the mandatory Benefits I and II
courses, which provide education on VA benefits, such as health
care, education, vocational rehabilitation and employment, dis-
ability compensation, life insurance, home loans. They also assist
with capstone events, provide military life-cycle briefings, and pro-
vide individual assistance to transitioning servicemembers upon
their request.

In fiscal year 2017, approximately 95 percent of our benefits ad-
visors were either veterans themselves or were spouses of veterans
or servicemembers. In fiscal year 2017, through August, VA pro-
vided more than 63,000 events to more than 500,000 transitioning
servicemembers and their families.

VA regularly updates the TAP curriculum to ensure that it
aligns with current laws on eligibility, entitlement, and VA benefits
and services. VA also designed a new curriculum designed specifi-
cally for members of the National Guard and Reserve, as they have
unique needs due to their missions and mobilizations, and eligi-
bility for VA programs is often more complex to adjudicate.

VA consistently receives high evaluations from servicemembers
who attend Benefits I and II briefings. We average satisfaction
rates of 96 percent on information learned, 96 percent also on effec-
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tiveness of the facilitators, and 94 percent on confidence gained
from the material.

Despite high satisfaction rates, anecdotal information from stake-
holders and veterans suggests that a more holistic view, including
the psychosocial aspects of the transition to the civilian life, would
give VA’s TAP program more real-life relevance and would increase
the quality of the overall experience. To address this, VA is cur-
rently redesigning our TAP curriculum into a more interactive
course that addresses the overall transition journey.

VA is leveraging instructional design, based on adult learning
principles, to focus on transition decisions and actions that
transitioning servicemembers need to consider with respect to their
available VA services and benefits. VA also plans to include class-
room time for facilitated enrollment and submission of applications
for health care and other benefits. VA is scheduled to pilot the new
curriculum in January of 2018[C3], with worldwide deployment
planned for later this spring of 2018.

To  further wunderstand the needs of transitioning
servicemembers, VA is working with interagency partners to collect
feedback on post-separation outcomes. In 2017, VA awarded a con-
tract to develop a post-separation survey protocol, which will be
submitted to the Office of Management and Budget for review in
2018. VA is also collaborating with our VSO partners, veteran peer
groups, and other thought leaders to obtain outside input based on
the feedback they hear from transitioning servicemembers.

VA is strongly committed to working with DoD and interagency
partners to improve TAP by strengthening the curriculum, fully in-
tegrating TAP objectives into the military life cycle, and analyzing
post-transition survey data. Through these efforts, VA is poised to
have greater access to all those in uniform, both Active Duty and
National Guard and Reserve, and dramatically reduce the stress of
transition.

Thank you for allowing me to address the Committee. Mr. Chair-
man, this concludes my statement, and I welcome any questions.

[THE PREPARED STATEMENT OF MARGARITA DEVLIN APPEARS IN
THE APPENDIX]

Mr. ARRINGTON. Thank you, Ms. Devlin.
General Denton, you are now recognized for 5 minutes.

STATEMENT OF IVAN E. DENTON

Mr. DENTON. Thank you.

Good afternoon, Chairman Arrington, Ranking Member
O’Rourke, and distinguished Members of the Subcommittee. Thank
you for the opportunity to participate in today’s hearing so that De-
partment of Labor can discuss how we are working with both DoD
and VA to improve TAP.

As the director of the Office of National Programs in the Vet-
erans’ Employment Training Service, my office is responsible for
managing the Employment Workshop and the Career Technical
Training Track, which we now commonly refer to as CTTT.

Prior to discussing TAP employment-related improvements, I
would like to highlight three relevant points to this testimony.
First, the American economy is improving. As of October, veteran
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unemployment rate is down 2.7. Additionally, unemployment com-
pensation claims and participant numbers have dropped to a third
of what they were 5 years ago. While there are still approximately
280,000 veterans without jobs that are unemployed, there are 6.1
million job openings. Transitioning servicemembers and veterans
can help fill these jobs, and employers are eager to hire them.

Second, the Department proudly served over 1 million veterans,
guardsmen and reservists last year. DOL provides funds to the
States to operate over 2,400 American Job Centers, which provided
employment, training, and support services to over 13 million
Americans last year. Over 850,000 of those Americans were vet-
erans, guardsmen, or reservists. Additionally, the Department, of
course, provided the employment workshop to over 180,000 last
year, which includes, of course, the Guard and Reserve.

Third, Secretary Acosta recently stated four employment goals to
assist our veterans, which include: Creating clear career pathways;
second, eliminating barriers to employment; third, enabling and
promoting apprenticeship opportunities that lead to meaningful ca-
reers, as also emphasized in the President’s executive order, which
is titled “Expanding Apprenticeships in America”; and then finally,
increasing the portability of licenses and credentials for both those
transitioning, to include spouses.

As it relates to employment improvements that align with the
TAP GAO report, I would like to highlight four goals: First, the De-
partment is working with the interagency partners to improve TAP
timeliness rates. We assess, in line with both the law and DoD’s
policy, a transitioning servicemember should begin TAP as early as
possible. This allows the servicemember adequate time to partici-
pate in one or more of the transition tracks and to include a DoD
Skill Bridge, which is growing in its popularity.

Second, the Department continues to improve the Employment
Workshop. While the Employment Workshop has consistently re-
ceived high marks from the participants, we recognize the need for
continuous improvement. This is why we have been collaborating
over the last year with employers, HR professionals, Veteran Serv-
ice Organizations, and others to refine their curriculum as part of
a regular, deliberate TAP curriculum working group review proc-
ess.

Major revisions to the DOL EW include: Shifting from a job
search approach to a career search approach; and second, high-
lighting the importance of the three supplemental career tracks
and how each can positively impact long-term wage outcomes.

Third, the Department will improve the training available to in-
dividuals interested in the apprenticeship and technical careers,
and will work with our interagency partners to increase the CTTT
participation rates.

In April 2017, DOL assumed responsibility for what we call
CTTT, the Career Technical Training Track, which is one of the
three tracks. CTTT focuses on apprenticeships and industry recog-
nized credentials. The Department is currently conducting a com-
prehensive review and will have a revised curriculum out in 2018.

Fourth and finally, the Department will leverage the Veterans’
Data Exchange Initiative to improve employment outcomes. In No-
vember 2016, the Department began a data transfer process from
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the Defense Manpower Data Center. This initiative allows us to
gain a better understanding for characteristics of transitioning
servicemembers and proactively reach out to them via email to con-
nect them with employment training resources. We are also
partnering with our Chief Evaluation Office within DOL to do this.

In conclusion, our long-term TAP strategic goal is for the Nation
as a whole to recognize military service as a path to a high-quality
civilian career. The future of our country’s all-volunteer force de-
pends upon this recognition, and the Department is proud to sup-
port this national effort and looks forward to working with the Sub-
committee.

Mr. Chairman, Ranking Member, thank you for allowing me to
be here today, and look forward to questions.

[THE PREPARED STATEMENT OF IVAN DENTON APPEARS IN THE AP-
PENDIX]

Mr. ARRINGTON. Thank you, General Denton.
Finally, Mr. Lyons, you are recognized also for 5 minutes.

STATEMENT OF JUDD H. LYONS

Mr. LyoNs. Chairman Arrington, Ranking Member O’Rourke,
distinguished Members of the Subcommittee, thank you for the op-
portunity to appear before you this afternoon.

As director of the Defense Personnel and Family Support Center,
I am responsible for policy and program oversight of the Transition
Assistance Program, or TAP. In that capacity, I work with a group
of professionals who develop effective and clear policy for the De-
partment to issue to the military services for their execution. We
also believe that the TAP interagency collaboration is effective, re-
sponsive, and committed to advancing the ongoing implementation,
assessment, and enhancement of TAP.

Since 2015, we have improved several areas of TAP, and I would
like to address a few. We have updated the TAP evaluation plan
twice, with both enhancements approved by the Office of Manage-
ment and Budget, and we have annually updated our curriculum.

To improve accountability, we have charged the military depart-
ments to have their service inspectors general conduct inspections
of TAP. Their first report is due in 2018.

Last November, the Department deployed a new TAP IT Enter-
prise System and electronic form, which further streamlined our
data collection processes. This system precludes commanders from
signing partially completed forms, thus increasing the complete-
ness of servicemember documentation.

Finally, the Department has energized our private and public en-
gagements. Our collaboration raises awareness of the value
transitioning of servicemembers and veterans. Since August 2016,
we have completed over 200 public and private engagements. In
addition to these actions since 2015, we are committed to continu-
ously improving the program to the benefit of the servicemember.

The Department greatly appreciates the importance placed on
TAP by Congress and the GAO. We view the recent GAO study on
TAP as an opportunity to receive external feedback to further ad-
vance this important program.
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Generally, we concur with GAO’s recommendations. We acknowl-
edge that in 2016, our performance measures provided via public
reporting did not provide a clear explanation of the extent of miss-
ing data. We have since made adjustments to address this, and will
work even harder with the services to reduce the extent of missing
data, particularly for our Reserve component servicemembers.

The Department agrees with GAO’s recommendation to monitor
and report timeliness of TAP participation, and we will work with
the services to identify and implement the best solutions to im-
prove in this area. We appreciate GAO’s recommendation that DoD
monitor and report which servicemembers request attendance to
supplementary 2-day tracks and are able to attend the training.
We will continue to actively promote and encourage participation
in these tracks and research potential barriers to servicemembers
accessing them.

The Department agrees with GAO’s recommendation that DoD
needs to monitor and report which servicemembers participated in
TAP in a classroom setting or online. Based on availability of re-
sources, we anticipate having the ability to accomplish this task,
and we appreciate GAO’s recommendation highlighting the need
for commanders to access additional data on TAP. The services cur-
rently have procedures in place to make this new suggested infor-
mation available to commanders. We will strengthen our efforts,
working with the services, so the commanders will have access to
this information.

Finally, the Department supports GAO’s recommendation to min-
imize subjectivity involved with some of the career readiness stand-
ards, such as the quality of a resume. We will work with the serv-
ices and Department of Labor to identify ways to mitigate such
subjectivity by the end of fiscal year 2018.

Again, let me thank GAO for their comprehensive and insightful
report and their recommendations to further advance TAP for the
Nation. The Department recognizes that preparing servicemembers
throughout their military life cycle to be career-ready upon transi-
tion is essential to the sustainment of the all-volunteer force. We
cannot do this alone. We need the continued strong collaboration
with our interagency partners, the support and hard work of our
military services, especially at the installation level, and continued
engagement with external stakeholders.

In closing, Mr. Chairman, I thank you, the Ranking Member,
and the Members of this Subcommittee, for your outstanding and
continuing support of the men and women who proudly wear the
uniform in defense of our great Nation. As we pause to celebrate
Veterans Day this weekend, let us never forget to all honor Ameri-
cans who served in the Armed Forces, both in times of war and
peace, and I look forward to your questions.

[THE PREPARED STATEMENT OF JUDD LYONS APPEARS IN THE AP-
PENDIX]

Mr. ARRINGTON. Thank you, Mr. Lyons.

I will now yield myself 5 minutes for questions.

I don’t imagine that there is anybody on the panel or here on the
dais that would not think it would be a good idea to help our
servicemembers transition from Active Duty to civilian life in the
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smoothest, most effective manner. Can I get a head nod that we
all agree that is a good thing?

So now what we have to do is make sure our actions line up with
our agreement that this is a good endeavor, and then we have to
have data to know whether or not what we have decided as a pro-
gram to do that is actually working or not. Otherwise, it is just a
bunch of words from here and from you.

And so what are we doing to determine whether or not the pro-
grams that are offered are the right programs, that the folks that
go through the programs, the tracks, are actually benefiting, and
that long term, they are getting better and quicker employment
rates, and engaging in education and training opportunities?

And I would like everybody to answer that, but I will start with
you, Ms. Devlin.

Ms. DEVLIN. Thank you for the question. We do measure out-
comes. We can’t always attribute all of the outcomes directly to
participation in the Transition Assistance Program. But I think the
biggest effort that we are undertaking, which will give us I think
what you are looking for, is that post-transition survey. Because
what I hear sometimes is, when you are going through the Transi-
tion Assistance Program, you don’t know what you don’t know yet
until you actually become a civilian and start that actual transition
on the other side.

Getting the survey data from veterans who have recently
transitioned at the 6-month, 12-month, and 18-month mark will
give us data that is from their voices themselves about how the
program influenced their ability to successfully transition and what
they are going through in their life at those stages post-transition.

Mr. ARRINGTON. So you said you have some outcome data. What
is the outcome data that you have today that we can link back to
these programs and whether or not they are successful?

Ms. DEVLIN. Again, we can’t always attribute these outcomes di-
rectly to participation in TAP, but, we through the senior steering
group and executive committee, we track outcomes, such as grad-
uation rates, unemployment rates.

Mr. ARRINGTON. That could have little, a lot, or nothing to do
with these programs—

Ms. DEVLIN. Correct.

Mr. ARRINGTON [correct].—that we spend, what is it, hundreds of
millions of dollars. So that is frustrating to me because, all too
often, we don’t have this sort of data. It is just activity. You report
activity. I heard a lot of activity. We are doing this, we are doing
that. Then we have timeframes, and sometimes they are followed.
And we have requirements for reporting. Sometimes it is followed.
Sometimes people don’t care to follow that, even though that is
part of the law.

But what we need more than anything is, are these programs
working, so we can tell the taxpayers, your investment is actually
supporting our veterans or not, and we can look the veterans in the
eyes and say, this is a meaningful program for you.

So you mentioned this post-transition survey. Is that in the
works? Are we going to implement that? Is that something that you
guys are planning on implementing, and when are you going to im-
plement it?
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Ms. DEVLIN. Yes, we are. We are in the drafting process for the
survey questions with our contractor. The interagency group is
working on this together, although VA awarded the contract for the
development. And we should be sending it to—we will definitely be
implementing in 2018. And as soon as the draft is ready for sub-
mission to OMB, we will submit it for that review process so that
we can start fielding the survey.

Mr. ARRINGTON. Sure. How long has this program been going—
in existence, I should say?

Ms. DEVLIN. It is a brand-new effort.

Mr. ARRINGTON. No, I mean this program, the TAP program, as
administered by the VA, your component of it.

Ms. DEVLIN. The TAP program, in its current state, it was post-
VOW Act. The VA started administering the program in its current
state in 2013.

Mr. ARRINGTON. Okay. At least 4 years without knowing whether
or not it is working.

What about you, General Denton, where are your outcome meas-
ures, and how do you know your part of the program is working?

Mr. DENTON. First of all, that is a great question. Having just
transitioned last year myself—I know you don’t want to hear
anecdotally—I think it works.

Mr. ARRINGTON. I think that is valuable.

Mr. DENTON. But I will tell you, actually, Judd and I went
through TAP together last year and it was very helpful. And I will
tell you, whether you are a sergeant or whether you are a general,
that challenging question of “what are you going to do for your sec-
ond career” is not an easy one. So I will tell you that my personal
passion for this program has to do with—I left last December and
was fortunate to get a job with Labor.

But to answer your first question, we are blessed at the Depart-
ment of Labor to have an office called the Chief Evaluation Office.
And it is led by a brilliant doctor who is an expert on long-term
impact studies, which when I was in DoD, I didn’t even know what
that word meant. But I will tell you that we are about to do a con-
tract to do a 36-month study on the long-term impacts, and I can
get you the exact language of that. But we think it is going to be
pretty landmark in nature, and we are going to be able to prove
to you and the taxpayers that it is in the interests of TSMs and
the American taxpayer for this program to continue.

Mr. ARRINGTON. My time has expired. I will have more questions
in follow-up to your comments. I appreciate that.

And so, Mr. Ranking Member, I am going to turn it over to you
for 5 minutes.

Mr. O'ROURKE. Mr. Lyons, what is the total cost of TAP, annu-
ally?

Mr. LyoNs. Congressman, for fiscal year 2016, the Department
executed approximately $117 million for TAP. That includes our
headquarters and the services across the spectrum. We are col-
lating the fiscal year 2017 data from the comptroller, from OSD.
So I would like to take that for the record and come back to you
with that. That data is not available yet. But for fiscal year 2016,
it was about $117 million.
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Mr. O'ROURKE. So for the last year, we have data. It is, you said,
2016, 117, all in?

Mr. Lyons. That includes the elements of the program execution,
along with the civilian pay associated with administering and exe-
cuting the program.

Mr. O’'ROURKE. And to the Chairman’s line of questioning, can
you give me a succinct answer on how we can get better measur-
able outcomes, not so much who attended class and when they at-
tended it and whether they attended it online or in person, al-
though those could be important measures, but what the value of
that attendance was, but for participating in a TAP program they
would not have achieved X, Y, or Z?

Mr. LyoNs. Thank you, Congressman. I would offer that our out-
put measures for the Department of Defense center around VOW
compliance, career readiness standard attainment, but we are con-
stantly looking at data points that help us improve the program.
So we have a series of assessments, participant assessments that
a servicemember going through TAP takes, and that gives us some
valuable feedback in terms of customer satisfaction and the impact
that TAP had on the transitioning servicemember.

So, for example, in fiscal year 2017, in quarter three, the last
quarter we have data for, 91 percent of our participants that went
through TAP said that they gained valuable information and skills
to plan their transition. An additional 91 percent said that the
training they received in TAP enhanced their confidence in their
transition planning, and 91 percent said that they would use what
they know—

Mr. O'ROURKE. Sorry to interrupt you. Are those boxes you can
check or are those things that people took the time to write out?

Mr. LYONS. So it is a combination. The participant assessment is
both, you know, selections to questions as well as free data input.

Mr. O'ROURKE. Got you. Here is what I am trying to get at. It
is not clear to me how seriously we take TAP, you know, all of us
included. We have the oversight responsibility. You all have re-
sponsibility for execution. You are supposed to complete that pro-
gram before you reach the 90-day point, before you are 90 days
away from separation. Fifty-three percent of those participating are
doing it with less than 90 days. We have reports in this GAO study
that officers are asking that the members of their unit not have to
go to class and be able to do this online. We hear anecdotally from
separating servicemembers and veterans that it was just something
they had to go through, get out of the way. They want to get on
with their civilian life, whatever they are doing next.

I don’t know that we have a compelling articulation of the value
of TAP, what we can tell that separating servicemember that they
are going to find in this that is going to help them in their lives,
beyond the fact that they have to do this or they are supposed to
do this. Same for the officer. Same for the Member of Congress.
Same for the taxpayer who fronts the $117 million annually.

Without that measure, this is not going to get better, and I agree
with the Chairman on this. The fact that you all couldn’t report on
a majority or near majority of Guard and Reserve servicemembers
because it was recorded in paper and you didn’t transition ade-
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quately to digital, I mean, that just to me sounds like it is not
something that we take very seriously.

So maybe I am able to identify some of the symptoms of the
problems. I would really like to work together with you and with
the Chairman on how we get some defined measurable outcomes
that demonstrate the value of this, because I think all of us get the
concept. We want it to work. It is not clear that it is or that we
are getting a return for the investment or that this is valuable for
the participating servicemember.

And one question that I have perhaps for the next panel, and I
would love either in this panel or offline with Dr. Wenstrup and
Mr. Banks, I would love to know if there is some way to have the
leaders of those units, the officers, have some level of account-
ability through separation and post separation.

I know anecdotally, there are officers who come up to me and
say, hey, a guy who was in my unit, veteran now, one of your con-
stituents, Beto, can’t get a mental health care appointment, and it
really bothers me and I feel accountable and responsible for that,
I want you to do something about it. Is there some way to give
those commanders more control or power or accountability or re-
sponsibility to help these servicemembers see through this transi-
tion in a more effective way?

Anyhow, more questions that I think are going to take a while
to answer, but I appreciate it, Mr. Chairman.

Mr. ARRINGTON. Thank you, Ranking Member. A great line of
questions.

I now want to recognize our colleague Mr. Banks for 5 minutes.

Mr. BANKS. Thank you, Mr. Chairman.

Ms. Brown Barnes, during GAO’s assessment of TAP, did it seem
as if the servicemembers were being encouraged and allowed to at-
tend the additional optional tracks if they wanted to?

Ms. BROWN BARNES. They were, from the people that we talked
to, they were allowed to. In terms of being encouraged, sometimes
the timing didn’t allow for them to do it, but usually they had some
opportunities to do that.

Mr. BANKS. So anecdotally, you believe that they were—

Ms. BROWN BARNES. Yes.

Mr. Banks [continued].—encouraged to if there was time to do
s0?

Ms. BROWN BARNES. If there was time to do so. I mean, we had
also heard different things about sometimes they weren’t or mis-
si0ﬁ type activities took priority, so we did hear some of that as
well.

Mr. BANKS. Okay. Thank you.

Mr. Lyons and General Denton, how are the Departments track-
ing whether a servicemember who doesn’t meet the career readi-
ness standards for employment, how do we know that they are re-
ceiving that, quote, warm handover? And is this warm handover ef-
fective and truly what the servicemember needs to be career-ready?
Mr. Lyons?

Mr. Lyons. Congressman, thank you. So in 2016, the Depart-
ment issued two memorandums, one that specifically focused in on
an at-risk population of veterans for homelessness. And we issued
guidance to the services to ensure that commanders understand
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their responsibility to ensure that warm handover happens to the
appropriate agency. It could be Veterans Affairs, it could be De-
partment of Labor. It could be both, in the case of homelessness.

We did the same thing for those that separate for an Other Than
Honorable Discharge, recognizing that that population could also
be at risk, and the need to have a warm handover.

So we continue to engage with our interagency partners to pro-
vide input. With the deployment of our electronic form this last
year, we are actually getting servicemember-level data on when
they opt in to receive follow-on services from a partner agency. And
we provide that data then to Department of Labor or Veterans Af-
fairs so that we can more accurately track and deliver those serv-
ices. So I defer to my colleagues for further on that.

Mr. BANKS. Colonel?

Mr. DENTON. That is a great question. Thanks, Judd.

The employment warm handoff process is working. We have a
process in place. We don’t nationally track it and monitor it. In the
last 6 months, the Army has asked us to do that with them. So we
think with BDI and the e-Form, we eventually may be able to look
at that macro number on employment and be able to see if we are
making a mark.

So we are definitely looking forward to working with DoD on
that, especially since the Army has reached out and said, we would
like your help on this.

Mr. BANKS. I am not sure why I called you a colonel, but I apolo-
gize, General, for that.

With that, I yield back.

Mr. ARRINGTON. Thank you, Mr. Banks.

And I now want to recognize Mr. Takano for 5 minutes.

Mr. TAKANO. Ms. Brown—thank you, Mr. Chairman—you know,
I was a high school teacher for over two decades and a community
college trustee for about the same amount of time, and I saw many
students struggle with their transition into postsecondary edu-
cation because they needed remedial education, developmental edu-
cation. And while I know this wasn’t the focus of this report, I am
curious to know if we have any data on servicemembers’ edu-
cational background before they entered military service.

Ms. BROWN BARNES. Yeah. That was outside of what we did for
this review. We could submit that for the record, but I don’t have
any—

Mr. TARANO. I don’t know if you collect that data. I mean, I have
always wondered whether or not we knew about our
servicemembers’ educational background, because that has a lot to
do with whether or not they are going to be able to utilize their
post-9/11 GI Bill benefits, right? I mean, we recruit them on the
basis of these benefits. And I believe the military, because we do
recruit them on that basis, has some responsibility to making sure
that these benefits are not hollow. And they are hollow if we don’t
do anything to help these servicemembers attain the ability to at-
tend the higher education during their time in the military.

So I would be curious to see that data, but you really can’t tell
me much about that data now.

Ms. BROWN “. No.

Mr. TagkaNo. I will have more questions once you do submit it.
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Ms. BROWN BARNES. Okay.

Mr. TAKANO. Mr. Secretary, the GAO study found very low rates
of attendance for the supplemental TAP courses on accessing high-
er education, career and technical training, and entrepreneurship.
While, obviously, not every one of these supplemental classes will
be applicable to servicemembers, chances are one of them will be
relevant to whatever post-service path a servicemember has
planned. And as these classes have a direct impact on how vet-
erans use their benefits, such as the GI Bill, and have the potential
to help servicemembers take their core TAP program and turn it
into actual job opportunities after separation, the low participation
rate seems to indicate, to me, missed opportunities to help
servicemembers successfully transition.

So how has OSD thought about—well, I want to know, has OSD
thought about mandating that servicemembers attend at least one
of these currently supplemental programs?

Mr. LyoNs. Thank you, Congressman. We have approached, with
our revamped TAP enterprise, an adoption of career readiness
standards. How career-ready is the transitioning servicemember to
transition to a civilian career? And we have adopted, as part of
that, an engagement earlier in their military life cycle on topics
such as this, higher education being one.

So we deployed a higher education prep module that is a virtual
module that actually explores a transitioning servicemember ear-
lier in their career. What are their goals; what are the education
requirements to help them achieve those goals; and what resources
are available to them, such as tuition assistance. So we are inter-
ested in the aspirations of the servicemember and providing re-
sources to them.

With respect to the additional tracks, one of the reasons we de-
veloped those additional 2-day tracks and designed them to be de-
livered both in a brick-and-mortar classroom environment and on-
line was to make them available to whatever servicemember has
that particular career goal in mind. And we think we have been
successful in that. We found that servicemembers that attend a
brick-and-mortar classroom may revisit a particular topic online,
such as the higher education prep module.

Mr. TAKANO. Okay. But are you looking at mandating that they
take one of those supplemental courses?

Mr. Lyons. I think, Congressman that adopting a one-size-fits-
all approach of mandating attendance at the 2-day track may not
apply to a servicemember that doesn’t have that particular goal in
mind. So we are going to continue. If they espouse that desire for
higher education, we are going to actively and constantly promote
attendance at those 2-day—

Mr. TAKANO. I am glad that you all are taking an interest in the
educational and career goals of the servicemember. That is really
good to hear. But are they assessed? Is there any point—when do
you assess them, if they are assessed, for, you know, their edu-
cational goals? I mean, how appropriately?

Mr. LYONS. So, again, back to the military life cycle, we engage
with them earlier in their career, beginning at their first duty sta-
tion and at certain touch points throughout their career—pro-
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motions, reenlistments—and revisit their individual development
plan that they have put together.

Mr. TAKANO. But are they assessed?

Mr. LYoNs. When it comes time to transition, during pre-separa-
tion counseling, they will sit down with a TAP counselor, who will
review their individual development plan and change it into an in-
dividual transition plan. At that point, as they sit down and have
that conversation, the counselor will encourage and promote the at-
tendance at the appropriate 2-day track with the servicemember.

Mr. TAKANO. My point is that the military does not assess the
servicemember earlier, at the point of, you know, induction or any
earlier point. There is no way for you to help guide and hold ac-
countable that servicemember for the goals they set without that
assessment as a baseline.

Mr. Lyons. Yeah. I think that in a servicemember’s life cycle,
you know, things change over the course of their life cycle. So,
again, our objective is to, in their capstone event, prior to actually
separating, assess whether they are career-ready to transition.

Mr. TAKANO. You assess them at the end of when they are ready
to leave, but not toward the beginning. And there is no way for you
to intervene if that servicemember is really unprepared to pursue
a certain educational path or career path.

Anyway, my time is up. I am sorry.

Mr. ARRINGTON. Mr. Wenstrup.

Mr. WENSTRUP. Thank you.

Thank you all for being here. I appreciate the conversation, and
I think we are headed in the right direction, but I think there is
a lot more we can do.

And so let me just start with you, Mr. Lyons. Per troop, what is
mission complete for the DoD when it comes to the Transition As-
sistance Program? When do you say like we have done our job?
What does that look like?

Mr. Lyons. I think, Congressman, you know, first and foremost,
I don’t think we are ever mission complete. I don’t think we can
ever rest on, you know, 100 percent of completion in terms of tran-
sition assistance. I think it is an evolving program. The nature of—

Mr. WENSTRUP. I am talking about—excuse me, I am sorry to in-
terrupt. But I am talking about like per troop. Is it mission com-
plete when you say, look, this troop knows where he is going? He/
she is going to school. They know what they want to major in. They
have got it mapped out. That to me, before they take their uniform
off, if they know what they are doing, they are enrolled in school,
to me that would be mission complete. That is a success. We have
done our job, you know.

Because I think in the big picture, you know, the big aerial pic-
ture of what it means to join the military, we are going to do a
whole lot better if the military is seen as a place where any young
American can enter and it is a path to success.

And so I agree with Mr. Takano’s comment like, when do we
start engaging that troop? You know, from day one do you say, is
military your career, is that what you have in mind, do you want
to do something afterwards? Because let’s face it, you start at 18,
you got plenty of time for another career after that, right? So get
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the?m thinking in that way. Are we asking those questions early
on?

Because to me, for VA—and it is good that you are all here, be-
cause you all have a role to play in this. And to me, success means
that before you take that uniform off, you know where you are
going. You think of the college graduate that gets their diploma,
and they already know where they are going to be working in 2
weeks. That is a whole lot better day than one who walks up, gets
that degree, and has no idea what lies ahead. And I think we will
recruit better and the military will be transformed in so many
ways. You say like, that is the path to success in America, if you
choose that, you serve your country, and they are going to make
sure that you are on a path to success.

So to me, we have to engage early. Because for the VA, for exam-
ple, the VA then is strapped with being reactive too often. Because
if you think about some of the problems that we face with suicide
and depression and stress, listen, when you come out and you don’t
feel necessary when you have felt necessary for a long time being
in uniform, that is when it spirals downward.

So I am going to propose, and I think you probably all would
agree, and I know that my friends here that are both on Armed
Services and on this Committee, we need to come together on this.
I don’t think this should just be VA committee-driven. I think we
need to reach back and go back a little bit further, and I think we
can do a whole lot better. But let’s define what success really looks
like and in this program. And to me, it would be when you leave
here, you know exactly where you are going. And that our success
in what we do should be based on how many people actually know
where they are going and what they are doing and have a plan and
leave with confidence.

So anyone can engage in that conversation with me, but I hope
that is where we are headed, and I think we are at the beginnings
of that.

Mr. LyoNs. Congressman, thank you. And just real quickly here.
I would offer that, again, we are engaging with servicemembers
earlier in the process to talk about those issues that you have de-
scribed. So I talked about that individual development plan that
begins at their first duty station, where, again, we have a discus-
sion about their goals. What is the training and education require-
ments? We talk about apprenticeship information, resume prep in-
formation, financial preparedness information. This is early on. So
that, again, our culture changes across the Department so that the
first time they are thinking about transition is not their last action
leaving the service.

And so we think that military life-cycle culture that we are un-
dergoing through early engagement and at critical points in a
servicemember’s career will help us to get there, but I acknowledge
your comments.

Mr. WENSTRUP. I appreciate it. We can keep talking about that.
If anyone else cares to—

Mr. DENTON. Sir, we have looked at that hard at Labor. Having
gone through the Employment Workshop last year, I will tell you
that we have kind of taken a look at what is our end state. We
think it should be meaningful career. That is in line with earlier
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documents of why TAP was started. We think for a TSM to get that
meaningful career, our Secretary has talked about the pathways.
We really think that higher Ed, career technical training, and en-
trepreneur provides for those three paths. So that is why we are
really looking forward to working with our interagency partners to-
ward helping those TSMs get into that path, which now we call
track. Whether we call it a track or a path that is really what we
are talking about. Thank you.

Mr. BANKS. [Presiding.] Mr. Correa?

Mr. CORREA. Thank you, Mr. Chair.

I just wanted to follow up with what Dr. Wenstrup said and Mr.
Takano. I am looking at this data and this information and, again,
issues with the supplemental TAP, 15 percent participation; those
that left the military with less than an honorable discharge, 5 per-
cent participation. And to me, it kind of signals in my mind that
maybe the value given by our men and women in uniform is not
that high. If you come back and your participation is 15 percent,
it tells me that there is a disconnect between what they really are
looking for and what they are really getting.

And I think we can mandate these men and women in uniform
to do these supplemental—this TAP program, but yet when they
come back and use it at such a low rate, it is telling me something
about the value. And I guess if I went back and talked to those
folks that are leaving the military and asked them, what do you
want to do before you leave, and probably most of them would say,
I just want to get home. And so you try to force feed some of these
folks this information. I am not sure what the value is.

I think this is good information, but I am trying to figure out if
this is more of an issue you try to catch up with these folks, not
only before they leave, but after they leave. I mean, one of the
issues we have been looking at is deported veterans, veterans that
are residents that should have become citizens before they left the
military. Those are some of the things that I think would really
add value, if you, you know, you said, you know, you guys got to
become U.S. citizens before you leave.

The other area, of course, is, you know, I hate to bring it up, but,
you know, this tragedy in Texas. You have an individual that had
serious mental issues. There were indicators there and there was
no follow-up. There was no—somewhere it didn’t—all the dots were
not aligned, were not connected.

And, you know, again, you have an evolving program. You have
investments, aspirations of service officers. I am trying to figure
out in my mind where we go with this program that could be a tre-
mendous value. But to me, in my mind, I have got to figure let’s
go back and ask these men and women in uniform, where is it that
we can help you the most? Maybe we come back and talk to them
6 months after, a year to the discharge, and see how they are
doing. How you doing? Are we having issues at home? Did you get
the jobs you were looking for? Were you able to connect with that
apprentice program that is paying $60,000 a year to start, or are
you not there yet?

I have a lot of questions. Open it up for statements or comments
from the panel.
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Mr. Lyons. Congressman, thank you. You know, I think that in
terms of pulsing the needs of our members, both Active component
and Reserve component, again I harken back to our participant as-
sessments where they can give us direct feedback on these issues,
and—

Mr. CORREA. Let me interrupt you. I don’t have much time. I
have a minute and a half. But that was the other point I had,
which is having somebody fill out a questionnaire or a form saying
was this good or bad versus coming back to them in a year and
saying was this good or bad I think will give you a different out-
come. You know, it is like when I get asked did I do a good service
or not, I usually give people the five, the best, but, you know, it
is just a number.

So, again, I think we have got to come back and look at that
data, kick it around to try to figure out another way to look at the
data.

And finally, in terms of the—you know, we are looking at aca-
demics here, other things that will make you successful in life. I
would say we have to come back and look at the veterans as a ho-
listic, you know, psychological, family, career, everything to make
sure that we get these men and women that gave so much for our
country, that they are actually on the right path to be successful
citizens.

I would say I got 30 seconds, if you would like to comment.

Mr. LyonNs. I think that assessing effectiveness after the
servicemember has already left the service is a challenge. We do
have existing surveys and research studies that we use. We annu-
ally survey, through a status of forces survey, both Active and Re-
serve component members about their perceptions of TAP, their
needs within TAP. We also have recently commissioned a RAND
study on the needs assessment of Reserve component member tran-
sitions. We are looking forward to the results of that to help us in-
form our program to deliver in the most efficient and effective man-
ner these services to them.

So I think assessments, surveys, research studies are helpful to
us. Getting to servicemembers after they have transitioned to get
that feedback is perhaps a challenge.

Mr. CORREA. Mr. Chair, before 1 give up my time here, I just
want to say it is good you are doing the RAND studies. I would
rather you invest that money, not only in the RAND studies, but
going out to ask the veterans directly what is it that they need.

Mr. Chair, I yield.

Mr. BANKS. [Presiding.] Mr. Rutherford.

Mr. RUTHERFORD. Thank you, Mr. Chairman, and thank you,
panel.

Mr. Lyons, if you could, one of the most common complaints the
Subcommittee receives from servicemembers about TAP is their
local commanders and senior noncommissioned officers are some-
what less enthusiastic than they would hope in allowing them in
working toward them attending the classes. If that is true, what
portion of that do you think might be related to the fact that these
senior members don’t believe TAPs is providing what they really
should provide and it is not, quote, “worth the time”?
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Mr. Lyons. Thank you, Congressman. You know, I would offer
that, in terms of servicemembers and their commander support for
them to attend TAP, you know, I acknowledge the discussions that
GAO had at the various post camps and stations that they visited
where that was relayed, and we are taking that onboard. We want
to explore and remove, if there are barriers to a servicemember at-
tending TAP, we want to remove those barriers. We have very clear
and effective policy to the services on implementing TAP and the
importance of TAP and continuing to reinforce, as commanders go
through their life cycle of professional military education, of rein-
forcing that message with them about the importance of TAP.

It is interesting to note, in our last participant assessment, that
88 percent of our servicemembers that participated in TAP re-
ported that their leaders, their most immediate leaders were sup-
portive of their transition to civilian life, and that 88 percent of
them reported that the leaders provided them time to attend and
participate in TAP.

Mr. RUTHERFORD. Exactly, which is why they were there.

Mr. Lyons. Correct.

Mr. RUTHERFORD. And why they were counted in your numbers.

Mr. Lyons. Right.

Mr. RUTHERFORD. But it makes me then beg the question, why
do you believe that missing data shouldn’t be taken into account
when assessing TAP performance? Because those folks aren’t there
for some reason, and don’t you think we should get to the bottom
of that?

Mr. Lyons. Congressman, we do feel that it is important, as we
assess data, that it is based on known and complete data. So we
view that in the old legacy system that we had as a completed
paper form for completion of TAP, and we can assess then whether
that servicemember has met the requirements and is career-ready.
With the deployment of our electronic form and our TAP IT Enter-
prise, we think that we have significantly improved our capability
to collect that data and assess those data points.

We are going to continue to pursue removal of any barriers to at-
tendance at TAP and increase the perception of the value of TAP,
and we are going work with our service partners to do that.

Mr. RUTHERFORD. And, Ms. Devlin, isn’t there an effort under
way now to go back and talk to some of those individuals that did
not attend and find out why?

Ms. DEVLIN. We are actually in the process of creating a post-
transition survey that will go out to servicemembers who became
veterans at the 6-month, 12-month, and 18-month point post dis-
charge. That will give us an opportunity to ask them, did you at-
tend TAP? If so, now that you are actually a civilian and you are
a veteran, do you feel now that you know what you didn’t know
back then, that it met your needs? And if not, how could we im-
prove it?

Mr. RUTHERFORD. Okay. Thank you, Mr. Chairman. I yield back.

Mr. BANKS. Thank you, Mr. Rutherford.

At this point, we would like to thank each of you for being here
today and answering our questions. You are now excused.

Mr. BANKS. Our second and final panel will include General Rob-
ert Bennett, the Adjutant General of the United States Army; Ad-
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miral Karl Thomas, director of the 21st Century Sailor Office of the
Office of the Chief of Naval Operations for the United States Navy;
General Kathleen Cook, director of Air Force Services, Manpower,
Personnel, and Services for the United States Air Force; and Gen-
eral Kurt Stein, director of Marine and Family Programs for the
United States Marine Corps.

Thank you to each of you for being here today. We will give you
a moment to get seated before we will start.

With that, General Bennett, you are now recognized for 5 min-
utes.

STATEMENT OF BRIGADIER GENERAL ROBERT BENNETT

General BENNETT. Thank you.

Chairman Arrington, Representative O’Rourke, Members of the
Committee, I would like to thank and express my appreciation for
the opportunity to appear before you to discuss the Army’s Soldier
for Life-Transition Assistance Program, or SFL-TAP.

SFL-TAP is, first and foremost, a commander’s program. SFL-
TAP mandates several courses based on the VOW Act, and also in-
cludes other required courses or career readiness standards, or
CRS, that helps prepare soldiers for their transition from Active
Duty.

In fall of 2017, the Government Accountability Office, or GAO,
provided a draft review of the transitioning veterans: DoD needs to
improve performance reporting and monitoring for the Transition
Assistance Program. Army concurs with all six recommendations
found in the draft report.

While the Army is proud of being a part of the myriad of major
enhancements to TAP since the passing of the VOW Act, along
with our DoD sister service and interagency partners, the Army be-
lieves that there is one important area in which TAP could and
should continue to evolve. The Army would appreciate the ability
to receive key post-transition outcome data from our interagency
partners, which is vital to the future improvements.

The Army strongly feels that receiving feedback from our inter-
agency partners on both the type of assistance provided as well as
the outcome and results of such assistance is critical to our ability
to accurately gauge and assess the overall long-term efficiency of
our efforts. The Army will closely collaborate with our partners on
developing a strategy to enable us to receive this key data in the
future.

In addition to DoD TAP’s reporting system, the Army uses a
TAP-XXI, which is the key Army system of record, in order to pro-
vide commanders at the lowest level information and reports to ful-
fill their responsibilities under SFL-TAP policy and law. TAP-XXI
reporting consolidates key transition data from several Army HR
systems of record, which allows company commanders to correctly
identify soldiers required to complete the TAP curriculum. These
reports help ensure the soldier is career-ready and prepared for the
civilian transition. The Army closed out fiscal year 2016 with the
lowest amount of unemployment compensation for ex-
servicemembers in 13 years, $172.8 million, according to the De-
partment of Labor.
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Soldier for Life-TAP has several initiatives to further support sol-
diers in their transition, including a transition pilot program to
evaluate tailored transition assistance for the soldiers, the career
skills program, which offers soldiers the opportunity to participate
in the employment skills training, and the virtual center, which is
the only virtual online platform to complete transition services.

To conclude, I thank you for your continued support. Chairman
and Members of the Subcommittee, I thank you again for the op-
portunity to appear before you, and I look forward to your ques-
tions. Thank you.

[THE PREPARED STATEMENT OF GENERAL ROBERT BENNETT AP-
PEARS IN THE APPENDIX]

Mr. BANKS. Thank you.
Admiral Thomas.

STATEMENT OF REAR ADMIRAL KARL O. THOMAS

Admiral THOMAS. Good afternoon, Mr. Chairman, Ranking Mem-
ber O'Rourke, and distinguished Members of the Subcommittee.
Thank you for the opportunity to appear today to update you on
the Navy’s Transition Assistance Program.

As the director of the Navy’s 21st Century Sailor Office, I am re-
sponsible for sailor and family support and resilience programs.
The Navy concurs with the recommendations of the General Ac-
countability Office report on transitioning veterans. The Navy testi-
fied in 2015 that we were developing a transition information sys-
tem to give commanders better visibility into compliance. We now
have that system in place and have seen significant improvement
in our metrics.

We have put many other process improvements in place, to in-
clude unit level compliance reports linking transition compliance to
our prestigious Golden Anchor retention award, adding transition
compliance to our Navy Inspector General’s checklist, and our
Chief of Naval Operations Tone of the Force Report. Our network
of Navy career counselors continue to stress that transition should
be planned throughout a sailor’s career to ensure sailors document
skills, certifications, and qualifications, and thus, commence prepa-
ration early for their eventual transition.

We remain committed to providing in-person instructor-led train-
ing as the primary means of delivery, and are working to drive ear-
lier completion of transition requirements. We also have an ongoing
Naval audit service study to assist us in our compliance efforts.

Beyond preparing our sailors for employment and advising them
on the veteran benefits that they have earned, we recognize the im-
portance of returning sailors to society so they continue to serve
our country as solid productive citizens who are examples and re-
cruiters for our all-volunteer force.

We recognize there is more to be done, and look forward to par-
ticipating in further refining the transition process and cooperation
with Congress and this Committee in particular, as well as our
DoD and interagency partners. Our sailors deserve our steadfast
commitment to provide them the most effective tools to position
them for long-term success as they transition to serve our Nation
as honored and distinguished veterans. It is vital to the all-volun-
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teer force that our successful veterans encourage the youth use of
our Nation to serve in our Nation’s Armed Forces.

On behalf of the Chief of Naval Operations, I thank you for your
unwavering support for the men and the women of the United
States Navy, and I look forward to your questions.

[THE PREPARED STATEMENT OF GENERAL KARL THOMAS APPEARS
IN THE APPENDIX]

Mr. BANKS. Thank you, Admiral.
General Cook, you are recognized for 5 minutes.

STATEMENT OF BRIGADIER GENERAL KATHLEEN A. COOK

General COOK. Chairman Arrington, Ranking Member O’Rourke,
distinguished Members of this Subcommittee, thank you for the op-
portunity to testify before you today regarding the transition assist-
aince our Air Force provides to our total force airmen and their fam-
ilies.

Before I begin, let me state up front, I fully acknowledge our
VOW compliance is not 100 percent, and there is more work to be
done refining our processes to ensure not only by-law compliance,
but a strong continuum of care, especially within our Guard and
Reserve components.

We recognize how critically important being prepared to success-
fully transition out of the military is to the welfare of our airmen
and their families. From senior Air Force leadership to our installa-
tion commanders, supervisors, and transition experts, we remain
resolute in executing requirements of the VOW Act.

What I would like you to take away from my testimony today is
twofold. First, we value our collaborative partnerships with the De-
partments of Defense, our sister services, Veterans Affairs, Labor
and Education, and the Small Business Administration, recog-
nizing that successfully transitioning servicemembers requires the
support and information of the collective.

Second, my goal is to leave you with confidence in our commit-
ment to generate a cultural shift to viewing transition preparation
as a military life-cycle experience. It is important to note unique
service characteristics that influence the development of our air-
men and affect transition readiness. Based on our mission require-
ments, our airmen have more technical skills. Fifty-two percent of
our NCOs and 92 percent of our senior NCO’s have at least an as-
sociate’s degree. We are the only service with a technical associate
degree program, our Community College of the Air Force, which
translates education, training, and experience into accredited col-
lege credits.

Since 1972, nearly 500,000 degrees have been awarded. In fiscal
year 2017 alone, the Community College of the Air Force awarded
over 2 million semester hours of collegiate credit to over 268,000
students. The Air Force Military Tuition Assistance program to-
taled $154 million, and our Air Force certification program pro-
vided 397 unique and transferable certifications for career fields
such as cyber systems operations and civil engineering.

I reference this to illustrate that our airmen, generally speaking,
have the opportunity to get a jump-start on transition. That said,
deliberately embracing a culture of transition readiness throughout
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the military life cycle is consistent with and would strengthen our
wingman culture.

As we work to implement 2017 GAO recommendations, we are
currently performing comprehensive upgrades to our TAP processes
based on our challenges with VOW compliance. From providing ex-
ception to policies so our Guard and Reserve members complete
pre-separation counseling only once every 5 years or attend VA
briefings once every 3 years, if activated under the same authority,
to annual training sessions for all readiness NCOs, to working with
DMDC to validate eligibility, data, and data-based accuracy, and
seeking IT solutions to add a flag notification to the system, all the
way to changing out processing checklists, messaging our Active
Duty and Guard Reserve force support squadrons, briefing com-
manders for sergeants and chiefs at our professional military edu-
cation leadership courses, and mandating airmen and family readi-
ness center directors brief incoming commanders on VOW compli-
ance within 30 days, or even adding text to airmen monthly leave
and earning pay statements, to highlight TAP requirements.

Our total force commanders are inspected for compliance, and we
have updated our Air Force instruction to stress commander re-
sponsibility and accountability. And specifically to the Reserve com-
ponent, should all this still result in someone missing the oppor-
tunity to complete TAP, Air Force Reserve Command is tracking
every member and will bring them back on active status to com-
plete the process. Across the board, we are focused on attaining 100
percent compliance.

I just highlighted what we are doing today to fine tune the cur-
rent process, but I am even more optimistic about the future. Given
the synergy available to us when we proactively align our TAP
military life cycle touch points with our blended retirement finan-
cial literacy training touch points, much like an individual develop-
ment plan, financial planning requires continual evaluation. Merg-
ing the two programs touch point requirements over the course of
one’s career, however long or short, allows the member to take full
advantage of the capabilities provided.

General Goldfein, our Chief of Staff, is keenly focused on revital-
izing squadrons. He believes squadrons are the heartbeat of the Air
Force, and we succeed or fail in our mission based on that squad-
ron experience. Translated, the well-being, resiliency, and readi-
ness of our airmen and their families is directly tied to the squad-
ron and its leadership. Successfully transitioning our airmen also
depends on the informed and engaged leadership.

In my opinion, there are two overarching components to improv-
ing VOW compliance. First, ensuring all airmen are fully educated
on the requirement for TAP, and second, ensuring commanders un-
derstand their critical role, and that they are held accountable for
their airmen being transition-ready.

Mr. Chairman, I thank you for the opportunity to testify today,
and I look forward to answering your questions.

[THE PREPARED STATEMENT OF GENERAL KATHLEEN COOK AP-
PEARS IN THE APPENDIX]

Mr. BANKS. Thank you.
And finally, General Stein, you are recognized for 5 minutes.
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STATEMENT OF BRIGADIER GENERAL KURT W. STEIN

General STEIN. Mr. Chairman, Ranking Member O’Rourke, and
distinguished Members of the Subcommittee, it is my privilege to
appear before you today to discuss the transition readiness of your
Marines.

Marines are the foundation of our Corps. They are the Corps’
most critical resource, and they always will be. Most of your Ma-
rines, by design, are young fighters who plan to separate after one
or two tours. Everything we do in the Marine Corps must con-
tribute to their readiness, including their transition readiness.

To this end, our transition readiness program begins very early
in a Marine’s career. Our framework, the Marine for Life Cycle, in-
cludes several major action points beginning right after boot camp
and completing within months before separation with the capstone
event. In this way, our Marines are learning and thinking early
and often about their eventual transition to civilian life.

Our transition readiness program has evolved significantly over
time, and we continuously seek ways to improve it. We recently im-
plemented the DoD TAP e-Form Enterprise database, and believe
that it will help us better capture and manage our transition data
and increase compliance. We are also incorporating transition read-
iness into our inspector general evaluation programs, which we be-
lieve will help increase timeliness.

The draft GAO report identified some gaps in our current pro-
gram, especially in regard to VOW compliance and timeliness, and
particularly within the Reserves. We appreciate their findings and
recommendations and believe they will help us further improve our
programs.

An overarching theme for the Marine Corps as an institution has
always been that we make Marines, we win battles, and we return
those Marines back to civilian capacity as better citizens.

I look forward to answering your questions. Thank you.

[THE PREPARED STATEMENT OF GENERAL KURT STEIN APPEARS IN
THE APPENDIX]

Mr. BANKS. Thank you to each of you.

With that, I will reserve the 5 minutes of time, if I can, for the
Chairman when he returns, and will yield to my friend and Rank-
ing Member O’Rourke for his 5 minutes.

Mr. O’'ROURKE. Thank you.

I will start with General Bennett. I am trying to figure out the
best way to phrase this question, but I am trying to get from ful-
filling a PE credit before you graduate or checking a box, or I have
heard the phrase “compliance” come up very often, to getting to the
spirit of the VOW Act and what we want to do for those
transitioning servicemembers. And I wonder if the onus is not on
us in Congress to improve that legislation to explicitly define suc-
cess measurements that we have been looking for on this Com-
mittee.

If you are fulfilling the requirement to get that soldier in the
seat and, hopefully, to do a better job of having that happen before
they hit the 90-day mark, and perhaps encouraging more of them
to take the 2-day supplemental course so that they are better pre-
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pared for that transition, you may have fulfilled the requirements
of the VOW Act and you are in compliance.

I don’t know if this is for me to ask you and for you to answer,
but can you suggest ways that we can improve the legislation to
get at what, hopefully, we have been able to articulate in terms of
measurable outcomes that show us whether or not this is a value
beyond the compliance?

General BENNETT. Yes, sir. We invest the Army vast amounts of
resources, $80 million a year, to take care of our soldiers. And my
personal goal is I do not want to have a battle of warm handover
to a Department of Labor-VA. I want to take care of the Army fam-
ily here within the Army. And I agree in the discussion earlier. We
discussed about outputs as it relates to career readiness standards.
We are doing pretty good in outputs and measuring did they get
the job done. Yes, we need to work on timeliness, and that is the
next stage of getting after ensuring the soldiers are properly taken
care of at the appropriate time.

But the outcomes, did they get a job, that is where we do need
some help, because I see them from the time they receive a 214,
but I don’t know what happens after that soldier departs my orga-
nization. And I need to know, the Army needs to know, so that
then I can, if need be, with that feedback, I can adjust my program
so that it is a better program for the soldiers that are following
those after their departure so we can get it right.

So where I could use some help from the Army is a warm
handover follow-up from the Department of Labor and VA, data
from the Department of Labor and VA on success of transitioning
soldiers after they leave Soldier for Life-TAP, and then the flexi-
bility to tailor Soldier for Life-TAP to the needs of the individual
soldier; i.e., a 20-year soldier who is getting ready to retire, prob-
ably you want to tailor the program differently from someone who
is in the service for 4 years and getting ready to depart. It is usu-
ally an 18- to 24-year old. Some of them are probably high risk
when it means to unemployment. From the Army’s perspective,
that was where I would ask for your help.

Mr. O'ROURKE. Yes. And I really liked the way General Denton
on the previous panel put it in terms of one of the goals being to
see military service as the best possible path to a high-quality ca-
reer afterwards.

If that is the goal, which I can’t argue with, we need to measure
that. So how much are you earning? How fulfilled are you in the
work or career that you have following military service? Got to be
way to do that, but again, maybe that is on us to legislate that,
require that, not on you to add more compliance measures that
Congress hasn’t mandated.

Mr. Chairman, I see some of our friends in the audience who
have been here for conversations about the post-9/11 GI Bill, and
I feel like we have had a very similar conversation where we are
measuring seats in chairs and attendance and graduation, but not
the success that those veterans have in their careers or, you know,
in their life. And that really has to be, I think, the measure that
we are able to describe and define, and then I think everyone is
going to see more value in the program.
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Those commanders right now who are grudgingly allowing their
servicemembers to attend the classes are trying to get them out of
it by asking for an online course. We are going to see more
servicemembers availing themselves of the 2-day supplemental
course. We are going to be better stewards of the taxpayer dollar.
I wonder if this Committee can’t work on—just a thought—what
some of those additional measures are, and maybe amend the legis-
lation to include those going forward and give these service
branches something to perform to.

So that is just a suggestion to work on going forward, and I will
yield back to you.

Thank you for your answers, General Bennett.

Mr. ARRINGTON. [Presiding.] Thank you, Mr. Ranking Member,
and I agree with you, I think—if I may yield myself 5 minutes, and
I apologize for having to step out. And I won’t take all 5 minutes,
Mr. Rutherford. I will option the ball to you here.

But to me, that is the heart of my concerns and the crux of the
matter on programs like this and any other program that, you
know, philosophically and in theory is an excellent objective. But
in practice, we don’t know if it is working, and we don’t know how
to make the changes to make it better, until we are constantly
measuring not just the input or output, the outcomes. So, you
know, really that is about the sum of my thoughts and comments,
and I agree with the Ranking Member.

I heard a couple of the panelists prior to you guys talk about
doing a survey or trying to come up with some instrument to do
what we are talking about. I think—I think we need to get a group
together, and it should be driven by the stakeholders. You guys
ought to know what your customers need, want, and what are the
right questions to get at whether this is working. And we ought to
have you guys present that to us. We can be involved in some way.
We ought to do it in short order, because I understood a couple of
tﬁe folks—I can’t remember who it was—were already working on
this.

The other thing that concerns me, is when you have too many
agencies, too many hands involved, I worry that it gets convoluted
and more complicated. And if too many people are responsible, no-
body is responsible sort of thing.

So—and I recognize you have different agency jurisdiction and
all that, but, you know, if there was a way to consolidate the con-
tract, for example, or—I don’t know the answer, but I would like
your feedback on having too many cooks in the kitchen on this and
that making things more complicated.

And then the other piece is just making sure it is a priority at
DoD, because it does not sound like it is a priority when they are
not measuring. This was a point the Ranking Member made in the
last panel. If you are not measuring outcomes and if you are not
actually making sure that everybody is complying with that 90-day
prior to the 90-day law, then that just tells me that something is
broken at DoD in terms of ensuring it is being done.

And is this a priority in the Department of Defense? Do you
think it is? I know you guys are responsible within the bureaucracy
of the Pentagon. Tell me, do you think it is a priority? Do you think
the DoD believes it is a priority?
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I will just go down the line. I mean, do you really think it is a
priority for them?

General BENNETT. Sir, absolutely. I wholeheartedly agree in that
we teach this, we preach this at the first sergeant course, the com-
mander’s course, at the pre-command course for our battalion and
brigade commanders. It is a requirement. And it is funny that you
mention about consolidating contracts. We are looking at that in
the Army right now. I have seven different contracts within my
TAP. I am trying to have one bellybutton, that is what we are
working on right now, and we are trying to get there, and we are
actually on our third meeting right now.

But, sir, totally agree with you. And I know dealing with the gov-
ernors committee, they are onboard as well, but this will help in
getting one step further where we need to be.

Mr. ARRINGTON. Thank you.

Other comments?

Admiral THOMAS. Mr. Chairman, I would also agree that is a pri-
ority in the Navy. We have really taken onboard the military life-
cycle concept where we bring in the concept of transitioning early
on in the career development boards. We train up our career coun-
selors so that they can start talking and preparing our sailors
early. And we really have taken onboard the idea of getting
credentialing and trying to give sailors items that will translate to
the civil sector.

I like Representative Rutherford’s comments that the measure of,
you know, having that letter that says you are accepted to a col-
lege, that is fairly easy, and I have seen it myself when I have been
in command. The job one is a little bit more challenging in ensur-
ing that person has that job offer before they leave. But if we can
get to that point, that is a great measure of success.

Mr. ARRINGTON. Let me just assume everybody thinks it is a
good deal. Let’s demonstrate that you believe that to the taxpayers
are paying $500 million for these programs because they love their
men and women in service, and our veterans as you do, as well,
and I know you do. Let’s demonstrate it by coming back with a
plan to consolidate things for accountability and clarity in terms of
roles, and make it less complicated and convoluted. And let’s come
back with a plan on how to measure the outcomes. And let’s apply
that across the board, and let’s find out if it is working and how
we need to improve it. Because everybody fundamentally knows
this is a good thing. And so let’s put our money where our mouth
is and let’s go invest the time and resources to get this thing done.

You guys can tell us—and I don’t want to pass a law if we don’t
have to pass a law. Sometimes, you know—my last—my first bill
made it through the House floor, and I was honored to do this leg-
islative reform with my colleague from Texas and friend, but I have
to say, you know, moving this disabled home—I mean, home adap-
tation for disabled veterans from one part of the VA bureaucracy
to another where they actually have the core competency, where
this group didn’t—I mean, it is actually called specially adapted
housing over here. Over here it is about vocational rehab. And, I
mean, I am having to tell my newspaper, look, I am just going to
be honest with you. This should be done without Congress having
to act.
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Will it help the veteran? Yes. Will it help the disabled commu-
nity? Yes. Will it save taxpayer money? I believe it will. But my
goodness, please help us help our veterans and come up with these
ideas and make presentations. And then if you need the law to
change, I guarantee you, you will have the support of this Com-
mittee.

I have gone way over my time.

Mr. Takano, I yield the balance of my 10 minutes that I took. I
recognize you for 5 minutes.

Mr. TAkKaANO. Now you are overstating things here. Thank you,
Mr. Chairman.

Let me say that I was very pleased to hear from the Office of the
Under Secretary, the director, Mr. Lyons, indicate that the military
was interested in engaging with the servicemember much earlier in
the servicemember’s life cycle. But my sense was, was that even
though the military is engaging the servicemembers in establishing
career and educational goals early, and counseling, that there real-
ly wasn’t assessment happening and determining whether that
servicemember had all the skills and knowledge, or whether there
was any need to remediate their skills so that servicemembers are
ready before they leave.

So let me just state what I believe simply ought to be happening.
What ought to be happening is that on day one of their induction
in the military, there should be an assessment of the
servicemember and a determination, initially, of what their goals
are career-wise and education-wise, knowing that that 18-year-old
is not necessarily going to exactly know who they are at that mo-
ment, and we can expect those goals to change. But we should at
least know whether or not that servicemember needs to be doing
some work to improve their math skills, their communication skills,
their English skills. And I believe the military should be holding
them accountable for that, because they were recruited on the basis
of GI Bill benefits. And the taxpayer has an interest in making
sure that those benefits aren’t wasted, that they are not squan-
dered, that they are not put into debt after they spend down those
benefits and so forth and so on.

I would like to see also, is there a sense—given that context I
have laid out to you, I believe it is in the best interest of our coun-
try that we see a strategic use of tuition assistance while they are
in the military for those young people to be acquiring whatever re-
mediation they need and/or gaining course credit so that they can
transfer into a degree program rather seamlessly.

Can you give me some background idea of how well you think
tuition assistance is being used in each branch, each of the
branches of the military, how well your—you know, how well spent
is that tuition assistance money, and how well do you help our
servicemembers use that opportunity?

General BENNETT. Tuition assistance is one of the many areas
that I do own, and it is quite popular with the senior leaders of the
Army, and we are finding many different ways of getting after en-
suring from a strategic message that—
hMr. TAKANO. You said the senior leaders, the senior leaders of
the—

General BENNETT. Of the Army, sir.
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Mr. TAKANO. Yes.

General BENNETT. Yes, sir. I mean, this has special attention of
the Sergeant Major of the Army, who is getting after tuition assist-
ance and getting after credentialing with the soldiers, the career
skills program. All this is encompassing under, maybe not the tui-
tion assistance pot of money, but we are getting after ensuring
that, you are correct, sir, way before the transitioning process
starts from the active Army, that they are educated and they are
prepared for the civilian sector.

So it is quite popular, and I am actually going for the POM cycle
requesting for additional money for next year, and it is getting big-
ger and better and growing steam as it relates to the soldiers ac-
quiring tuition assistance.

Mr. TAKANO. Thank you. Thank you.

Anyone else care to comment?

Admiral THOMAS. Yes, sir. We had 46,000 sailors in 2016 use the
tuition assistance program and take over 131,000 classes, and we
bring instructors out to our ships so they can take them even when
they are deployed. So it is a very popular program and utilized by
many of our sailors.

Mr. TAKANO. And is it used by not just the senior officers?

Admiral THOMAS. It actually tends to be used more by the junior
people.

Mr. TAKANO. More by junior. Yes, great. Thanks.

General CoOOK. Sir, thank you. I would like to also mention that
as I mentioned in my opening remarks, tuition assistance for the
Air Force is extremely important. In fiscal year 2017, we expended
$154 million in tuition assistance leading to the percentages of 52
percent of our NCOs and 92 percent of our senior NCOs obtaining
at least a 2-year degree. So we begin to discuss this path forward
with our young enlisted at about the 4- to 6- to 8-year mark after
they have finished their technical skill training. So from day one,
we are having a conversation with them.

And if I could, I would also like to address your earlier question
about assessing individuals.

Mr. TAKANO. Oh, thank you.

General COOK. Yes, sir. So for the Air Force specifically, and I
know for the other services there is an entry exam that indicates
where they are successful, efficient, and then deficient as well. So
the initial exam, we take a look at and then it is followed through
with our basic training. We have constant assessment through
basic training, followed through our technical skills, and all along
the way, if there is remedial work required, we will ensure that
they reach that. And then after all of the technical training, once
they get to their first base location in our, what we call First-Term
Airmen’s program, we also have conversations about the financial,
educational programs available to them. So we get them from the
very beginning and consistently through.

And in my opening remarks, as I mentioned, with the military
life cycle of combining the touch points for our financial literacy,
as well as our TAP programs, this creates touch points consistently
throughout in the high points of an airmen’s career. Career change,
promotion, family, childbirth, et cetera. So we absolutely believe
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that education is important, and we are hitting it from beginning
to end.

Mr. TAKANO. Might I continue with the question, Mr. Chairman?

Mr. ARRINGTON. Sure.

Mr. TAKANO. So you are talking about from the lowest rank of
airmen all the way up, this is a—what you apply the assessments.

General COOK. Yes, sir. So for our enlisted, they will come in and
they get their test at the beginning and they go to technical school,
and then we push them toward our Community College of the Air
Force beginning about their 4-year mark. For our officers, obvi-
ously, they come in with a degree in order to become an officer, so
they are already assessed at a certain level.

And then what I would also like to offer is, even in our
feedbacks, which happen when you report to a unit that first feed-
back, the initial, we discuss the financial and educational assess-
ments. Then 6 months later, it is in our feedback. And in our an-
nual assessment, we also have those conversations for both enlisted
and officers.

Mr. TAKANO. Mr. Chairman, could the Marines answer the same
question?

Mr. ARRINGTON. Yes.

General STEIN. Yes, Congressman, we have the same model that
the Air Force has, specifically as far as assessing the individual
Marine prior to assessing the tuition assistance program. Our TA
program is really focused and geared towards the junior enlisted
Marines with a high school diploma basically. And when they—
prior to being given the tuition assistance dollars, they take an as-
sessment, a test, to identify any deficiencies academically in any
certain vertical of academia, whether it is mathematics or what-
ever, and then they are given remedial education in that space
prior to going on and spending taxpayer dollars, Marine Corps dol-
lars for tuition assistance for undergraduate credits under a
credentialed institution.

Mr. TARANO. Well, I certainly learned something new, and I
want to know more about what you are doing.

Mr. Chairman, I yield back.

Mr. ARRINGTON. Thank you, Mr. Takano.

Mr. Rutherford, I recognize you for 5 minutes.

Mr. RUTHERFORD. Thank you, Mr. Chairman. And thank you,
panel, for your lengthy testimony and for your service to our coun-
try.

You know, there is an old adage, don’t beat a dead horse, but
after we say that, we always beat a dead horse, so that is what I
want to do very briefly. So I will keep this short.

There was something very interesting that General Stein and
General Bennett mentioned.

General Bennett, you talked about TAP-XXI and how in that fol-
low-up, one of the matrices that you actually looked at was low un-
employment payouts. I thought that is incredible. It makes me beg
the question, what other matrixes do you have that you are looking
at? And then General Stein mentioned that they have similar as-
sessments with the Air Force, and makes me wonder, do you also
have similar outcome matrices for all four services? General?
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General BENNETT. So, yes. As I alluded to earlier, we do meas-
ure, and I know unemployment compensation will change every
year, but that is one of our biggest measurement that we use right
now. And again, we are below the $200 million mark first time in
13 years, 172.8, and that you will see—

Mr. RUTHERFORD. That is excellent. Yes.

General BENNETT. Yes, sir. And you will see that, this year, once
the report comes out, I think we do even better. At the end of third
quarter, fiscal year 2017, we are at $101 million. So I think we are
on the mark.

What I am finding out within the Reserve component, if we want
to delineate between the components, Reserve—when I say Re-
serve, that is National Guard and the Army Reserve that is 12 per-
cent. Twelve percent is the unemployment compensation rate. And
for regular Army Active Duty, 34 percent. So we are on the road
to improvement, but again, where I could use the help, as you al-
luded to, sir, on measurements, that is, once a soldier departs the
Active Duty, the outcome piece, did they get a job? That is what
I need to know to better piece is my program doing what it is sup-
posed to do?

Mr. RUTHERFORD. Right. And so the other—the other branches,
can you comment? Do you have such a matrices as that or no?

Admiral THOMAS. Sir, the Navy does have unemployment num-
bers as well, and we are down at the lowest that we have been
since 2011. We are at 67 million. So the right trajectory.

Mr. RUTHERFORD. Very good.

General COOK. So I am certain the Air Force does have the num-
bers, but I don’t have them with me, so I would be happy to get
those back to you.

Mr. RUTHERFORD. General?

General STEIN. Yes, sir. We know that our trend line is decreas-
ing in the unemployment numbers. I don’t have the specific data,
though, before me, but I can get back to you on that.

Mr. RUTHERFORD. What other matrices do you have on the out-
comes, besides unemployment? Is there actually a list? Does any-
body share outcomes or—

General STEIN. Admiral Thomas and I, you know, being with the
Department of the Navy, there is a lot of programs that he and I
work together on, suicide prevention, sexual assault, behavioral
health issues, things like that. So the being able to track them and,
you know, finding metrics is kind of difficult.

So in this scenario, a measurement of performance would be how
many people do we get into the classroom for the transition readi-
ness seminar and complete the capstone event with a counselor?
But the measurement of effectiveness is the second part of the
story that, once they separate from the service, we really don’t
have situational awareness on them. Even their willingness to sign
up with the VA during separation is optional. So it is a tough—it
is a tough landscape to be able to actually get measurements of ef-
fectiveness on, well, how did that translate into how well you did
academically, how well you did as a young entrepreneur in that
space, the Boots to Business program, for example.

We do know there are certain programs that we have, like the
Skill Bridge program, which is a great new story for all of the serv-
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ices, where there is one partner that we work with that has a 94
percent placement after they are done with the program, and they
still do that while they are on Active-duty. And that is a com-
mand—the commanders allow them to participate in that program
without it negatively affecting the operational readiness of the
unit.

Mr. RUTHERFORD. Right. We have a community-based program in
northeast Florida, Operation New Uniform, which we are now
going to try to replicate across the country, which has a tremen-
dous placement rate after graduation from their program. And so
I thank all of you.

And I think, Mr. Chairman that may be an area that we can ac-
tually assist through some of the interagency relationships to try
to get some of that information available for you for those evalua-
tions of effectiveness, which we currently lack.

Thank you. And I yield back, Mr. Chair.

Mr. ARRINGTON. Thank you, Mr. Rutherford.

And we will just conclude with one question for each service rep-
resented on the panel.

Sir, what would the one thing you would do, if you were king of
this program and in control of the program from start to finish,
what is the one thing you would do to make it work better for our
veterans?

General BENNETT. We alluded to this many times, sir, Mr. Ruth-
erford, you just talked about it, the outcome piece, once they de-
part.

Mr. ARRINGTON. Okay. Sir?

Admiral THOMAS. I would agree, and I think that we are doing
a great job of bringing folks, hiring fairs, bringing those outreach.
There is a sea of goodwill out there that people want to help us,
and getting them to the bases to have those fairs be fruitful and
getting the word out. I think the American public wants to hire
veterans, which is a good thing. The landscape is rich. We just
have to take advantage of it.

Mr. ARRINGTON. And I think the question is—I agree, I think
people want to hire veterans. The question is, how does this pro-
gram help them achieve that? Because you have got the demand
side, and as we supply the material of folks transitioning from ac-
tive to civilian, are we better preparing them to make that a higher
achievement, a higher rate of achievement?

I will just keep going. One thing, one thing.

General COOK. I believe continued partnership with the inter-
agencies as we try to more accurately define, for example, certifi-
cations. And Department of Labor is doing some excellent work in
defining for us what are the key certifications that a member
would need to get a job in cyber or get a job in civil engineering,
because there are so many certifications out there. So we find great
value in the partnerships with our inter-agencies.

Mr. ARRINGTON. Sir?

General STEIN. Yes. Mr. Chairman, I concur with my fellow
panel Members here. I think it is connecting the dots and having
a conduit with the audience. The demand signal is there. They
want to hire veterans. A lot of times they don’t know what door to
open up. They don’t know how to access in the process and the line
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of effort, if you will, to make that happen and make it a more ma-
ture program, if you will, as connecting the dots with the inter-
agency, with the VSOs, with all the partnerships and, for example,
the Marine Corps League in my case, the VFW, the Chamber of
Commerce, all those entities that are out there. The demand signal
is high. They want to help. It is just a matter of us cracking the
code on how to allow those conduits to open up.

Mr. ARRINGTON. Thank you guys for your time. Thank you for
your service to our country and for your help in this process to im-
prove this important program.

What I would like to do, Mr. Rutherford, is ask, in relatively
short order, Ms. Devlin, are you still here?

I would like Ms. Devlin from the VA, and I know there are lots
of components to this, but to get the stakeholders together from
that interagency working group, that mean somebody from VA,
somebody from Labor, somebody from DoD, and I want these folks
here on the panel that are front line with this program and the
customers of the program to be a part of that. And I would like for
you guys to come back by the end of the year and define what suc-
cess is. That is, what are the desired outcomes. Real clear. What
are the success metrics? How do we measure that we are achieving
those desired outcomes? And then lastly, any other recommenda-
tions for operational efficiency like Mr. Bennett said about taking—
consolidating seven contracts into one. Other ways recommenda-
tions to make this program run more effectively, efficiently, and
with greater accountability.

That is for the next close to 60 days the charge that I give you
on behalf of this Committee, because I think you guys have the an-
swers. And then if we can help through law writing, we will do
that. If we don’t need that, then let’s just fix the problem and do
right by our veterans and our taxpayers. God bless you guys.

I now ask unanimous consent that all Members have 5 legisla-
tive days to revise and extend their remarks and include extra-
neous material. Without objection, so ordered.

We are adjourned.

[Whereupon, at 3:54 p.m., the Subcommittee was adjourned.]



APPENDIX

Prepared Statement of Cindy S. Brown Barnes
TRANSITIONING VETERANS

IMPROVEMENTS NEEDED IN DOD’S PERFORMANCE REPORTING AND MONITORING OF
THE TRANSITION ASSISTANCE PROGRAM

Chairman Arrington, Ranking Member O’Rourke, and Members of the Sub-
committee:

I am pleased to be here to discuss the report we are issuing today on the Transi-
tion Assistance Program (TAP). Over the past several years, hundreds of thousands
of servicemembers have left the military with nearly as many more soon to follow.
Some of these new veterans may face significant challenges as they transition to ci-
vilian life, such as finding and maintaining employment. To help them, the VOW
to Hire Heroes Act of 2011 (VOW Act) mandates the Department of Defense (DOD)
to require that all eligible separating servicemembers participate in TAP to receive
counseling, employment assistance, and information on federal veteran benefits,
among other supports.! Concurrently with implementing the VOW Act, an inter-
agency task force led a redesign of TAP which, among other things, (1) developed
a new, standardized TAP curriculum, (2) established an interagency governance
structure, and (3) established Career Readiness Standards (CRS) and associated
tasks to demonstrate servicemembers’ readiness for civilian life.

My statement summarizes the findings from the report we issued today, which
addresses: (1) the extent to which DOD is transparent in its public performance re-
porting, (2) how many servicemembers participated in TAP and what factors af-
fected participation, (3) how many servicemembers met CRS or received referrals to
partner agencies for additional services, and (4) the extent to which DOD monitors
key areas of TAP implementation and how well TAP’s performance measures inform
these monitoring efforts. 2 In summary, we found:

e DOD lacked data on nearly half of National Guard and Reserve Members and
its public reporting may have misstated TAP performance;

e At least 85 percent of servicemembers participated in required courses but not
always on time, and several factors were reported to affect participation;

e While most servicemembers were deemed career ready or referred for additional
services, just over half may not have completed this process on time; and

e While DOD monitors many areas of TAP implementation, it does not monitor
several important requirements.

We made six recommendations. DOD agreed with three of our recommendations,
partially agreed to two others, and did not agree with our recommendation on access
to additional 2-day classes. GAO believes this recommendation is still valid as dis-
cussed in the report.

For our report, we surveyed 181 DOD installations that conduct TAP full time
and achieved a 100 percent response rate; analyzed DOD participation data for fis-

1VOW to Hire Heroes Act of 2011, Pub. L. No. 112-56, Title II, 125 Stat. 711, 713-733.

2GAO, Transitioning Veterans: DOD Needs to Improve Performance Reporting and Moni-
toring for the Transition Assistance Program.GAO 18 23 (Washington, D.C.: Nov. 8, 2017).With
respect to DOD’s public reporting on TAP performance, DOD is required by federal law to pre-
pare (1) strategic plans with long-term, outcome-oriented agency priority goals and objectives,
(2) annual performance plans with goals linked to achieving the long-term priority goals in the
strategic plan and indicators to measure performance against the goals, and (3) annual reports
on the results achieved toward the goals in the performance plan. In fiscal year 2014, DOD
named one of its six agency priority goals the Transition to Veterans. Since that time, DOD has
monitored TAP performance indicators and reported them in each of its annual performance
plans. These requirements stem from the Government Performance and Results Act of 1993
(GPRA) which was significantly enhanced by the GPRA Modernization Act of 2010 (GPRAMA).

(36)
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cal year 2016; reviewed TAP data reports and performance measures; interviewed
officials from DOD and its partner agencies; and reviewed relevant federal laws,
regulations, and policies. We also visited 7 installations (2 each for the Army, Navy,
Air Force, and 1 for the Marine Corps) from July through December, 2016. We
found DOD data on TAP participation and CRS attainment to be reliable for regular
active duty servicemembers, but not for National Guard and Reserve members due
to the high percentage of missing data.3 A more detailed explanation of our method-
ology is available in our November 2017 report. The work upon which this state-
ment is based was conducted in accordance with generally accepted government au-
diting standards.

DOD Lacked Data on Nearly Half of National Guard and Reserve Members
and Its Public Reporting May Have Misstated TAP Performance, Particu-
larly for the National Guard and Reserve

DOD lacked TAP data for 48 percent of eligible National Guard and Reserve
members and 12 percent of servicemembers who were not members of the National
Guard and Reserve, based upon our analysis of DOD data for fiscal year 2016. Ac-
cording to DOD officials, DOD launched the TAP-IT Enterprise System in Novem-
ber 2016 to standardize data collection across the Services and improve data com-
pleteness and accuracy. DOD officials anticipate the system’s reporting capabilities
will be fully operational by October 2018.

In fiscal year 2016, DOD’s public reporting on the four performance measures
under its Transition to Veterans agency priority goal may have misstated the extent
to which underlying TAP requirements were met for National Guard and Reserve
members and all other TAP- eligible servicemembers.4 According to federal internal
control standards, management should use quality information to achieve the enti-
ty’s objectives and to communicate quality information to external parties.5 How-
ever, DOD’s public reporting of TAP’s performance did not disclose that the method
it used to calculate the measures excluded the percent of TAP-eligible
servicemembers for whom it was missing data. For example, DOD publicly reported
that 94 percent of National Guard and Reserve members attended pre-separation
counseling and the three required courses of TAP’s core curriculum (mandatory ele-
ments). Had the reported measure included all TAP-eligible members of the Na-
tional Guard and Reserve for whom data were missing, the percentage might have
been substantially lower-possibly as low as 47 percent-and DOD might not have met
its performance goal of 85 percent.® Similarly, DOD publicly reported that nearly
97 percent of active duty servicemembers attended the mandatory elements of TAP.
However, had that measure included all TAP-eligible active duty servicemembers,
the percentage may have been as low as about 87 percent.” In contrast, DOD’s in-
ternal reports to monitor TAP performance are more complete and transparent than
its public reports since the internal reports include data for the entire TAP-eligible
population and also quantify the extent of missing data (see fig. 1).

3In GAO 18 23 and the referenced analysis, we included the number and percentage of Na-
tional Guard and Reserve members DOD reported to have participated in TAP to illustrate the
extent to which DOD is missing data for this population, but we excluded these populations
from our participant-level analyses. Consequently, the scope of this testimony is generally rel-
evant to active-duty servicemembers who are not members of the National Guard and Reserve,
unless otherwise noted.

4Though federal law mandates that DOD require eligible servicemembers to participate in
TAP, with some exceptions, DOD set performance goals below 100 percent participation among
the population of servicemembers required to participate. 10 U.S.C. 4 1144(c). DOD officials told
us they assess performance goals each year and establish attainable but challenging perform-
ance goals.

5GAO, Standards for Internal Control in the Federal Government, GAO 14 704G (Wash-
ington, D.C.: Sept. 2014).

6The exact participation rate cannot be determined due to missing data. If none of the mem-
bers of the National Guard and Reserve for whom data were missing completed TAP, the par-
ticipation rate would be 47 percent. If the participation of members of the National Guard and
Reserve with missing data mirrored the rate for members with available data, the rate would
be 94 percent. If every member of the National Guard and Reserve with missing data completed
TAP, the actual rate would be even higher-97 percent.

7The exact rate cannot be determined due to missing data.
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Figure 1: Comparison of Transition Assistance Program {TAP) Performance Outcomes between Department
of Defense’s (DOD) Public and Internal Reports, Fiscal Year 2016
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(b) DOD’s definition notes that the calculation is in accordance with statutory re-
quirements that allowed exemptions determined by the Secretary of Defense in con-
sultation with Department of Homeland Security, Department of Veterans’ Affairs,
and Department of Labor.

(¢) DOD’s internal reports present rates of VOW compliance and CRS attainment
separately for members of the National Guard and Reserve. To make it easier to com-
pare DOD’s two methods for calculating performance outcomes, GAO used DOD’s re-
ported numbers and methodology to calculate a combined measure that includes
members of both the National Guard and Reserve.

(d) Actual participation rates may have differed from what available records show
because DOD lacked participation data for 12 percent of eligible servicemembers and
48 percent of eligible members of the National Guard and Reserve. If the proportion
of servicemembers or members of the National Guard or Reserve for whom data were
missing completed TAP at the same rate as those for whom data were available, the
percentage reported internally would likely parallel the percentage publicly reported.
DOD officials said it is not accurate to calculate participation rates for
servicemembers for whom data were missing because it is unknown whether those
servicemembers met the performance criteria. However, we report this number to il-
lustrate the discrepancy between what is known about performance for the entire
TAP-eligible population and what DOD publicly reported.

(e) This rate differs slightly from the rate GAO calculated using the participant
level data provided by DOD, as shown in figure 1. DOD officials explained that
GAO’s calculation differs from the published rates because additional data were en-
tered after the official performance measure calculation was completed.

We recommended that the Secretary of Defense publicly report DOD’s perform-
ance regarding participation and CRS attainment for all TAP-eligible
servicemembers and members of the National Guard and Reserve rather than ex-
clude those for whom data are missing, or DOD should clarify the extent of missing
data. DOD partially concurred with this recommendation, saying that compliance
should be computed based only on known data, but said that in fiscal year 2018 all
reports will describe the extent of missing data and DOD will continue working to
reduce the extent of missing data.

At Least 85 Percent of Servicemembers Participated in Required Courses
but Not Always on Time, and Several Factors Were Reported to Affect
Participation

At least 85 percent of servicemembers participated in TAP’s required courses-the
Employment Workshop and VA Benefits I and II-according to our analysis of DOD
data for fiscal year 2016 (see fig. 2).
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Figure 2: Participation Rates in Transition Assistance Program’s (TAP) Required Courses, Fiscal Year 2016
Status unknown due to missing data
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Note: The participation rate is a measure of all servicemembers who met the fol-
lowing requirements: 1) either completed the employment workshop or were exempt
from the requirement to participate in that course, and 2) completed VA Benefits I
and II courses. Thus, our participation rate differs slightly from DOD’s VOW compli-
ance rate, which also included mandatory pre-separation counseling. Because GAO
determined participation data were reliable for servicemembers but not for National
Guard and Reserve members, this figure does not include the latter. Actual participa-
tion rates may have differed from what available records show because DOD lacked
participation data for 12 percent of eligible servicemembers. Percentages are rounded
to the nearest whole number.

Therefore, DOD achieved its 85 percent performance goal for servicemember par-
ticipation in mandatory portions of TAP.8 However, fewer than 15 percent of
servicemembers participated in one or more of TAP’s additional 2-day classes, which
DOD does not consider mandatory unless the servicemember needs to attend to
meet CRS. Those who participated in these additional 2-day classes primarily par-
ticipated in the one on Accessing Higher Education.

Our analysis found that most servicemembers started TAP on time-90 days or
more before their date of separation (see fig. 3).9 Specifically, we found that in fiscal
year 2016, 74 percent of servicemembers started TAP on time. However, according
to TAP staff at five of the seven installations we visited, servicemembers who start
TAP less than 90 days before separating may face challenges completing TAP re-
quirements or accessing additional transition resources.

Figure 3: Percent of Servicemembers Who Started the Transition Assistance Program (TAP) within Selected

Time Frames, Fiscal Year 2016
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8More specifically, this performance goal’s underlying performance indicator measures all
servicemembers who met all three of the following requirements: 1) participated in pre-separa-
tion counseling, 2) either completed the employment workshop or were exempt from the require-
ment to participate in that course, and 3) completed VA Benefits I and II courses. Our analysis
of DOD data also showed that 85 percent of eligible servicemembers met all three of these re-
quirements. Actual participation rates may have differed from what available records showed
because DOD lacked participation data for 12 percent of eligible servicemembers. Federal law
requires the Secretary of Defense and the Secretary of Homeland Security to require participa-
tion in TAP for members eligible for assistance, with some exceptions. 10 U.S.C. 4 1144. DOD’s
GPRAMA priority goal performance goal for fiscal years 2016 and 2017 is set at 85 percent. The
goal includes both servicemembers and members of the National Guard and Reserve. This per-
formance goal is not a statutory requirement.

9See 10 U.S.C. ¢ 1142(a)(3). In cases of unanticipated separations or retirements when there
are 90 days or fewer before discharge or release from active duty, servicemembers are required
to begin as soon as possible within the remaining period of service.
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Notes: Because GAO determined timeliness data were reliable for servicemembers
but not National Guard and Reserve members, this figure does not include members
of the National Guard or Reserve. Actual timeliness rates may have differed from
what available records show because DOD lacked data on the timeliness of beginning
TAP for 10.1 percent of eligible servicemembers. Percentages do not add to 100 due
to the missing data. The 90-day statutory timeliness threshold does not apply when
servicemembers undergo unanticipated, rapid separations. Therefore, in some cases
timeliness standards may have been met although the servicemember started TAP
less than 90 days before separating.

Several factors affected servicemember participation in TAP, according to our sur-
vey. The two most frequently cited factors were servicemembers going through rapid
separations or starting the transition process too late to attend TAP. Other often-
cited factors were servicemembers believing they could not leave their duties to at-
tend training, or not being released from duties due to mission critical skills. To a
lesser degree, lack of support from direct supervisors and unit commanders was a
factor that reportedly affected participation.

Despite such challenges, we generally heard positive feedback. TAP staff at all of
the installations we visited said the redesigned program offered critical information
and guidance and mandating participation had improved the program, such as by
expanding awareness about the importance of transition preparation.
Servicemembers also praised course facilitators and TAP staff, noting they were
knowledgeable, dedicated, and supportive. Nonetheless, many servicemembers said
attending TAP was like “trying to drink from a firehose” because of the volume of
information presented in a short period of time. 10

While Most Servicemembers Were Deemed Career Ready or Referred for
Additional Services, Just over Half May Not Have Completed This Proc-
ess on Time

DOD met its career readiness performance goal in fiscal year 2016 by ensuring
at least 85 percent of servicemembers met their Career Readiness Standards (CRS)
or were referred for services to an appropriate interagency partner or another ap-
propriate resource-a process known as the “warm handover.” 1! In particular, about
81 percent of all active duty servicemembers met their CRS according to our anal-
ysis of DOD data. DOD ensured that another 4 percent of servicemembers received
a warm handover because their CRS had not been met. Relatively few
servicemembers-another 3 percent-did not meet CRS or receive a warm handover as
required by regulations. Due to missing data, it is unknown whether DOD ensured
the remaining 12 percent of servicemembers met CRS (see fig. 4).

10DOD officials noted that an ongoing DOD initiative to incorporate transition preparation
throughout servicemembers careers-called the Military Lifecycle Transition Model-should help
address this concern.

11 For fiscal years 2016 and 2017, DOD set an 85 percent target for this agency priority goal.
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“Figure 4: Number and Percent of Servicemembers Who Met Career Readiness Standards or Received a
Warm Handover Referral, Fiscal Year 2016
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Source: GAQ analysis of Department of Defense {(DOD) data. | GAG.18-225T

Note: Commanders or their designees are required to ensure that servicemembers
who do not meet one or more Career Readiness Standards or who need further assist-
ance are referred to an appropriate interagency partner or another appropriate re-
source-a process known as a “warm handover.” Because GAO determined participa-
tion data were reliable for servicemembers but not for National Guard and Reserve
members, this figure does not include members of the National Guard or Reserves.
Actual participation rates may have differed from what available records show be-
cause DOD lacked participation data for 12 percent of eligible servicemembers. Per-
centages are rounded to the nearest whole number.

However, our analysis of DOD data showed more than 53 percent of
servicemembers completed Capstone-the event that finalizes TAP completion by
verifying attainment of CRS providing a referral-fewer than 90 days before their
scheduled separation date. DOD regulations state that, preceding an anticipated
separation, servicemembers must complete Capstone no later than 90 days before
their date of anticipated separation, with some exceptions (see fig. 5). 12

Figure 5: Percent of Servicemembers Who Completed Required Transition Assistance Program (TAP)
Activities, within Selected Time Frames, Fiscal Year 2016
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Note: Because GAO determined career readiness standard data were reliable for
servicemembers but not National Guard and Reserve members, this figure does not
include members of the National Guard or Reserve. Actual Career Readiness Stand-
ards attainment rates may have differed from what available records show because
DOD lacked career readiness data for 16 percent of eligible servicemembers. Percent-
ages do not add to 100 due to the missing data. The 90- day timeliness threshold
does not apply when servicemembers undergo unanticipated, rapid separations.
Therefore, in some cases timeliness standards may have been met although the
servicemember started TAP less than 90 days before separating.

While DOD Monitors Many Areas of TAP Implementation, It Does Not Mon-
itor Several Important Requirements

12The 90-day regulatory timeliness threshold does not apply when servicemembers undergo
unanticipated, rapid separations. Therefore, in some cases timeliness standards may have been
met although the servicemember completed TAP less than 90 days before separating.
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DOD does not currently monitor the timeliness of TAP participation, although
DOD regulations establish a time frame for completing TAP requirements. We rec-
ommended that the Secretary of Defense monitor and report on the extent to which
servicemembers participate in TAP within prescribed time frames. DOD concurred
with this recommendation and said it will begin implementing it once DOD estab-
lishes system requirements and identifies associated costs of data collection; DOD
anticipates starting data collection in fiscal year 2019 at the earliest.

DOD also does not monitor and report on the extent to which servicemembers
wanted to attend one of the additional 2-day classes, but were not able to partici-
pate, although federal law requires that DOD ensure that servicemembers who elect
to participate in these classes are able to receive the training. We recommended
that the Secretary of Defense monitor and report on the extent to which
servicemembers who elect to take additional 2-day classes are able to do so. DOD
disagreed with our recommendation saying that it ensures access by offering 2-day
classes both in classrooms and online. Moreover, it stated that the purpose of 2-day
classes is to help servicemembers achieve Career Readiness standards. However,
GAO does not believe this is sufficient for DOD to know whether it is ensuring com-
pliance with this particular law. We continue to believe that DOD needs to track
whether those who elect to take these classes are able to receive the training.

In addition, agency officials told us that DOD does not systematically monitor and
report on the prevalence of online TAP participation, although DOD regulations
state that DOD and the military services must generally ensure servicemembers
participate in TAP in a classroom setting, with some exceptions. 13 We recommended
that the Secretary of Defense monitor and report on the extent to which
servicemembers attend TAP in a classroom setting unless allowed by regulation to
participate online. DOD agreed to address this recommendation once it has identi-
fied system requirements and associated costs for collecting the data. DOD antici-
pates the earliest it will be able to monitor and report such data will be fiscal year
2019.

Moreover, DOD currently lacks a mechanism to generate performance data at the
installation and unit command level related to the timeliness of TAP participation,
access to additional 2-day classes, and method of course delivery. We recommended
that once DOD monitors and reports data in these three areas, the Secretary of De-
fense should enable unit and higher-level commanders to access this information to
help ensure their specific units are TAP compliant. DOD partially concurred with
our recommendation in that it agreed to make data available to commanders with
regard to timeliness and online participation-but not access to the 2-day classes-once
it had the data collection and reporting capability.

Finally, we found that DOD’s performance measures related to CRS attainment
lack objectivity. 14 GAO criteria state that subjective considerations or judgments
should not greatly affect a measure’s outcome. However, we found that assessing
some of the CRS-the individual transition plan and resume portion of the job appli-
cation package-requires professional judgment in determining whether a
servicemember has met the particular standard, and DOD has not developed guid-
ance or quality standards that could minimize the subjectivity of such 15decisions 16.
We recommended that the Secretary of Defense seek ways to minimize the subjec-
tivity involved in making career readiness determinations. DOD concurred with this
recommendation and said that by the end of fiscal year 2018, it will collaborate with
the military departments and the Department Labor (DOL) to examine and imple-
ment ways, as appropriate, to minimize the subjectivity in assessing individual
CRS. DOD noted that installations have personnel trained in resume writing and

13 According to DOD regulations, those eligible servicemembers who can use the virtual cur-
ricula include (1) those whose duty locations are in remote or isolated geographic areas, and
(2) those undergoing short-notice separation who cannot access brick-and-mortar curricula in a
timely manner. 32 C.F.R. pt. 88 app. G. Isolated geographic areas are defined as being 50 or
more miles away from the installation to which the servicemember is assigned.

14Previous GAO reports provide established criteria for assessing performance measurement
systems. (For example, see GAO, Tax Administration: IRS Needs to Further Refine its Tax Fil-
ing Season Performance Measures, GAO 03 143, (Washington D.C. November 2002.) Specifically,
for that report, GAO has identified nine key attributes of successful performance measures:
measurable target, linkage, clarity, objectivity, reliability, limited overlap, balance, government-
wide priorities, and core program activities. For more information, see GAO 18 23.

150ther Career Readiness Standards-such as whether servicemembers documented require-
ments and eligibility for licensure, certification, and apprenticeship-do not require subjective
judgments.

16To meet Career Readiness Standards, servicemembers must demonstrate they have a viable
individual transition plan and have completed a job application package, which include a re-
sume.
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career planning, who can assist servicemembers, and that installations can also call
upon their local DOL partners for further support.

Chairman Arrington, Ranking Member O’Rourke, and Members of the Sub-
committee, this concludes my prepared statement. I would be happy to answer any
questions you may have.
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Prepared Statement of Margarita Devlin
Introduction

Chairman Arrington, Ranking Member O’Rourke, and other members of this Sub-
committee - thank you for the opportunity to discuss the Department of Veterans
Affairs’ (VA) contribution to the Transition Assistance Program (TAP). With Vet-
erans Day rapidly approaching, this hearing is a timely opportunity to take stock
of our efforts to support transitioning Servicemembers, Veterans, and their families
and caregivers, as well as explore how VA can continue to improve and evolve tran-
sition services.

VA is proud of the successes we have achieved in collaboration with our Federal
agency partners. We are excited to tell you about our ongoing efforts to make TAP
more holistic, relevant, and beneficial.

Background

In 2011, faced with increasing Veteran unemployment rates and a nationwide
need for more skilled workers and entrepreneurs, the President signed the Veterans
Opportunity to Work (VOW) to Hire Heroes Act of 2011 (VOW Act), which man-
dated that the Department of Labor (DOL) assess the skills that Servicemembers
acquire in the military and improve the translation of those skills into civilian-sec-
tor certifications. The act also authorized VA to extend eligibility for the Mont-
gomery GI Bill and Vocational Rehabilitation and Employment benefits for one year,
and expand the Special Incentive Program to encourage employers to hire and pro-
vide on-the-job training to eligible Veterans. By the same token, in November 2011,
Congress passed, and the President signed, the VOW Act, which included steps to
improve TAP for Servicemembers. Representing a major shift from prior TAP execu-
tion, the VOW Act mandated participation in TAP by all transitioning
Servicemembers, with a few limited exceptions, and focused training on employment
and education. As a result of the VOW Act, TAP was redesigned as a cohesive, mod-
ular, outcomes-based program that standardized transition opportunities, services,
and training to better prepare our Servicemembers to achieve their post-military ca-
reer goals.

Achieving a successful transition from military to civilian life is a collaborative
effort between Federal entities and external stakeholders. Under the auspices of a
memorandum of understanding (MOU) executed in 2014, and updated in 2016, the
Department of Defense (DoD), DOL, VA, Department of Education, Department of
Homeland Security, Office of Personnel Management, and the Small Business Ad-
ministration are coordinating the execution of the redesigned TAP to provide com-
prehensive transition benefits and services counseling, help strengthen and expand
information, and facilitate support for transitioning Servicemembers. The MOU stip-
ulates each agency’s roles and responsibilities, puts forth the criteria for a com-
prehensive Transition Assistance Program to be implemented throughout the Mili-
tary Life Cycle (MLC), and outlines collaboration expectations, including governance
and continuous improvement of the program.
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Overview of VA’s Portion of TAP

VA strongly believes that Congress and the responsible executive branch agencies,
through the passage of the VOW Act and TAP execution, have dramatically im-
proved Servicemembers’ preparation for their military to civilian transition. We con-
tinue to see improvements in employment opportunities for Veterans. The Veteran
unemployment rate, which reached a high of 9.9 percent in 2011, has been reduced
to 3.0 percent as of September 2017. That said, we recognize that there is much
more to be done to facilitate transitioning Servicemembers’ access to available VA
benefits and health care.

VA’s portion of TAP is delivered at over 300 military installations (including
United States Coast Guard) worldwide through the support of approximately 300
trained VA Benefits Advisors (BA). Approximately 75 percent are in the contiguous
United States (CONUS). TAP courses are also available online via Joint Knowledge
Online, an online portal maintained by DoD. BA responsibilities include delivering
the mandatory VA Benefits Briefings, Capstone and MLC events and briefings, and
providing individual assistance to transitioning Servicemembers upon request. The
VA Benefits I and II briefings educate transitioning Servicemembers on the wide
array of VA benefits including (but not limited to) health care, education, Vocational
Rehabilitation & Employment, compensation, life insurance, home loans, as well as
an orientation to online benefits portals such as eBenefits and MyHealtheVet. In
Fiscal year 2017, BAs also conducted over 50,000 military installation engagements
in support of Servicemembers and their families. In fiscal year (FY) 2017, approxi-
mately 95 percent of BAs were either Veterans themselves or Veteran/
Servicemember spouses.

To continue improving the support VA offers to transitioning Servicemembers
throughout their transition journey, we have regularly updated the TAP curriculum
to ensure it aligns with current laws on VA eligibility, entitlement, and available
benefits and services. The curriculum also takes evolving preferences for delivery of
information into account. We are collaborating with DoD to align TAP offerings with
the current MLC framework, which embeds transition planning and preparation for
meeting career-readiness standards throughout a Servicemember’s military career.
For example, as part of accession and onboarding, Servicemembers are required to
establish a DoD self-service (DS) logon and create an eBenefits account. The joint
VA/DoD eBenefits web portal provides resources and self-service capabilities to
Servicemembers, Veterans, their families, and caregivers to apply, research, access,
and manage their VA and military benefits. This provides an early connection to
VA at a key MLC touchpoint.

Success to Date Since VOW Act

VA BAs began conducting VA Benefits I and II Briefings, VA’s core component
of TAP, in FY 2013. In FY 2014, VA TAP modules became fully operational at all
installations, alongside implementation of the Career Technical Training Track
(CTTT), Capstone events, and one-on-one assistance.

From FY 2013 to FY 2016, VA conducted more than 172,000 events (including
Benefits Briefings I and II, CTTT, one-on-one assistance, and Capstone sessions),
serving more than 1.8 million Servicemembers and family members as part of TAP.
Outcomes from the increased focus on education and career development by both VA
and DOL TAP content can be seen reflected in the dramatic reductions in Veteran
unemployment, which has steadily decreased to a low of 3.0 percent in September
2017.

During FY 2016, VA also designed a new curriculum specific to members of the
National Guard and Reserve. The National Guard and Reserve components have
unique needs due to their missions and mobilizations, and eligibility for VA pro-
grams is often more complex to adjudicate. The new curriculum module contains in-
formation and resources tailored to the specific needs and special circumstances of
National Guard and Reserve members.

In FY 2017 (through August 2017), VA provided more than 63,000 events (includ-
ing Benefits Briefings I and II, CTTT, Individual Assistance, and Capstone sessions)
to more than 500,000 transitioning Servicemembers and family members as a part
of TAP. VA conducted over 400 CTTT sessions in FY 2017 before moving the execu-
tion responsibility to DOL in March 2017.

DoD collects feedback from transitioning Servicemembers through the interagency
Transition Goals, Plans, Success (GPS) participant assessment and shares this data
with VA quarterly. This assessment collects demographic data and includes ques-
tions to assess the quality of the course curriculum, course materials, facilitators,
and facilities. Participants also answer questions for VA to gauge their intent to use
the information learned, confidence derived from the modules/tracks, and self-as-
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sessed knowledge gain. As of third quarter of FY 2017, VA received 95,000 re-
sponses to the Transition GPS assessment for Benefits Briefings I and II. VA con-
sistently receives high evaluations from Servicemembers who attend Benefits Brief-
ings I and II, averaging 96-percent satisfaction on information learned, 96 percent
on eflfectiveness of the facilitators, and 94 percent on confidence gained from the ma-
terial.

VA Curriculum Redesign - Goals and Schedule

VA’s curriculum seeks to frame transition information that reflects the over-
arching nature of the transition experience. Interagency TAP partners collaborate
on a 2-year continuous review cycle, which includes a content deep dive followed by
technical reviews.

As VA approached the scheduled FY 2017deep dive (an extensive analysis of the
existing curriculum), VA made a strategic decision to do a complete redesign of our
curriculum, exceeding the standard review requirement. Despite the high satisfac-
tion ratings received by Servicemembers who participated in Benefits Briefings I
and II, anecdotal information received from stakeholders and Veterans suggested
that a more holistic view, including the psychosocial aspects of the transition to ci-
vilian life, would enable the VA’s TAP program to have more real-life relevance and
increase the quality of the overall experience. For example, instead of simply pro-
viding information on the suite of benefits and services offered for eligible veterans,
VA is considering ways to facilitate a more interactive course that addresses the
overall transition journey. VA is leveraging instructional design based on adult
learning principles to focus the curriculum on transition decisions and actions that
transitioning Servicemembers need to consider with respect to available VA services
and benefits, such as health care, housing, education, and career preparation. Addi-
tionally, VA plans to include classroom time for Servicemembers to complete appli-
cations for health care and other benefits.

To successfully execute this innovative change in approach, Benefits Assistance
Service (BAS) - the executive agent for TAP within VA - conducted a comprehensive
review with business lines throughout the Department to ensure the VA TAP Bene-
fits I and II curriculum was inclusive of all relevant programs and services. Pro-
gram-level subject matter experts from across VA were integrated into planning and
development efforts to ensure optimal curriculum content and key messages would
be delivered to TAP participants. In addition, VA engaged Veteran Service Organi-
zations (VSO) and other Veteran-facing organizations to incorporate their input into
the curriculum redesign.

Through this process, VA identified targeted areas of focus that have a particular
importance to the transitioning Servicemember population, including (but not lim-
ited to) whole health, gender-specific health, mental health, suicide prevention, trau-
ma/crisis support, career preparation, education, vocational rehabilitation, housing,
homeless support, and disability benefits.

By wunderstanding the scope of services most important to transitioning
Servicemembers and their families, VA can build a more holistic and targeted ap-
proach to curriculum offerings. In consultation with the interagency partners, the
revised VA curriculum will be piloted in January 2018, with planned deployment
in late spring 2018 across installations worldwide. Subsequent to brick and mortar
deployment, VA will develop an online module that aligns with the revised cur-
riculum.

VA continues to integrate VA TAP content into the MLC. A module explaining
how to access education benefits is in development, and we plan to deploy in FY
2018. VA continues to work with the interagency partners on the development of
additional modules to incorporate into the MLC.

VA is excited to see how integration into the existing MLC model will serve as
a positive introduction to VA benefits and services to strengthen the connection be-
tween VA and transitioning Servicemembers.

Vision for Future TAP Involvement

VA has a clear vision for our future involvement in the military to civilian transi-
tion, which begins upon accession and continues throughout a Servicemember’s mili-
tary career. We are currently transitioning to a new contract vehicle, which will
build on earlier successes and support development of a more robust, data-driven
TAP with a holistic approach to meeting current and future needs of transitioning
Servicemembers.

During the initial phase of piloting the redesigned curriculum in January 2018,
VA will deliver the revised curriculum to groups of transitioning Servicemembers
at multiple military installations to gather specific participant feedback. VA, in col-
laboration with our interagency partners, will collect necessary feedback from this
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pilot to make any additional enhancements to improve the curriculum. More broad-
ly, VA will continue to look for opportunities to further strengthen TAP for
transitioning Servicemembers, their families, and caregivers to ensure VA is ade-
quately meeting their needs.

VA will continue to strengthen the connection with transitioning Servicemembers
through our integration into the MLC model. VA will inform, equip, and provide
support at critical touchpoints throughout their careers, from first duty assignment,
during major life events throughout transition (retirement/separation), and post-
transition as transitioning Servicemembers integrate into their communities as ci-
vilians. The TAP-MLC integration will serve as a positive introduction to VA bene-
fits and services.

To further understand the needs of transitioning Servicemembers and to strength-
en TAP, VA and our interagency partners will implement a post-separation assess-
ment in order to collect reliable and valid feedback on post-separation outcomes. In
FY 2017, VA awarded a contract to design, develop, and test the post-separation as-
sessment protocol. Final submission of the survey to the Office of Management and
Budget is expected to occur in FY 2018. Additionally, VA will continue work with
our TAP interagency partners to identify and develop data collection approaches for
long-term outcome measures that build on current indicators. The goal is to be able
to share data that provides evidence of the effectiveness of TAP and help with eval-
uating the overall long-term impact of interagency transition services.

VA is working closely with DoD to enhance our joint efforts to prevent suicide
among Servicemembers. Each instance of suicide is a tragedy, and VA is hopeful
that this increased collaboration will help us identify new policy solutions that may
give added relief to those who are struggling.

VA knows that we cannot solve every problem and that solutions should be inclu-
sive of both Federal resources and the immense network of support available in
local communities across our country. VA is eager to collaborate, and we are vested
in connecting with community organizations that can effectively support the transi-
tion experience. To ensure VA has a full picture of the experiences and goals of
those in transition, VA is working with our VSO partners, Veterans peer groups,
and other thought leaders to obtain outside input based on the feedback they hear
from transitioning Servicemembers.

Government Accountability Office (GAO) Report

GAO recently assessed TAP data and surveyed DoD installations and has devel-
oped a final report summarizing their findings. VA is strongly committed to working
with DoD and other Federal agencies to improve TAP by strengthening the cur-
riculum, fully integrating TAP objectives into the MLC, and analyzing post-transi-
tion survey data.

Conclusion

VA is pleased to work alongside the Federal agency TAP partners to support
transitioning Servicemembers, Veterans, their families, and caregivers throughout
their transition journey. The partners are proud of the progress made in recent
years and are excited to continue improving TAP in the years ahead.

Through our curriculum redesign and the expansion of our reach to transitioning
Servicemembers through MLC, VA is poised to have greater access to all those in
uniform - both Active Duty and National Guard/Reserve - and dramatically reduce
the stress of transition and being overwhelmed with information about benefits and
services that many transitioning Servicemembers have experienced. VA is focused
on working more closely with VSOs and other stakeholders to improve the
transitioning Servicemember experience throughout their transition journey. The
concept is to build a more tailored experience that results in greater awareness of
and ability to support the unique needs of those in transition and improve the
health, employment, and education outcomes for our Servicemembers returning to
civilian life.

Thank you for allowing me to address the Committee today. Mr. Chairman, this
concludes my statement. I would be pleased to answer any questions you or other
Members of the Committee may have.

———
Prepared Statement of Ivan Denton

Introduction

Good Afternoon Chairman Arrington, Ranking Member O’Rourke, and distin-
guished Members of the Subcommittee, thank you for the opportunity to participate
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in today’s hearing. Although the Department of Labor (DOL or Department) was not
a focus of the most recent Government Accountability Office engagement on
transitioning service members and the Transition Assistance Program (TAP), we ap-
preciate the opportunity to discuss the Department’s work with the Departments of
Defense (DoD), Veterans Affairs (VA), and other agency partners, to administer and
improve TAP. As the Director of the Office of National Programs in the Veterans’
Employment and Training Service (VETS) at DOL, my office is responsible for man-
aging DOL’s Employment Workshop (EW or Workshop) and Career Technical Train-
ing Track courses. As a recently retired (December 2016) soldier with a 35 year mili-
tary career, I personally understand the importance of the transition process and
TAP. Career transition is an important and stressful time for the transitioning serv-
ice member, as well as the entire family. More broadly speaking, successful career
transition is important to attracting an All-Volunteer Force, and to building the
American economy. I appreciate the opportunity to discuss DOL’s efforts to work
with DoD and VA to administer TAP to transitioning service members and improve-
ments that can be made to assist service members with their employment prepara-
tion as they transition to civilian life.

Secretary Acosta stands firmly behind our country’s service members and vet-
erans. He has set several clear goals that will assist our veterans in finding and
retaining good jobs: (1) creating clear career pathways; (2) eliminating barriers to
employment; (3) enabling and promoting apprenticeship opportunities that lead to
meaningful careers; and (4) increasing the portability of licensing and credentials
for military service members and their spouses.

Before the passage of the VOW to Hire Heroes Act in 2011, the veteran unemploy-
ment rate reached a high of 9.9 percent in January 2011, and Unemployment Com-
pensation for Ex-service members (UCX) payments for the year totaled over $728
million to nearly 90,000 individuals; with an average duration of UCX benefits pay-
ments of over 21 weeks. So far in 2017, veteran unemployment has averaged 3.7
percent, including a low of 3.0 percent in September 2017. Additionally, UCX pay-
ments and participants for the 12 months ending in August 2017 have dropped to
approximately one-third of what they were in 2011, and the average number of
weeks that transitioning service members receive UCX benefits has also decreased
to 18.9 weeks for the 29,000 recipients who received benefits from September
through August. That is good news for all transitioning service members.

While there are still approximately 300,000 veterans who are unemployed, there
are 6.1 million job openings. Transitioning service members and veterans can help
to fill these jobs, and employers are eager to hire them. DOL will soon publish final
regulations to implement the HIRE Vets Medallion program. This program will rec-
ognize companies that are successful in hiring and retaining our nation’s veterans.

DOL helps employers build effective hiring and apprenticeship programs by over-
seeing a workforce system that connects transitioning service members and veterans
to job opportunities and training, and we assist by providing the DOL Workshops
to approximately 200,000 transitioning service members each year. The Workshops
provide attendees with the information, knowledge, and tools needed to bridge the
divide between a military and a civilian career.

Transition Assistance Program Employment Workshops

TAP, as codified under 10 U.S.C. 1144, is a collaborative effort of the Departments
of Labor, Veterans Affairs, Defense, Education, and Homeland Security (DHS), the
Office of Personnel Management, and the Small Business Administration. TAP pro-
vides separating service members and their spouses with the training and support
they need to transition successfully to the civilian workforce. Through TAP, DOL
uses its extensive expertise in employment services to provide a comprehensive
three-day Workshop at U.S. military installations around the world.

Since the Department began providing the Workshop over 25 years ago, the num-
ber of workshops, participants, and locations has grown considerably. In 2003, TAP
was expanded to overseas military installations, and, in 2005, courses were offered
to returning members of the Reserve and National Guard via the 30, 60, and 90-
day Yellow Ribbon Reintegration programs. In 2011, the VOW Act was passed,
which among other things, made participation in the DOL EW mandatory for most
transitioning service members, including those demobilizing from the National
Guard and Reserve Components.

Last year, DOL conducted more than 6,400 Workshops for over 180,000 partici-
pants at 187 sites worldwide. Of the over 180,000 participants, more than 7,000
were National Guard and Reserve. The 3-day DOL EW is standardized so that all
attending service members and their spouses receive the same high level of instruc-
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tion. The course consists of three days of classroom instruction that is tightly fo-
cused on four core competencies:

e Developing and executing a job search plan that’s career focused;
e Planning for success in the civilian work environment;

e Creating resumes, cover letters, and other self-marketing materials; and
e Engaging in successful interviews and networking conversations.

In compliance with the VOW Act, the Department initiated a significant redesign
of the DOL EW to make it more engaging and relevant in light of the unique chal-
lenges facing transitioning service members. This was an extensive process that in-
volved numerous pilots, evaluations, and feedback from reviewers and agency part-
ners. In addition, the VOW Act required that DOL use contract facilitators to ensure
a standardized, high-quality professional cadre of facilitators. DOL monitors the
performance of the facilitators through the review of Transition GPS Participant As-
sessment results, regular site assessments by DOL federal field staff, and input
from DoD and military services stakeholders.

In FY 2017, the interagency partners collected and analyzed assessment results
regarding participants’ satisfaction with the TAP curriculum and delivery methods.
Assessment results indicated that 96 percent of participants reported that they
would use what they had learned in their own transition planning. The data sug-
gests that the DOL EW is meeting the expectations of its participants. But we rec-
ognize that isn’t enough, so we work with our partners, and with industry experts,
to continually refine the curriculum, the methods of delivery, and the electronic re-
sources available to give transitioning service members the best opportunity for a
successful career transition.

VETS completed the implementation of the revised DOL EW curriculum in Fiscal
Year (FY) 2016. This revision incorporated extensive input from TAP stakeholders,
including military transition services personnel, transitioning service members, pri-
vate sector employers, and Veterans Service Organizations (VSOs). The result is an
employment workshop focused on the four competencies noted above. Additionally,
in FY 2016, VETS conducted a technical review of the curriculum in accordance
with the TAP Curriculum Working Group’s two-year review cycle. The purpose of
the technical review was to ensure that the content, data, and web sites used in
the curriculum were accurate and up-to-date.

DOL has awarded a contract for an independent evaluation of the TAP program.
The evaluation will include a quasi-experimental design to analyze the impacts of
the TAP DOL EW on employment-related outcomes for separating military service
members. It will also involve a small pilot to evaluate differential impacts of behav-
ioral intervention approaches for connecting separating service members to Amer-
ican Job Centers (AJCs).

The interagency performance management working group is also reviewing long-
term outcome measures that may be used to assess the impact of TAP. These in-
clude a variety of unemployment and labor force statistics. Many of these measures
will require data sharing efforts, or possibly legislative changes, to allow access to
information across agencies.

Based on a data agreement between Defense Manpower Data Center (DMDC) and
DOL, at this time last year, we began to receive E-form (i.e., DD Form 2648) data
from DMDC on transitioning service members. Transitioning service members are
given the opportunity to opt into receiving information from DOL. Since that time
DOL has sent approximately 150,000 emails to transitioning service members to
connect them with employment and training resources. DOL will continue to ana-
lyze the data and to work with stakeholders to leverage Veterans’ Data Exchange
Initiative in a manner that can positively impact employment outcomes.

Veterans Employment Initiative Task Force for a Career-Ready Military

In 2011, the Veterans Employment Initiative (VEI) Task Force was established
to ensure the career readiness of transitioning service members. The Task Force
consists of joint representation from DOL, DoD, VA, DHS (U.S. Coast Guard), the
Department of Education, the Small Business Administration, and the Office of Per-
sonnel Management. The Task Force designed a plan to strengthen and build upon
the existing TAP curriculum, which is now known as Transition GPS (Goals, Plans,
Success). To continue this important collaboration, the TAP Memorandum of Under-
standing (MOU) provides an interagency governance framework. There are five
interagency working groups (transition assistance, curriculum, I'T/data sharing, per-
formance management, and strategic communications) that report to the Senior
Steering Group (SSG). The SSG meets monthly to ensure the program is operating
as intended by statute. The SSG reports to the Executive Council (EC), which meets
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quarterly. The EC, SSG, and all of the working groups are represented by each
interagency partner. The Office of the Secretary of Defense (OSD), DOL, and VA
serve as co-chairs of each of the groups-with the lead chair rotating annually. In
FY 2018, DOL is the host.

Transition GPS: Under the current interagency MOU, the supporting agencies
have a greater sense of their roles and responsibilities in support of Transition GPS,
which now includes four basic components to help service members prepare for sep-
aration and meet their career readiness standards: (1) Pre-Separation/ Transition
Counseling; (2) Transition GPS Core Curriculum; (3) additional Career Specific
training tracks; and (4) Capstone.

Pre-Separation/ Transition Counseling: Through the current transition program,
transitioning service members receive individual counseling to discuss their career
goals and start their transition process. Each service member is introduced to the
programs and services available to them during their transition and begins to de-
velop an Individual Transition Plan (ITP) that documents his or her personal transi-
tion, as well as the deliverables he or she must attain to meet the new transition
program’s Career Readiness Standards.

Transition GPS Core Curriculum: The Transition GPS Core Curriculum includes
a financial planning seminar, VA Benefits Briefings, the DOL Employment Work-
shop, and other modules. Transitioning service members also use a Military Occupa-
tional Code Crosswalk to translate their military skills, training, and experience
into civilian occupations, credentials, and employment.

Additional Career-Specific Training Tracks: Service members also have the oppor-
tunity to participate in a series of two-day tailored tracks within the Transition GPS
curriculum: (1) an Accessing High Education Track (provided by DoD), for those
pursuing a higher education degree; (2) a Career Technical Training Track (CTTT)
(provided by DOL), for those interested in obtaining job-ready skills through appren-
ticeship or other industry-recognized credentials; and (3) the “Boots to Business” En-
trepreneurship Track (provided by SBA), for those wanting to start a business.

In April 2017, the Department assumed responsibility for the TAP CTTT. This is
aligned with the Secretary’s emphasis on apprenticeship, and the President’s recent
Executive Order 13801, Expanding Apprenticeships in America. CTTT is an addi-
tional two-day workshop focused on apprenticeships and industry-recognized creden-
tials for transitioning service members and their spouses. The CTTT provides these
service members with an opportunity to identify their relevant skills, increase their
awareness of training and apprenticeship programs that can lead to industry-recog-
nized credentials and meaningful careers, and develop an action plan to achieve
their career goals. The Department is also undertaking a comprehensive review of
the CTTT curriculum, and has reached out to employers, industry associations, and
other stakeholders, asking for participation in the examination of both the DOL EW
and the CTTT offerings. Their valuable input will help to ensure the curricula are
up-to-date and relevant to the dynamic employer and industry standards. As with
the TAP EW, DOL has sought input from a range of industry experts and expects
to implement a revised CTTT curriculum in early 2018.

Capstone: Before their separation from the military, service members participate
in a Capstone event, which requires that the transitioning service member’s chain-
of-command verify that he or she has completed the VOW Act requirements and
achieved Career Readiness Standards. Service members who require additional as-
sistance will be referred to supplemental training opportunities. In addition,
through the Capstone event, service members will be offered, as needed, a “warm
Rarédover” to appropriate federal, state, and local government agencies, such as the

JCs.

SkillBridge: The Department also works with our partners at DoD to support
their SkillBridge initiative, which works to offer civilian job training to transitioning
service members. Service members who meet certain qualifications can participate
in civilian job and employment training, including pre-apprenticeships, on-the-job
training, and internships in their last 180 days of active duty. Secretary Acosta is
interested in increasing employer access to transitioning service members through
SkillBridge and other employer sponsored programs. We will work with DoD and
employers to increase these opportunities. Tremendous potential exists for service
members, companies, trade unions, and others to leverage this DoD authority and
facilitate a smooth transition from active duty to civilian employment.

DOL Support for Non-Optimal Transition

When a service member is assessed as not meeting Career Readiness Standards
during their Capstone event, their commander facilitates a “warm handover” of the
service member to the public workforce system for a review of the employment serv-
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ices available through AJCs and to facilitate access to individualized career services.
This warm handover can be accomplished by introducing the service member to a
local AJC staff member (on or near the military base), connecting them to the AJC
nearest their eventual destination, or through a facilitated call from the service
member to the DOL Toll-Free Help Line (1-877-US2-JOBS or 1-877-872-5627).
Service members that do not meet career readiness standards are allowed to receive
services from a Disabled Veterans’ Outreach Program (DVOP) specialists at the
AJCs, regardless of disability status or other significant barriers to employment.
DVOP specialists, authorized under 38 U.S.C. 4103A, are funded throughout 54
states and territories through DOL’s Jobs for Veterans State Grant (JVSG) program
and provide intensive services to eligible veterans and eligible spouses. JVSG also
provides funding for Local Veterans’ Employment Representatives staff members
who provide a wide range of services on behalf of our veterans specifically related
to outreach to the employer community and facilitation within the state’s employ-
ment service delivery system.

American Job Centers: Most of the Department’s employment programs and serv-
ices are available through the nationwide network of nearly 2,400 AJCs. The AJCs
serve as the cornerstone for the Nation’s workforce investment system and provide
a range of services locally, including counseling, resume writing workshops, job
skills assessments, occupational training, on-the-job training, apprenticeships, and
job placement services. Last year, more than 13 million Americans, including almost
one million veterans (including National Guard and Reserve), received employment
assistance through AJCs. Additionally, Section 2 of the Jobs for Veterans Act of
2002, as codified at 38 U.S.C. 4215, established “Priority of Service” for veterans,
which allows veterans and their eligible spouses to receive priority access to work-
force training programs directly funded, in whole or in part, by DOL. The Depart-
ment is committed to providing Priority of Service for veterans and eligible spouses.

Unemployment Compensation for Ex-service Members: The Department also over-
sees the UCX program, which provides benefits for eligible ex-military personnel.
The program is administered by the States as agents of the Federal government.
To qualify for UCX, an individual must have been on active duty with a branch of
the U.S. military and discharged under honorable conditions. There is no payroll de-
duction from service members’ wages for unemployment insurance protection. Bene-
fits are paid for by the various branches of the military, or the National Oceanic
and Atmospheric Administration. The law of the State (under which the claim is
filed) determines benefit amounts, number of weeks benefits can be paid, and other
eligibility conditions. Transitioning service members that receive UCX are eligible
to be enrolled in state Reemployment Services and Eligibility Assessment (RESEA)
programs to assist them in gaining employment.

To further support UCX beneficiaries during their transition to civilian employ-
ment, the Department has leveraged the RESEA grant program. RESEA grants pro-
vide states with additional funding for in-person reemployment services at AJCs,
such as career and labor market information, development or update of an indi-
vidual reemployment plan, orientation to AJC services, referrals to additional re-
sources, and a review of each participant’s continued UCX or Unemployment Insur-
ance (UI) eligibility. RESEA is an evidenced-based strategy targeted to individuals
identified as likely to exhaust UI benefits. Since 2015, the Department has directed
participating states to provide RESEA services to UCX beneficiaries to the greatest
extent feasible. The 2018 Budget includes a proposal that would expand RESEA to
serve 50 percent of all Ul beneficiaries most likely to exhaust benefits, as well as
all UCX beneficiaries.

Priorities Moving Forward:

DOL EW Participation Timeline and Curriculum Update: VETS has been working
with our partners on the TAP SSG to better address transitioning service members’
needs. For the past several years, the focus of the TAP SSG has been the require-
ments of the VOW Act. The TAP SSG has also begun focusing on the timing of the
delivery of TAP. Although many transitioning service members are attending TAP
within 90 days of separation, and as early as two years out for retirees, we believe,
in line with DoD’s policy, that to the greatest extent possible, transitioning service
members should attend TAP much earlier. In our view, TAP should be delivered as
much as one year prior to scheduled separation for transitioning service members,
and as early as two years prior to separations for retirees to allow for participation
in supplemental courses, financial planning, resume development, networking, ca-
reer research and access to other opportunities like DoD’s SkillBridge.

During FY 2017, the TAP Interagency Curriculum Working Group conducted an
in-depth review of all the curricula modules, including the DOL EW and CTTT. As
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part of the in-depth review process, DOL distributed the DOL EW and CTTT cur-
ricula materials to over 40 internal and external stakeholders providing them an op-
portunity to review the material and respond with input. The stakeholder group in-
cluded the TAP Interagency partners, employers, VSOs, the US Chamber of Com-
merce, Society of Human Resource Managers, and the National Association of State
Workforce Agencies. Based on feedback received, DOL is updating the DOL EW cur-
riculum to improve organization, remove some outdated practices, improve the
LinkedIn Profile section, and to emphasize the importance of taking advantage of
the additional Transition GPS tracks - Accessing Higher Education, Entrepreneur-
ship track, and CTTT. The Department’s intent is to highlight how it is in the inter-
est of the transitioning service member to take a career approach by obtaining a
degree, industry recognized credential(s), or an apprenticeship.

CTTT Participation Increase and Curriculum Update: As the responsible agency
for CTTT, the Department will work with interagency partners to increase CTTT
participation. In addition, VETS, with the assistance of the Department’s Employ-
ment and Training Administration’s Office of Apprenticeship, is significantly revis-
ing the CTTT curriculum. The new curriculum will place increased emphasis on ap-
prenticeships as a path to sustainable, high paying careers. The revised CTTT cur-
riculum will cover four themes: (1) Personal Assessment using three assessment
tools; (2) Research into specific career fields of interest; (3) Understanding training
requirements and identifying training opportunities; and (4) Establishing goals and
develop a detailed plan to achieve those goals.

Veterans’ Data Exchange Initiative, the TAP Mobile Application, and Evaluations:
In November 2016, VETS began the data transfer process from the Defense Man-
power Data Center for the Veterans’ Data Exchange Initiative (VDEI). The overall
intent of this initiative is to allow the Department to gain a better understanding
of transitioning service members, which will allow VETS to better prepare the De-
partment’s services for individuals transitioning out of the military. VETS is track-
ing data elements such as race/ ethnicity, gender, military occupation, and other de-
mographic information for approximately 200,000 transitioning service members
each year. Partnering with DOL’s Chief Evaluation Office, VETS is examining the
VDEI data to determine how the data can be used to analyze employment outcomes
for transitioning service members and improve our service delivery. Currently,
based on E-form data sent to DOL from DMDC, VETS sends emails to transitioning
service members to highlight the importance of participating in the DOL EW as
early as possible to provide employment tools that support the transition process.

The Department has initiated development of a TAP mobile application (app). The
purpose of this app is to provide online tools for transitioning service members in
a format that is accessible from a smartphone. The app will provide access to a full
suite of the CareerOneStop mobile tools, and will include DOL TAP course mate-
rials. Additionally, the app will provide transition checklists and automated notifica-
tions.

Conclusion

In conclusion, our long-term goal continues to be for the nation as a whole to rec-
ognize military service as a path to high-quality civilian careers. The future of the
country’s All-Volunteer Force depends upon this recognition, as does our economy.
The Department recognizes employment as possibly the most important element of
a successful transition to civilian life. The Department thanks the Congress for ad-
dressing TAP participation through the VOW Act, and for your continued partner-
ship in removing barriers to employment.

Today, the Department remains committed to working with our interagency part-
ners to continuously review and improve TAP curricula, including the DOL EW and
CTTT, through our regular review cycle that incorporates input from employers and
best practices across the nation.

Moving ahead, we look forward to preparing transitioning service members and
their spouses even more effectively by improving the timeliness of DOL EW partici-
patii){n and increasing participation rates in the supplementary career-related
tracks.

The Department looks forward to working with the Subcommittee to ensure that
our separating service members have the resources and training they need to suc-
cessfully transition to the civilian workforce. The improving employment situation
for veterans is a resounding testament to the nationwide response from stake-
holders, both public and private, at the national level and even within the local com-
munities. Mr. Chairman, Ranking Member, distinguished Members of the Sub-
committee, this concludes my written statement. Thank you for the opportunity to
be a part of this hearing. I welcome your questions.
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Prepared Statement of Judd H. Lyons

Chairman Arrington, Ranking Member O’Rourke, distinguished members of the
Subcommittee, thank you for the opportunity to appear before you this afternoon
to discuss the Transition Assistance Program (TAP) and the findings and rec-
ommendations of the U.S. Government Accountability Office’s (GAO) recent report
entitled, “Transitioning Veterans - DoD Needs to Improve Performance Reporting
and Monitoring for the Transition Assistance Program.”

On December 15, 2015, the Department testified before the Senate Veterans Af-
fairs Committee on the TAP in response to the question “Is transition assistance
on track?” Our response, then and now, is yes. In addition, TAP is an adaptive, evi-
dence-based program. Accordingly, the Department is continuously improving the
program to meet the needs our transitioning Service members.

The Department reported, in our December 2015 witness statement, we have
achieved the four core TAP redesign objectives identified in 2012. These four core
objectives are: (1) Adopting “career readiness” standards (CRS) for transitioning
Service members; (2) Implementing a revamped TAP curriculum with learning out-
comes; (3) Implementing a Capstone event; and (4) Implementing a “Military Life
Cycle” (MLC) transition model. In the 23 months since then, the TAP has continued
to mature and align with a changing military environment and population. I will
highlight some of the improvements we have made to the TAP since 2015, building
upon the original four core objectives, as well as additional efforts currently under-
way. Specifically, I will address improvements and work underway to program eval-
uation, curriculum revisions and other enhancements across the MLC, the Capstone
event and assisting at-risk Service members, and private and public engagement to
enhance Service members’ military-to-civilian transition. I will also specifically ad-
dress the recommendations made by the GAO for TAP improvements.

PROGRAM EVALUATION
TAP Interagency Evaluation Plan

The first core objective achieved of the original TAP redesign was to adopt CRS
for transitioning Service members for successful transition preparation. Building on
the CRS as a key underlying foundation, the TAP interagency governance has been
focused on TAP as a data-driven program. This is shaped by the interagency TAP
Evaluation Plan, which presents a systematic and singular interagency approach to
evaluating the performance of Service member transition assistance services. Both
the FY2015-2016 and FY2017-2018 TAP Evaluation Plans were reviewed and ap-
proved by Office of Management and Budget. The interagency TAP Evaluation Plan
supports three overarching goals: 1) provide accountability to ensure the program
is effectively and efficiently executed in accordance with law, policy, and leadership
intent; 2) measure and improve customer satisfaction; and 3) measure and improve
program effectiveness. As part of this plan, methods and tools were developed to as-
sess the processes for TAP delivery, immediate results of program delivery (e.g.,
whether separations comply with statute and policy), and the desired systemic im-
pacts of the program (e.g., veterans successfully obtain employment, start new busi-
nesses, and/or seek additional education).

Site Visits and Transition GPS Participant Assessment

The Service Inspectors General provide accountability that the program is deliv-
ered on military installations in accordance with law, policy, and leadership intent.
We developed the web-based Transition GPS Participant Assessment to assess and
improve customer satisfaction with the Transition GPS (Goals, Plans, Success) cur-
riculum and the TAP. This assessment is used to gather voluntary feedback from
transitioning Service members who participated in the TAP. Questions are designed
to assess the quality of the course content and materials, facilitators, and facilities.
Participants are asked about each module or track individually, as well as the over-
all TAP. Results consistently demonstrate that Service members perceive the TAP
as valuable and high quality. For example, during Quarter 3 of FY2017: 91 percent
of respondents said they gained valuable information and skills to plan their transi-
tion, 91 percent said the training enhanced their confidence in transition planning,
91 percent indicated that they intended to use what they learned, and 93 percent
knew how to access appropriate resources to answer questions about transition. The
TAP interagency governance consistently uses feedback from this assessment to in-
fcirm future changes to policy, curriculum, facilitator training, and other program
elements.
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Veterans Opportunity to Work (VOW) Act and CRS Attainment

The TAP governance monitors and examines a host of output measures and out-
come indicators to gauge the effectiveness of the program, such as CRS compliance,
veteran unemployment rate, new business formation rate, and education persist-
ence/graduation rate for those using their GI Bill benefits. To measure initial TAP
effectiveness, we rely on VOW Act and CRS compliance. The Department made the
VOW Act and CRS compliance of Service members transitioning to civilian life an
Agency Priority Goal (APG) in FY2014. The Department took this charge seriously
and has refined the ways in which data is collected, examined, and reported. For
example, at the beginning of FY2014, VOW Act compliance was tracked using only
attendance data, and our APG combined the Active and Reserve Component into a
single performance measure. In FY2015, DoD began relying on the DD Form 2958
to track both VOW Act and CRS compliance. The DD Form 2958 verified from the
Service member’s commander (or designee) that all VOW Act and CRS requirements
were met prior to the Service member’s separation, retirement, or release from ac-
tive duty. At that time, the compliance rates also reflected only the known eligible
Service members (i.e., those for whom a complete (or partially completed) DD Form
2958 was received by the Defense Manpower Data Center (DMDC)). In FY2015, sep-
arate performance measures were also created for the Active and the Reserve Com-
ponent for both VOW Act and CRS compliance to allow more accurate and trans-
parent tracking of the APG. The Department continues to work towards improving
the quality of data on VOW Act and CRS compliance. On November 7, 2016, the
Department deployed a new TAP-IT Enterprise System and electronic form (DD
Form 2648), which further streamlined the data collection processes and precluded
commanders (or their designees) from signing partially completed forms, increasing
the completeness of information documented on each Service member.

With more involved command and senior leadership support, improved data track-
ing, and accountability using known verified DD Form data received by DMDC,
VOW Act and CRS compliance was more than 85% for both known eligible Active
and Reserve Component Service members by the end of FY2015 and more than 90%
by the end of FY2016. Even as data tracking methods have become more precise
and sophisticated with the electronic form (i.e., the DD Form 2648), the verified DD
Form data received by DMDC shows more than 90 percent for both known eligible
Active and Reserve Component Service members continued VOW Act and CRS com-
pliance for FY 2017. That is good news, but we have much work to do to improve
our data capture of the electronic form, particularly for our Reserve Component
Service members. As of August FY 2017 data indicates, 12.8% of Active Component
Service members and 54.1% of Reserve Component service members have compli-
ance information that remains unknown - that is, these Service members do not
have a completed DD Form 2648 documented in the TAP-IT Enterprise System.
The Department continues collaboration with the Services and DMDC to identify
and resolve any gaps in data collection and transmission to reduce the number of
separations with ‘unknown’ compliance and ensure data completeness and accuracy
regarding compliance reporting. This is a key area of focus in FY2018.

The TAP interagency governance is also better able to support Service members
with the new TAP-IT Enterprise System and electronic form. With the launch of
this new electronic form in November 2016, the TAP interagency partners are able
to receive individual-level data on transitioning Service members who have ‘opted
in’ to be contacted for follow-on transition support. The Department of Labor (DOL)
and Department of Veterans Affairs (VA) currently receive this ‘opt in’ data from
the DoD and are exploring ways to best utilize this data to enhance support. Addi-
tionally, data sharing among the Department and the TAP interagency partners will
address the question of what additional services our transitioning Service members
receive if they are provided a warm handover (e.g., due to failing to meet CRS), as
well as the outcomes of these services.

Enhanced Long-Term Outcomes of TAP

The TAP interagency governance is currently discussing planned enhancements
to the TAP Evaluation Plan to capture the systemic, long-term impacts of the pro-
gram. Identifying new data collection mechanisms for these outcomes is challenging.
For example, not all desired outcome data is owned by the TAP partner agencies
(e.g., earnings data), and data must be shared or combined with other data which
requires cross-agency agreements. The TAP interagency governance is committed to
developing a roadmap to enhance the TAP long-term outcomes by the end of FY2018
to ultimately improve our understanding of the efficacy of the TAP and where we
need to improve.

CURRICULUM AND OTHER ENHANCEMENTS ACROSS THE MLC



54

The second and fourth core objectives of the original TAP redesign were to imple-
ment a revamped TAP curriculum and implement a MLC transition model. While
both original objectives were achieved, the Department has continued to make ad-
vancements.

The Department and our partners continuously update and improve the TAP cur-
riculum across the MLC. The TAP interagency governance has established a regular
2-year battle rhythm for reviewing, assessing, and updating the curriculum, alter-
nating between an in-depth and technical review. Both reviews use feedback pro-
vided by Service members through the Transition GPS Participant Assessment,
facilitators, subject matter experts, and other key stakeholders. This systematic re-
view process is critical to stay ahead of the changing needs of our transitioning
Service members, as well as the evolving global economic needs to provide qualified
skilled talent to the industry and public sector pipeline.

The TAP interagency governance is currently conducting an in-depth curriculum
review, with revised curriculum to be implemented in CY 2018. The Department
identified improvements in all four DoD modules: Resilient Transitions, Financial
Planning for Transition, Military Occupation Code (MOC) Crosswalk, and the Ac-
cessing Higher Education (AHE) track. Based on Service member feedback, recent
legislative changes, and recent research on challenges transitioning Service mem-
bers face in their first 12 months post-separation, more substantial revisions are
planned for the Resilient Transitions and Financial Planning modules this year. The
MOC Crosswalk and AHE curriculum were substantially revised during the last in-
depth review in 2015.

In terms of this year’s in-depth review, the improved Resilient Transitions module
will include a new interactive activity to promote participant discussion on transi-
tion challenges and available post-transition resources, as well as a discussion on
key differences between military and civilian workplace culture. In terms of the Fi-
nancial Planning module, this module will be further tailored to transition in ac-
cordance with new financial literacy requirements specified in the FY2016 National
Defense Authorization Act. With financial readiness training occurring across the
MLC, Service members demonstrate a higher level of knowledge regarding financial
readiness when they attend the TAP. As such, this TAP module can spend less time
on basic financial information and more time on transition-specific information, such
as civilian salary equivalency to military compensation, expectation of changes in
tax burden, and understanding the basics of health insurance.

These proposed DoD revisions were piloted at two military installations with par-
ticipants from all Military Services in October 2017, with planned deployment in
January 2018 along with the revised U.S. Small Business Administration Entrepre-
neurship Track. Likewise, the DOL and VA planned improvements will be piloted
early CY 2018, with planned deployment in April 2018.

While the TAP interagency governance continues to improve the curriculum at the
final touchpoint - Transition - within a Service member’s MLC, we are also making
advances across the MLC as well. Through implementation of the MLC transition
model, Service members are engaging in career preparation and transition assist-
ance planning much earlier in their careers - starting at their first permanent duty
station, or home station for the National Guard and Reserves. This represents a sig-
nificant, yet critical cultural shift for the Department. For example, at the first per-
manent duty station, Service members develop an Individual Development Plan
(IDP) which documents professional and personal goals, as well as the training, cer-
tifications, and higher education needed to achieve those goals. Service members are
also provided information on apprenticeships, instruction on resumes and financial
preparedness, and they register for eBenefits. As their career progresses, their IDP
is continuously updated with current certifications, technical training and docu-
mentation of higher education. At significant life events, such as promotion, military
occupational change and/or marriage, Service members are provided updated infor-
mation on impacts to financial readiness and career opportunities, among other key
touchpoint activities. As another example, in October 2015, the Department began
providing a new virtual curriculum earlier in the MLC - the Higher Education Prep-
aration module. This module is designed to assist Service members in identifying
their career goal, the educational path to achieve that goal, and utilizing tuition as-
sistance (during military service) to fund their education. The Department is also
currently collaborating with our TAP interagency partners to identify additional
curriculum and/or other resources to provide Service members at earlier touchpoints
across the MLC. The intent is to ensure thoughtful career planning and preparation
across one’s military career.

CAPSTONE EVENT AND ASSISTING AT-RISK SERVICE MEMBERS
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The third core objective of the original TAP redesign was to implement a Cap-
stone event to ensure: Service members complete the VOW Act requirements; meet
the CRS; and have a viable Individual Transition Plan (ITP), including a post-tran-
sition housing and transportation plan. For Service members who fail to meet one
or more of these criteria, the Military Services provide a warm handover to appro-
priate partner agencies and other relevant resources. This core objective was
achieved.

However, while the warm handover process was robust for those failing to meet
VOW/CRS, DoD and our interagency partners identified areas within the warm
handover process in need of improvement. For example, since 2013, the Services
identified transitioning Service members without a viable post-transition housing
plan who are at an increased risk for homelessness. It was evident after reviewing
warm handover data in late 2015, that more needed to be done to improve the exe-
cution and monitoring of the warm handover. The Department also recognized Serv-
ice members separating without an honorable discharge face increased risks (e.g.,
for suicide). The Department sought to strengthen our support to these two vulner-
able populations. Specifically, in April 2016, DoD issued two Memoranda to the
Services to address these concerns. The first Memorandum, entitled “Warm
Handover Guidance for Transitioning Service Members Without a Post-Military
Housing Plan,” requested the Services issue immediate guidance requiring com-
manders and their designees to ensure a warm handover to the VA and/or the DOL
for those transitioning Service members without a viable post-military housing plan.
The second Memorandum, entitled “Warm Handover Guidance for Transitioning
Service Members Who Do Not Separate with an Honorable Discharge,” requested
the Military Services issue guidance immediately to commanders or their designees
directing them to execute a warm handover to the DOL for those transitioning Serv-
ice members that do not separate with an honorable discharge. The Department
continues to place emphasis on these at-risk populations to ensure they are receiv-
ing the additional support needed. For example, DoD, VA, and DOL are working in
collaboration with the U.S. Interagency Council on Homelessness (USICH) to fur-
ther prevent homelessness among our veterans.

DoD and VA have also been recently collaborating to begin examining other ‘at
risk’ populations that may be better served during their military-to-civilian transi-
tion in FY 2018. This may have implications for future changes to the TAP cur-
riculum and/or warm handover processes. For example, one of our more recent joint
efforts is geared toward suicide prevention of Service members and veterans. Within
this broader joint effort is the establishment of a DoD/VA Transition Working Group
focused on identifying the population at risk for suicide following a military-to-civil-
ian transition, and ways in which to better support this high risk population prior
to separation. Another population at higher risk for suicide is women veterans. The
Department and the VA are initiating a new “Women’s Health Initiative” pilot
study, to be implemented at several Air Force and Army installations. The pilot fo-
cusing on women veterans separating within 12 months, will provide supplementary
information on VA services specifically available to women and track associated out-
comes (e.g., enrollment in VA health care). Based on the pilot findings this supple-
mentary curriculum may be implemented more broadly in the future to address
needs of transitioning women Service members and veterans.

Finally, while not an ‘at risk’ population per se, the Department continues to re-
view whether we are providing the National Guard (Air and Army National Guard)
and the Reserves (Army, Navy, Air Force, and Marine Corps Reserve) the time, re-
sources, and support unique to those populations. Specifically, the Department is
leveraging the Status of Forces Survey (SOFS) to pulse Reserve Component (RC)
members’ perceptions of the TAP, and how perceptions are changing over time. The
Department also recently commissioned a research study, entitled “Needs Assess-
ment of Reserve Component Member Transitions,” to more comprehensively inves-
tigate the needs of transitioning RC members and provide recommendations regard-
ing updates needed to the TAP. Study findings are expected in FY 2019. The De-
partment continues to conduct research, gather feedback from RC members, and
consider potential changes to policy within current law to address unique needs of
RC members.

PRIVATE AND PUBLIC ENGAGEMENT

Another area Department has made improvements and continues to break new
ground is through implementation of collaborative and informative private and pub-
lic engagements between the Department, federal interagency partners, the Military
Services, transitioning Service members, employers, and other stakeholders. First,
the Department maintains robust private and public engagement operations to raise
awareness of the value transitioning Service members and veterans bring to the ci-
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vilian workforce. In fact, we disseminate to employers the findings from a recent
RAND Corporation study, which enumerates the non-technical “essential” skills
(e.g., leadership, decision-making, team building) our Service members obtain while
in uniform. These essential skills represent the 21st century workforce skills that
are highly sought after by civilian and public-sector employers.

Second, the Department connects with, informs, and strengthens private and pub-
lic efforts to better prepare transitioning Service members to become career-ready
as they transition to civilian life. Since August 2016, the Department completed
over 200 private and public engagements with Federal, State, industry, education,
and community stakeholders. The Department established collaborative relation-
ships and partnerships through participation in the DOL’s Advisory Committee on
Veterans’ Employment, Training, and Employer Outreach and through interactions
with over 25 federal Departments/Agencies. Best practices have been garnered and
shared through engagements across the country with over 30 industries/corporations
(e.g., Microsoft, Walmart, Amazon, J.P. Morgan Chase), over 20 two-year and four-
year colleges and universities (e.g., Columbia University, Carnegie Mellon Univer-
sity, Duke, University of Houston, University of Washington-Tacoma), and numer-
ous Service member/veteran-focused institution and coalitions (e.g., the Bush Insti-
tute, the Institute for Veterans and Military Families, the Veterans Jobs Mission
Coalition).

Two examples of key private and public engagements include collaboration with
the U.S. Customs and Border Patrol and our partnership with the U.S. Chamber
of Commerce Foundation’s Hiring Our Heroes Program. The U.S. Customs and Bor-
der Patrol staff are now co-located on several military installations to connect with
interested and qualified transitioning Service members. In close collaboration with
DoD and the Services, CBP has made significant changes to their recruitment re-
quirements and business processes to streamline and reduce the amount of time it
takes to process applications for employment. Another key engagement that has
paid great dividends is our collaboration with the U.S. Chamber of Commerce Foun-
dation’s Hiring Our Heroes Transition Summits. Over the past two years, our part-
nership has grown from 17 annual transition summits at military installations
around the world to over 40 transition summits scheduled for CY 2018, including
Germany, Japan, and Korea. Each summit connects employers of every size and in-
dustry with, on average, more than 1,000 talented transitioning Service members,
veterans, and military spouses on military installations in the U.S. and overseas.
Attendees are invited to participate in a series of town hall-style panel discussions,
networking receptions, employment workshops, and a job fair. Over 90% of Service
member attendees who responded to a post-event survey identified they felt better
prepared for transition after attending these events.

The Department remains fully committed to collaboration with Federal, State, in-
dustry, education, and community stakeholders to ensure continuous coordination
and information sharing. This ensures Service members receive access to education,
training, and opportunities that best prepare them for their military-to-civilian tran-
sition. Private and public engagements directly support and enhance stakeholder
commitments that support successful transition of our Service members.

These are several improvements to the TAP since 2015. The Department, the
Services, our interagency partners, transitioning Service members and their families
recognize the tremendous enhancements to the TAP over the past two years. In ad-
dition, the Department appreciates the importance placed on the TAP by Congress
and the GAO. We view the recent GAO study on the TAP as an opportunity to re-
ceive external feedback to further advance this important program.

GAO REPORT RECOMMENDATIONS

Before addressing the recommendations from the GAO Report on “Transitioning
Veterans - DoD Needs to Improve Performance Reporting and Monitoring for the
Transition Assistance Program,” DoD would like to acknowledge GAO’s tremendous
work in conducting this review of the TAP. The GAO team leading this effort was
professional, thorough, and supportive of the unique needs of DoD, the Military
Services and the installations they visited. There was a collaborative and cordial
spirit among the GAO team and the various DoD stakeholders that allowed GAO
to conduct their business in a timely and effective manner.

In light of the redesigned TAP, Congress asked GAO to examine various aspects
of the program implementation. This GAO report addresses four overarching ques-
tions: 1) To what extent does DoD publicly report TAP performance transparency;
2) How many Service members participated in TAP and what factors affected par-
ticipation; 3) How many service members met CRS or received referrals to partner
agencies for additional services; and 4) To what extent does DoD monitor key areas
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of the TAP implementation and how well do the TAP performance measures inform
these monitoring efforts?

In order to address these questions, GAO surveyed 181 Military installations;
analyzed DoD participation data for FY 2016; reviewed and analyzed TAP data re-
ports and performance measures; and interviewed officials at DoD, the Services,
Service members, and our interagency partners. GAO also visited seven installa-
tions (two each from Army, Navy, and Air Force, and one Marine Corps). The audit
was conducted from February 2016 to September 2017. As a result, GAO states in
their report, “GAO is making six recommendations, including that DoD improve
transparency in reporting TAP participation and career readiness rates and monitor
certain key areas of TAP implementation, including timeliness of participation and
access to supplemental 2-day classes.”

The Department acknowledges at the outset that, overall, we concur with GAO
recommendations for the TAP. However, there is one recommendation, and sections
of a few other recommendations, that the Department does not fully support. The
Department’s position on each GAO recommendation is as follows:

RECOMMENDATION 1: GAO recommends the Secretary of Defense publicly re-
port DoD’s performance and career readiness attainment for all TAP-eligible Service
members and members of the National Guard and Reserve rather than exclude
those for whom data are missing or clarify the extent of missing data. (DoD Par-
tially Concur)

DoD acknowledges the FY 2016 Agency Priority Goals (APG) performance meas-
ures provided to the public via performance.gov did not provide a clear explanation
regarding missing data. However, in FY 2017 DoD provided language in reporting
the APG performance measures data that clearly addressed the extent of the miss-
ing data for the public. The following is an extract of DoD’s Transition to Veterans
Program Office FY 2017 third quarter “Separation VOW Compliance Reserve Com-
ponent” performance measure language, as reported through DoD channels for pub-
lication to the public via performance.gov: “Compliance rate reflects only the known
eligible Service members, that is - those for whom a completed DD Form 2648 (or
legacy DD Form 2958) was received by the Defense Manpower Data Center
(DMDC). Through May FYTD 2017, DMDC received completed DD Forms for 41.0%
(8,953) of the 21,861 Reserve Component VOW Act eligible separations.” Similar
language was used in reporting VOW Compliance for active duty service members.

In addition to the currently reported VOW Act compliance and career readiness
standards attainment for VOW Act eligible Service members, DoD will provide a
more transparent description of the extent of the missing data along with the cur-
rently reported compliance rates to offer important insight as to the number of Serv-
ice members for whom data is unknown. The Department feels strongly that compli-
ance should only be computed based on data known and should include a descrip-
tion of the extent of the missing data to offer insight as to the number of Service
members for who compliance data is unknown. This information will be included in
the FY 2018 Q1 reporting and beyond. As stated above, an explanation of the extent
of missing, unknown data has been included in the DoD Agency Priority Goal: Tran-
sition to Veterans reporting for FY 2017, which was outside the scope of GAO’s
analysis for this report. DoD will also continue working to reduce the extent of miss-
ing data, as it is critical to be able to track VOW Act compliance and CRS attain-
ment of all of our transitioning Service members.

RECOMMENDATION 2: GAO recommends the Secretary of Defense monitor
and report on the extent to which Service members participate in TAP within pre-
scribed timeframes. (DoD Concur)

The Department acknowledges tracking when Service members participate in
TAP is valuable for effective transition preparation. DoD currently has the capa-
bility to retrieve data documenting when a Service member begins the TAP process
(i.e., with the Pre-Separation/Transition Counseling signature date) and his/her sep-
aration date. Comparing these dates can determine the extent to which Service
members participate in TAP within prescribed timeframes. Likewise, DoD can com-
pare the Capstone event completion date to the Service member’s separation date.
However, the currently collected data will not allow for parsing out Service members
who are short-notice separations; and, therefore, could not adhere to the prescribed
timeframes. The capability to parse out such transition cases is critical for proper
interpretation of the data and use of this data for future program improvements.
In order to implement this recommendation, DoD will first need to identify the IT
requirement and associated cost (for example, what new field(s) may need to be
added to the electronic form (DD Form 2648)), as well as any needed TAP staff
training, to collect data denoting short-notice separations. Based on availability of
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funds for FY 2019, DoD anticipates the earliest this data can be collected will be
FY 2019, and the earliest for monitoring and accurate reporting of the data will be
FY 2020.

RECOMMENDATION 3: GAO recommends that the Secretary of Defense mon-
itor and report on the extent to which Service members who elect to receive supple-
mentary 2-day classes are able to receive training. (DoD Non-concur)

The Department does not concur with this recommendation. The focus of the cur-
rent TAP is for transitioning Service members to meet CRS. Nine CRS are deemed
common and applicable to all Service members. Moreover, for Service members in-
terested in pursuing higher education and/or career technical training as part of
their ITP, they must also meet four additional educational-oriented CRS. The 2-day
tracks were developed and made available to help those who need assistance in
meeting these additional CRS. While the additional 2-day tracks are voluntary,
Service members are encouraged to take advantage of these tracks. All Service
members are able to participate in the additional 2-day tracks, as these tracks are
available both via classroom setting and online through Joint Knowledge Online.
While DoD does track the extent to which Service members attend the 2-day tracks,
it is important to note that CRS attainment, not simply course participation, is the
critical variable to monitor and report. DoD will research barriers to Service mem-
bers accessing the additional 2-day tracks.

RECOMMENDATION 4: GAO recommends that the Secretary of Defense mon-
itor and report on the extent to which service members attend TAP in a classroom
settings unless allowed by regulation to participate online. (DoD Concur)

The Department acknowledges tracking whether Service members participated in
TAP in a classroom setting or online is important. This is feasible with existing
data. However, it is not uncommon for Service members to take TAP courses both
in a classroom and online. DoD only tracks Service member participation for their
most recent TAP courses. For example, if a Service member completed the Accessing
Higher Education Track in the classroom first and then completed it again online
for a refresher, this would be tracked as online participation. DoD anticipates the
monitoring and reporting of the extent to which Service members participate in TAP
via a classroom setting or online (using their most recently completed TAP course)
will be by FY 2019. Currently, data collected by DoD does not capture the reason
a Service member completes TAP online. The Department will need to identify
whether this particular data point could be captured (and how). Upon completion
of this research, DoD anticipates having the ability to determine whether this action
will be feasible and its associated estimated funding requirements in FY 2019.

RECOMMENDATION 5: GAO recommends that once DoD monitors and reports
data on timeliness, 2-day classes, and the use of online TAP, DoD enable unit com-
manders and high-level commanders to access this information to help ensure the
specific units they oversee are compliant with all TAP requirements. (DoD Partially
Concur)

The Department concurs once the capability to collect, track, and report data on
TAP participation timeliness and the extent of online and classroom TAP participa-
tion has been accomplished, within 12 months the data will be provided to com-
manders when feasible. The intent of this recommendation should be met at the
Service level. Each Service has transition staff who can make this information avail-
able to commanders. For example, the Air Force Airman and Family Readiness Cen-
ters are responsible for reporting/advising commanders on unit participation. Army
Soldier-For-Life installation staff have the same capability, as do the other Services’
transition staffs.

RECOMMENDATION 6: GAO recommends that the Secretary of Defense seek
ways to minimize the subjectivity involved in career readiness determinations, par-
ticularly when judgements are involved, such as the quality of the individual transi-
tion plan and the resume. This could include developing guidance on training that
provides quality standards for assessing career readiness materials. (DoD Concur)

The Department will work with the Services and DOL to minimize the subjec-
tivity in judgments involving determining Service member attainment of particular
CRS, such as the quality of the resume or job application package. This may include
developing guidance on quality standards for assessing particular career readiness
materials. The Services have personnel at the installation level who are trained in
resume writing/review and career planning, and provide quality of life guidance to
transitioning Service members and families. Installations may also call upon their
local DOL partners for further support. If questions do arise, for example from a
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Commander about whether the quality of the resume is suitable for CRS attain-
ment, Service members should be referred to their local transition personnel at the
Fleet and Family Support Center, Airman and Family Readiness Center, Soldier-
For-Life Transition Assistance Center, or the Marine Corps Community Service
Center, as well as DOL, for additional evaluation and support. Finally, Commanders
must be allowed the ability to exercise their best judgement on CRS attainment for
their Service members, with the full knowledge that they have experts available to
assist them housed within their respective centers that provide transition assistance
at their installation. DoD will work with the Services and DOL to examine and im-
plement ways to minimize subjectivity in judgments involving determining Service
member attainment of particular CRS, by the end of FY 2018.

CONCLUSION

Career readiness and transition assistance preparation is paramount if Service
members are going to successfully transition to civilian life. We recognize preparing
Service members throughout their MLC to be career-ready upon transition is essen-
tial to sustaining the All-Volunteer Force. In order for us to continue to attract dedi-
cated, high quality volunteers to serve in our Armed Forces, the DoD must return
this generation of Service members to the Nation with the ability to positively con-
tribute to the national workforce and thrive within their civilian communities.

The Department cannot successfully transition Service members to civilian ca-
reers alone. It must have continued strong collaboration with our interagency part-
ners, the support and hard work of our Military Services, especially at the installa-
tion level, and collaboration with other external stakeholders. The TAP interagency
governance is vibrant, effective, responsive, and committed, as evidenced by the
2016 signing of our updated national Memorandum of Understanding (MOU) re-
garding the “Transition Assistance Program for Service Members Transitioning from
Active Duty.” As stated in the MOU, “The parties will support and advance the on-
going implementation, assessment, and enhancement of TAP. This collaboration will
serve to support Service members in pursuing employment, higher education, skills
and career training, credentialing, and entrepreneurship.”

Again, let me thank the GAO for their comprehensive and insightful report and
recommendations to further advance the TAP for the Nation. In closing, Mr. Chair-
man, I thank you, the Ranking Member, and the members of this Subcommittee for
your outstanding and continued support of the men and women who proudly wear
the uniform in defense of our great Nation.

———

Prepared Statement of Brigadier General Robert Bennett

Chairman Arrington, Ranking Member O’Rourke, members of the subcommittee,
I would like to express my appreciation for the opportunity to appear before you to
discuss the Army’s Soldier for Life - Transition Assistance Program, or SFL-TAP.
SFL-TAP is first and foremost a Commander’s Program. SFL-TAP mandates sev-
eral courses, based on the Veterans Opportunity to Work (VOW) Act, and also in-
cludes other required courses, or Career Readiness Standards (CRS), that help pre-
pare Soldiers for their transition from active duty.

Soldier for Life - Transition Assistance Program VOW Requirements

SFL-TAP requires all eligible transitioning Soldiers to complete the VOW to Hire
Heroes Act requirements, which include Pre-separation Counseling, Department of
Labor Employment Workshop, and VA Benefits Briefings I and II.

In fall 2017, the Government Accountability Office (GAO) provided a draft review
of Transitioning Veterans: DoD Needs to Improve Performance Reporting and Moni-
toring for the Transition Assistance Program. Army concurs with all six rec-
ommendations found in the draft report. Army’s SFL-TAP XXI system currently
captures most required data elements needed to implement report recommendation
numbers 1 through 5. We will continue to work very closely with OSD Transition
to Veterans Program Office (TVPO) in order to identify an optimal way ahead for
synergistically leveraging and interfacing the data capturing and reporting capabili-
ties of the DoD TAP Enterprise System with our own SFL-TAP XXI system.

While the Army is very proud of the significant role it has played, along with our
DoD, Sister Services, and Interagency Partners, in developing and implementing the
myriad of major enhancements that have been made to TAP since the passage of
the VOW Act (thereby benefiting hundreds of thousands of transitioning service
members), Army believes that there is one important area in which TAP could and
should continue to evolve, that is, with respect to the timely receipt of key “post
transition from active duty” outcome data from our interagency partners. For exam-
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ple, Soldiers who are deemed by their Commander to have not met their CRS prior
to transition from active duty are given a “Warm Handover” to the VA or Depart-
ment of Labor (DOL) for follow-on post transition assistance.

Army strongly believes that receiving feedback from our interagency partners on
both the type of assistance provided as well as the outcome (result) of such assist-
ance is critical to our ability to accurately gauge and assess the overall long-term
efficacy of our efforts. Such feedback, when timely, would greatly assist us in identi-
fying what is working effectively as well as any TAP elements or processes in need
of revision or improvement. Army currently does not receive any specific feedback
(data) from our interagency partners on the results of warm handovers. We continue
to closely collaborate with them (both at the TAP Governance Senior Leader level
as well as at the action officer subject matter expert working group level) on devel-
oping a strategy to facilitate the flow of this key data.

Army utilizes a multifaceted approach in disseminating the importance of TAP
and additional resources throughout a Service member’s military career. Under cur-
rent Army policy, Soldiers are required to be counseled by their unit leadership
within six months of arrival at their first permanent duty. This counseling on Army
responsibilities and opportunities includes the requirement to create an Individual
Development Plan. Newly arrived Soldiers are also referred to installation Army
Education Centers where they meet with counselors and receive information on edu-
cational and credentialing opportunities available to them (e.g., Army COOL).

Soldiers continue to receive other timely transition/career/opportunity related in-
formation at key touchpoints (e.g., promotion) throughout their military career. The
Soldier for Life - Transition Assistance Program makes both traditional and emerg-
ing strategic communication efforts a priority to communicate efforts to leaders, Sol-
diers, Family members, and stakeholders. The program continues to actively engage
media, including frequent articles in Army magazines, installation papers, and na-
tional media outlets. SFL-TAP engages in other traditional marketing through post-
ers, banners, flyers, Fact Sheets, Information Papers, briefings to commanders (such
as the Company Commander/First Sergeant Course and the Pre-Command Course),
and promotion of the program throughout the Soldier Life Cycle. Through a robust
social media strategy, which includes Twitter, Facebook, LinkedIn, LinkedIn
Groups, and YouTube, SFL-TAP reaches thousands of veterans, employers, and
transitioning Soldiers every day. SFL-TAP Centers at the installation level often
have active Facebook pages and other social media platforms as well.

With respect to recommendation number 6, which focuses on seeking ways to min-
imize the subjectivity involved in making career readiness determinations, Army be-
lieves it will be essential to implement this recommendation in such a way so as
to preserve the flexibility of TAP. The career readiness determination needs to be
equipped with more objective standards, yet avoid establishing a “one size fits all”
solution that is incapable of tailoring to the individual Service member.

In addition to DoD’s TAP reporting systems, the Army utilizes TAP-XXI, which
is the Army’s “system of record,” in order to provide commanders at the lowest level,
key information and reports to fulfil their responsibilities under SFL-TAP policy
and law. TAP-XXI has two primary functions, client management and reporting.
TAP-XXI reporting consolidates key transition data from several Army HR systems
of record which allows company commanders to correctly identify Soldiers required
to complete the TAP curriculum. The client management portal of TAP-XXI allows
counselors and Soldiers to schedule attendance and track completion during the dis-
tributed timeline (i.e, over an extended period). Army strongly encourages
Transitioning Soldiers to utilize the SFL-TAP resources early and often.

These reports help ensure the Soldier is career ready and prepared for their civil-
ian transition. Those that are successful in transition become advocates for recruit-
ing future Soldiers. Fine-tuning TAP-XXI into the most comprehensive TAP man-
agement system has allowed Army civilian counselors to better track individual
compliance and satisfaction with the program.

The first full year of tracking compliance for the VOW Act was in fiscal year 2013.
During that time, the Army received a compliance rate of 4.5 percent. However,
SFL-TAP has seen improvement since then, reaching an 85 percent compliance rate
in fiscal year 2016 (DoDTAP reported 76% for Army) and an 88 percent compliance
rate in fiscal year 2017 (DoDTAP reported 84% for Army). Those who do not meet
VOW requirements are given a warm-handover to the Department of Labor and/or
Veterans Affairs, as appropriate.

As our compliance rate and commander involvement have increased, the Army
has seen a vast reduction in unemployment compensation expenses.

Army Improves Unemployment Compensation for Ex-Service Members
(UCX)
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The Army closed out fiscal year 2016 with the lowest amount of Unemployment
Compensation for Ex-Service members (UCX) in 13 years at $172.8 million, accord-
ing to the Department of Labor.

Fiscal year 2016 is the first time UCX has dipped below the $200 million mark
since 2003, where it closed out at $152 million. Army UCX expenditures peaked in
2011 at $515 million and have been decreasing since that time due to a combination
of economic factors and Army efforts to better prepare Soldiers for the civilian sec-
tor.

Integrating Soldiers back into the civilian world successfully depends on a number
of determinants, including civilian industry knowledge of valuable Veteran skill
sets, dispelling myths about Veterans, as well as local economic conditions.

Army UCX numbers are on-track to break another all-time low in fiscal year
2017. We expect to receive final Fiscal Year 17 data by mid-November.

Program Funding

All validated requirements are provided for and funded across the Future Years
Defense Program (FYDP).

In fiscal year 2017, the Army requested $87.7 million for Active Army, Army Na-
tional Guard, and Army Reserve for the transition program. In fiscal year 2018, the
Army has requested $86.3 million. The Army has received this funding and is using
it to provide transition services at the validated requirements level.

Transition Pilot Program

The SFL-TAP Transition Pilot started in November 2016 at six Army installa-
tions. The pilot is designed to evaluate tailored transition assistance for Soldiers,
based on their assessed “risk level” for drawing unemployment. The objective is to
better allocate resources to those that need additional support during the transition
process. The pilot focuses primarily on transition requirements for eligible non-retir-
ing enlisted Soldiers.

The goal of the pilot is to correlate the type and amount of mandated transition
assistance services for a Soldier, with their likelihood of applying for unemployment
compensation. Soldiers deemed to be at greater risk for being unemployed are re-
quired to participate in more mandated services than Soldiers less likely to apply
for unemployment compensation. The ultimate objective of the pilot is to learn how
to better tailor SFL-TAP requirements for all transitioning Soldiers, based on indi-
vidual needs. The Army’s Transition Pilot will last approximately two years from
the start date and initial data from the pilot is expected in the spring of 2018. To
date, approximately 21,000 Soldiers are involved.

Army Career Skills Program

The Department of Defense Skill Bridge program is implemented by the Army
through the Career Skills Program, or CSP. CSPs include pre-apprenticeships, on-
the-job training, job-shadowing, employment skills training, and internships that
transitioning Soldiers can attend during their last 180 days prior to transition from
active duty. These first-class programs afford Soldiers the opportunity to obtain in-
dustry-recognized skills and move into high-demand and high-skilled jobs. In fiscal
year 2016, 2,625 Soldiers enrolled in CSPs, with a 95 percent completion rate, which
resulted in the job placement of approximately 2,150 Soldiers. Fiscal year 2017 pro-
grams are on-target to exceed these milestones.

The first Army CSP was established in April 2013 at Joint Base Lewis-McChord
with United Association Veterans in Piping (UAVIP). UAVIP hosted 22 participants
and since that time, the Army has approved over 116 CSPs, hosted at 25 Army in-
stallations. The Army’s CSP has resulted in over 4,600 employment opportunities
for transitioning Soldiers. The program continues to grow each year.

The Army works with the Office of the Secretary of Defense, as well as federal
and non-federal entities, to determine potential programs to add to the Career Skills
Program in order to increase civilian employment opportunities for transitioning
Soldiers. The focus of CSP program offerings include “no-cost” opportunities with at
least an 85 percent graduation rate and of those graduates, an employment rate of
at least 90 percent.

SFL-TAP Virtual Center

The Army is the only Service that provides a virtual platform with transition
services for Soldiers and other Service members. In addition to round-the-clock tele-
phonic counseling, a virtual software interface provides a live forum for synchronous
counselor-led transition services to clients all over the world all day, every day, with
the exception of three holidays a year.



62

The SFL-TAP Virtual Center is manned and trained to provide a full-range of
transition services. The Virtual Center provides transition services to deployed Sol-
diers and Service Members of all branches, as well as those that are remotely lo-
cated stateside and unable to attend classes and counseling at a brick-and-mortar
location. Though the Virtual Center is available to all Service Members, the pre-
ferred and recommended option for Service Members to receive transition services
is through brick-and-mortar locations.

The system provides clients and staff the ability to interact online through live
classes and counseling sessions. The program allows clients to ask questions via a
microphone or typed comments. Counselors and Soldiers have a full-range of com-
munication and computer capabilities, including desktop sharing, document uploads/
downloads, videos, webcams, and website links. Additionally, internal SFL-TAP pro-
gram needs, such as meetings and training events, can be conducted inside the Vir-
tual Center, saving both time and money.

In fiscal year 2017, the SFL-TAP Virtual Center telephonically assisted over
43,000 Soldiers and provided transition counseling to over 15,000 Soldiers through
the Virtual Center software. This is a 38% increase in the amount of calls received
in fiscal year 2016. SFL-TAP has seen growth each year since the inception of the
Virtual Center in October 2011. A service that originally received only 34 total calls
in its first month, the Virtual Center in fiscal year 2018 is on track to set records
for calls received, as the SFL-TAP Virtual Center has become a trusted resource
for transitioning Soldiers.

Army Hosts Hire a Soldier Campaign

The Army has increased our marketing efforts over the past fiscal year to include
innovative online techniques. In the summer of 2017, SFL-TAP hosted their first
social media campaign to encourage the hiring of transitioning Soldiers. The five-
week campaign was supported by the Sergeant Major of the Army Daniel Dailey
and featured a variety of events on Facebook and Twitter. The campaign brought
together civilian employers and transitioning Soldiers, giving them the platform to
discuss resume advice, job seeking tips, and transition opportunities.

The main event of the campaign was a Twitter Chat on resume writing and job
seeking skills. SFL-TAP partnered with Partnership for Youth Success (PaYS), Vet-
erans Affairs (VA) Benefits Administration, Army Warrior Care and Transition
(WCT), National Guard Citizen Soldier for Life (CSFL), Army Reserve Private Pub-
lic Partnership (P3), and the Department of Labor Veterans Employment and Train-
ing Services (DOL VETS) for the Twitter Chat.

The Twitter Chat used a hashtag (keyword categorization on Twitter) that the
SFL-TAP Program Office created called #HireaSoldier. The hashtag gained so much
interest and use that Twitter made it “trending” on the platform, which lists the
hashtag on the side of a user’s home page as a popular topic. On the day of the
Twitter Chat, the hashtag reached almost 4 million Twitter users, further spreading
awareness of SFL-TAP and hiring Soldiers.

The Twitter event and Facebook events provided the platform and conversation
for companies to collect resumes from Soldiers that participated and initial reports
showed that the interview process had started for Soldiers who had networked dur-
ing the event. SFL-TAP plans to hold future events like this.

Conclusion

The Army’s SFL-TAP is committed to serve transitioning Soldiers throughout
their transition process and help them become better prepared for the challenges
and successes they will face in the civilian sector. To conclude, I thank you for your
continued support. The Army is dedicated to being the leader of Department of De-
fense transition efforts by finding better ways to help our Soldiers and Veterans.
Chairman Arrington, and members of the sub-committee, I thank you again for the
opportunity to appear before you, and I look forward to your questions.

———

Prepared Statement of Rear Admiral Karl O. Thomas

Introduction

Chairman Arrington, Ranking Member O’Rourke, and distinguished members of
this subcommittee, thank you for this opportunity to testify about the Navy Transi-
tion Assistance Program (TAP), and our efforts to seamlessly transition Sailors to
civilian life, employment, further education, or entrepreneurship.

In fiscal year 2017, approximately 32,000 Sailors transitioned out of the Navy,
and these numbers are likely to be comparable over the next several years. Navy
is an expeditionary force that routinely deploys. Our Sailors serve in diverse career
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fields, among them, Navy Special Warfare, air traffic control, health care, advanced
electronics, and nuclear power. Civilian employers routinely pursue Sailors as po-
tential employees because of the world-class training and skills they obtain in the
Navy, even as we offer incentives to retain these Sailors who possess critical skills
needed to ensure fleet readiness. For both active and reserve component Sailors who
separate, demobilize, or retire from the Navy, we offer a robust TAP to help them
make a seamless transition to life beyond the Navy.

Transition Assistance Program

Navy delivers TAP in collaboration with the Office of the Secretary of Defense;
the Departments of Labor, Education, Veterans Affairs, Homeland Security; the
Small Business Administration and the Office of Personnel Management. TAP in-
cludes the following elements:

1) Career Readiness Standards (CRS) - A set of common, discreet, and measur-
able, transition “readiness” standards for Sailors to meet prior to separation. The
desired end-state is for each Sailor to meet CRS for his/her chosen civilian career
path and to complete a viable Individual Transition Plan (ITP) prior to departure
from active duty. These standards are designed to increase each Sailor’s abilities to
sucgessfully overcome any challenges they may face in pursuit of choosing a career
path.

2) Transition GPS (Goals, Plans, Success) Core Workshop Curriculum - A series
of training that includes the Department of Labor (DoL) Employment Workshop
(DoLEW), Department of Veterans Affairs (VA) Benefits Briefings, Financial Edu-
cation, Military Occupational Code Crosswalk, Family/Special Issues, and an ITP re-
view. Additionally, participants may select to attend two-day training tracks in Ac-
cessing Higher Education, Entrepreneurship, or Technical Training.

3) Military Life Cycle - Incorporates preparation for Sailors’ career transition
throughout their military service - from accession through transition from the Navy
and reintegration into civilian life. Today’s transitioning Sailors are better prepared
to transition to civilian life because of the continuing integration of this model.

4) Capstone Event - A forum provided for Service members to validate CRS are
met, and to refer members, as needed, for additional training or assistance prior to
separation or retirement.

Navy officials continue to work with representatives from the Office of the Sec-
retary of Defense (OSD), the other Uniformed Services, and interagency partners,
to evaluate and improve TAP. Sailors are encouraged to begin the transition process
approximately 24-months, but no later than, 12-months prior to separation. During
this period, each transitioning Sailor participates in mandatory pre-separation coun-
seling (10 U.S. Code §1142) that introduces them to the various programs and serv-
ices available to assist them.

Navy provides the five-day Transition GPS Workshop at installations world-wide
via our Fleet and Family Support Centers. Transition GPS Workshops may be tai-
lored to the installation population or demographics of the class (e.g., retirees, se-
niority). Additionally, Fleet and Family Support Centers provide both individual and
group transition counseling, career planning, resume-writing and other transition-
related workshops.

Navy Fleet and Family Support Centers also conduct first-term and mid-career
workshops through the Career Options and Navy Skills Evaluation Program
(CONSEP). This modular two-day course is designed to assist active duty service
members in achieving Navy, and future civilian, career goals. Training topics pro-
vide vital information across the Military Life Cycle on career-making decisions, up-
ward mobility, Veterans benefits while on active duty, college and certification op-
portunities, apprenticeships, and financial management and investment strategies,
which enhance the Sailor’s ability to achieve personal and professional success.

Navy Transition Assistance Core Workshop Curriculum

The mandatory Navy Transition GPS Core Workshop is a five-day curriculum. For
the typical workshop, on day one, Navy transition staff covers the following topics:

1) Transition Assistance Overview: Includes a Welcome Address / Workshop
Schedule-of-Activities, Topics for Family Considerations/Special Issues, the Value of
a Mentor, and a review of available Fleet and Family Support Services.

2) Military Occupational Code (MOC) Crosswalk: Upon completing the MOC
Crosswalk module, Sailors are provided documentation of their military career expe-
rience and skills; translation of their military occupation experience to civilian sec-
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tor skills; and identification of gaps in their training and/or experience that need
to be filled to meet their personal career goals. The MOC Crosswalk enables Sailors
to develop a clear line-of-sight between their military skills and training and career
fields of their choice.

3) Financial Planning: The financial planning module prepares Sailors to build an
integrated 12-month budget that reflects post-military employment, education, or
training goals. Financial planning counselors are available for follow-up counseling,
if requested by the Sailor.

Typically, on days two through four, the Department of Labor (DoL) delivers the
approved Employment Workshop, while, on day five, the Department of Veterans
of Affairs (VA) conducts VA Benefits I and II briefings. Each installation has the
discretion to present TAP briefings in a sequence that best suits transitioning Sail-
ors on their installation. During the workshop, Sailors also review progress on their
Individual Transition Plans. Navy continues to improve our classroom delivery expe-
rience. We provide Transition GPS computer software and enhanced WiFi capa-
bility, greatly improving the classroom experience. In fiscal year 2017, Navy began
replacing all 2,493 Transition GPS computers with updated models, which run fast-
er and have extended battery life. Along with the computer refresh, all information-
technology equipment is being updated as needed including WiFi capacity, routers,
scanners, printers, and associated equipment. This upgrade, which is 90 percent
complete, will ensure Sailors have a real-time resource in the classroom to research
job, education, and other transition-related opportunities.

We continue to expand and adjust our delivery approach to accommodate Sailors
in isolated locations by providing, in collaboration with VA and DoL, in-person Tran-
sition GPS classes at Naval Support Activity, Souda Bay, Crete; and Naval Fleet
Activities, Chinhae, Korea. For deployed units with limited bandwidth, we recently
received approval to have the Joint Knowledge Online virtual curriculum available
on the Navy eLearning shipboard servers.

Education, Technical Training, and Entrepreneur Workshops

In addition to completing the Transition GPS Core Curriculum, transitioning Sail-
ors may also participate in a series of two-day tailored workshops which address
three alternative tracks available within the Transition GPS curriculum:

(1) Accessing Higher Education track, for those pursuing an advanced education
degree;

(2) Technical Training track, for those seeking job-ready skills and industry-recog-
nized credentials in shorter-term training programs; and

(3) Entrepreneurship track, for those planning to start a business.
Navy Capstone Event

At least 90 days before separating from the Navy, Sailors are required to partici-
pate in a Navy-hosted Capstone Event, to validate the process, and verify that they
have completed the Transition GPS curriculum and achieved Career Readiness
Standards (CRS). Staff also reviews potential challenges Sailors may face as vet-
erans, and available tools and resources transitioning Sailors learned about in Tran-
sition GPS workshops. Sailors requiring additional assistance are referred to supple-
mental training opportunities.

Additionally, through the Capstone Event, all Sailors are referred to appropriate
government agencies and organizations that will provide them with continued bene-
fits, services, and support in their new capacity as Navy veterans, including comple-
tion of CRS, if they are not fully accomplished prior to separation. While beneficial
for all transitioning Sailors, this is particularly instrumental in supporting at-risk
Sailors, such as those subject to rapid or involuntarily separation.

Commander Support and Accountability

Using the Navy Retention Monitoring System (NRMS) Analytics, and the current
Career Information Management System (CIMS), commanders can track and mon-
itor their own transition assistance program compliance. These systems provide
commanders the capability to report and analyze active and reserve, officer and en-
listed, Transition GPS data via ad hoc and standardized reports down to the unit
level. Most importantly, the fleet has included TAP compliance as a criterion for the
annual “Golden Anchor” retention award, which recognizes commands with excep-
tional Sailor retention programs.

Guidance and Training
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Navy leverages an extensive professional network to keep the fleet informed about
new policy changes and Transition GPS implementation challenges. TAP staff work
with fleet engagement teams to coordinate with, and provide training to, Command
Career Counselors worldwide on procedures, policies, new aspects of Transition
GPS, and TAP reporting requirements, to ensure Sailors are afforded a viable plan
for transition to civilian life. Coordinating efforts with Fleet and Force Career Coun-
selors, Navy also provides pertinent information to the fleet through a series of mes-
sages and emails, a transition webpage, and Plain Talk for Sailors bulletins.

Military Life Cycle Transition Model

TAP incorporates career readiness and transition preparation into the entire con-
tinuum of a Sailor’s career. In the past, transition and preparation for the civilian
workforce occurred late in a Sailor’s military service - just prior to separation.
Under this enhanced program, these concepts are incorporated earlier to ensure that
counseling, assessments, and access to resources that build skills or establish cre-
dentials, occur earlier in a Sailor’s military career.

Navy leverages the Navy Retention and Career Development program, designed
to improve Sailors’ ability to achieve their professional goals, to facilitate the mili-
tary life cycle. Individual Career Development Plans are created, based upon Career
Roadmaps for each enlisted rating, with assistance from Navy Command Career
Counselors. Rating Roadmaps include information on skill training, job description,
personal and professional development, Career Development Boards, Navy qualifica-
tions and certifications, civilian occupations, Navy Credentialing Opportunities On-
line (Navy COOL), United Services Military Apprenticeship Program (USMAP), Pro-
fessional Military Education (PME), and Voluntary Education.

Navy incorporates aspects of the Transition GPS curriculum into our Career De-
velopment Boards, which are routinely held during key points in a Sailor’s career.
Aligning these key activities with pre-determined “touch points” facilitates individ-
ualized attention, together with instruction, resources, and services to build the
skills necessary for each Sailor to meet their professional goals throughout their
military career and beyond. Additionally, embedding touch points across the mili-
tary lifecycle is particularly helpful in addressing at-risk Sailors who may require
a higher level of support in meeting their goals. For example, we ensure that Sail-
ors:

(1) are registered for, and know about, eBenefits, a joint VA/Department of De-
fense (DoD) web portal that provides resources and self-service capabilities to vet-
erans, Service members, and their families; to research, access, and manage their
VA military benefits and personal information;

(2) are informed about VA benefits for which they are eligible while serving on
active duty, as well as after they depart the service as Navy veterans; and

(3) understand the importance of maintaining their personnel records, and obtain-
ing credentials and certifications they have earned for skills obtained while serving
in the Navy.

The Career Development Program is a key component of transition. Essentially,
a Sailor’s Individual Career Development plan becomes their Individual Career
Transition Plan.

Education and Credentialing Opportunities

While serving on active duty, Sailors are encouraged to take advantage of pro-
grams that acknowledge military training and experience. Navy COOL supports
Navy’s career development and transition programs by helping Sailors gain civilian
certifications and licenses for skills or academic degrees acquired during their serv-
ice. This helps translate each Sailor’s military training and experience into concrete
documentation that prospective employers can easily recognize, and which dem-
onstrates that a Sailor’s skills are commensurate with, or exceed, those of their civil-
ian counterparts. At least one certification is currently available in each of the 81
Navy enlisted ratings, as well as collateral duty and leadership occupations, with
over 1,900 credentialing opportunities. Since program inception in October 2007,
Navy COOL has provided support on over 165,000 certifications and licenses for
over 55,000 Sailors in every enlisted rating and pay grade. Navy also participates
in the USMAP, which is a formal military training program that provides Sailors
the opportunity to improve their job skills and complete civilian apprenticeship re-
quirements while on active duty.

In addition to the aforementioned programs, Navy funds educational opportunities
that enhance post-military job-ready skills, and encourages transitioning Sailors to
take full advantage of their GI Bill, and other education benefits, while serving on
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active duty. Many Sailors are enrolled in college, and some have already earned col-
lege degrees. Those interested in pursuing their education goals are strongly encour-
aged to attend the specialized Accessing Higher Education or Career and Technical
Training track. Specifically, Sailors are briefed on these tracks during Transition
GPS workshop, and required Pre-separation Counseling.

Employment Skills Training

Navy encourages commanders, commanding officers and officers-in-charge, when
operational commitments permit, to authorize eligible Sailors to pursue employment
skills training during their final 180 days of active duty service using the DoD
SkillBridge initiative. Navy has 16 programs with eight additional programs in the
planning stages for fiscal year 2018. As of June 2017, 158 Navy personnel have com-
pleted SkillBridge programs with a job placement rate of 65 percent.

Programs such as Onward-to-Opportunity (O20) provide up to eight weeks of
training for in-demand fields such as cybersecurity and software engineering. The
020 program is hosted at three Navy locations (Norfolk, VA; Jacksonville, FL; and
San Diego, CA) with plans to expand. Navy is partnering with Microsoft and Ama-
zon to provide employment skills training programs for fiscal year 2018, at various
locations throughout the Navy enterprise, such as Gulfport, MS; Pensacola, FL; and
Ventura County, CA.

Veterans-in-piping (VIP) Pre-Apprenticeship at Naval Station, Norfolk, is consid-
ered a best practice program for DoD SkillBridge. The VIP is designed to fill a crit-
ical workforce need for welders in the Norfolk and Hampton Roads, VA, area and
involves 18 continuous weeks of full-time classroom and on-the-job training sessions.

Government Accountability Office (GAO) Report

Navy largely concurs with recommendations included in the draft GAO Report:
“Transitioning Veterans - DoD Needs to Improve Performance Reporting and Moni-
toring for the Transition Assistance Program,” and already has several programs in
place to support them, such as TAP requirements compliance-reporting at the unit
level. With regard to the specific GAO recommendations:

GAO Recommendation 1: We recommend that the Secretary of Defense publicly
report DoD’s performance and career readiness attainment for all TAP-eligible serv-
ice members and members of the National Guard and Reserve rather than exclude
those for whom data are missing or clarify the extent of missing data.

Navy monitors compliance for Sailors with complete transition data and those
with missing data, and continues to work to reduce the prevalence of missing data.
We continue to see improvement in our Sailors meeting Veterans Opportunity to
Work to Hire Heroes (VOW) Act requirements compliance. In fiscal year 2017, from
October to August, total VOW Act compliance for Navy active and reserve Sailors
was 84 percent. Naval Audit Service is conducting an audit of TAP reporting to as-
sist us in our compliance efforts.

GAO Recommendation 2: We recommend that the Secretary of Defense monitor
and report on the extent to which service members participate in TAP within pre-
scribed timeframes.

Navy will work with OSD to monitor and report Sailor completion of TAP require-
ments with the goal of driving earlier completion of TAP requirements and cap-
turing short-notice separation data. Additionally, with the electronic Pre-Separation
Counseling Checklist (DD Form 2648) and the TAP tracking system that we re-
cently introduced, commanders have new tools to ensure compliance.

GAO Recommendation 3: We recommend that the Secretary of Defense monitor
and report on the extent to which service members who elect to receive supple-
mentary 2-day classes are able to receive training.

Navy policy mandates Sailor participation in these 2-day classes if required for
a Sailor to meet his or her specific career readiness standards.

GAO Recommendation 4: We recommend that the Secretary of Defense monitor
and report on the extent which service members attend TAP in a classroom setting
unless allowed by regulation to participate online.

Navy is committed to providing in-person, instructor-led, training as the primary
means of delivery, as evidenced by the 1,300 classes attended by over 42,000 Sailors
this fiscal year.

GAO Recommendation 5: We recommend that once DoD monitors and reports
data timeliness, 2-day classes, and the use of online TAP, enable unit commander
and high-level commanders to access this information to help ensure the specific
units they oversee and are compliant with all TAP requirements.
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Navy has an information system in place to allow commanders to monitor TAP
requirements compliance, and will continue to enhance this capability as the means
to collect and track any new requirements.

GAO Recommendation 6: We recommend that the Secretary of Defense seek
ways to minimize the subjectivity involved in career readiness determinations, par-
ticularly when judgements are involved, such as the quality of the individual transi-
tion plan and the resume. This could include developing guidance on training that
provides quality standards for assessing readiness materials.

Navy will work with partner agencies to minimize subjectivity, for instance, by
developing guidance on quality standards. Our Fleet and Family Support Center
staff is trained in career readiness standard items, such as resume-writing, and
hosts the Capstone event to review career readiness standards. Agency partners also
are available to assist Sailors and commanders.

We recognize that there is more to be done, and look forward to working with the
Office of the Secretary of Defense, the other Uniformed Services, and partner agen-
cies, to refine and improve the DoD transition process.

Conclusion

Thank you for the opportunity to discuss Navy TAP and our continuous efforts
to improve support for transitioning Navy veterans, in close cooperation with inter-
agency partners. Each Sailor who selflessly serves our Nation in the all-volunteer
force has earned our unwavering commitment to ensuring they possess the tools
that position them for success as they transition, and as they continue serving our
Nation as honored and distinguished veterans.

We appreciate your steadfast support for all Navy men and women - active, re-
serve and veteran - and for the programs you authorize that sustain them, and their
families, during and following their distinguished careers of voluntary service to the
Navy and our Nation.

———

Prepared Statement of Brigadier General Kathleen A. Cook

For the past 70 years, the Total Force Airmen of America’s Air Force have been
breaking barriers as members of the finest joint warfighting team in the world.
America’s Airmen are highly trained and ready to fly, fight and win our nation’s
wars; however, these remarkable warriors and their families are feeling the strain
associated with 26 years of ongoing overseas contingency operations, disaster relief
missions, and funding constraints. As we look to the future, we continue to focus
on our primary goal of supporting Air Force and Joint missions, as well as preparing
our Airmen for a successful civilian life after transitioning from military service. Air
Force leadership remain fully engaged and firmly committed to accomplishing these
aims.

Since the Air Force last appeared before Congress to discuss the Program in 2015,
we have steadfastly focused on continuously improving support to our transitioning
Airmen and their families in accordance with the Veterans Opportunity to Work to
Hire Heroes Act of 2011. Our redesigned curriculum directs completion of mandated
TAP activities for all eligible service members. Compliance requires completion of
a pre-separation counseling that for retiring members can be scheduled 24 months
before retiring, and for separating Airmen can attend up to 12 months beforehand.
Additional mandated activities include the Department of Labor Employment Work-
shop, Veterans Administration Benefits Briefings I and II, and the commander or
gesignee approved Capstone review that verifies Career Readiness Standards have

een met.

Furthermore, we instituted a waiver for National Guard and Reserve Airmen to
relieve repeated Program attendance requirements following each 180-day tour of
active duty if they are immediately returning to active duty (i.e. subsequent 180-
day tour) or are guaranteed follow-on civilian employment. These actions illustrate
our commitment to the readiness of our Airmen, as well as to continuously improv-
ing and refining our Transition Assistance Program.

The 2017 Government Accountability Office study identified six recommendations
to improve transparency in reporting Program participation rates and monitoring
participation timeliness and access to supplemental 2-day tracks, among other
items. We concur or partially concur with five of the six recommendations.

Specifically, we did not concur with the recommendation for the Department to
monitor and report on the extent to which Service Members who elect to participate
in supplementary 2-day tracks are able to receive training. The Air Force focuses
on ensuring transitioning Airmen meet Career Readiness Standards, and the addi-
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tive 2-day tracks were developed and made available on a voluntary basis to assist
Airmen and supplement the Standards.. The additional 2-day tracks are electives
available for all Airmen via a classroom setting and online through Joint Knowledge
Online. While the Department does track the 2-day class attendance, we would like
to highlight that Standards attainment is the overarching goal. That said, we will
work with our partners to identify whether access or availability barriers exist to
Airmen who desire to attend the optional 2-day tracks.

Additionally, we partially-concurred with the study’s recommendation that the
Department publicly report performance and career readiness attainment for all
Program-eligible Total Force Airmen rather than exclude those for whom data are
missing, or clarify the extent of the missing data. We acknowledge our participation
rate information collection system lacked the fidelity to account for all Program-re-
lated data, resulting in missing data on some Airmen who may or may not have
completed requirements. Specifically, our FY16 Agency Priority Goals performance
measures provided to the public did not provide a clear explanation regarding the
exclusion of the missing separation data from the reported performance totals. It
was never our intent to misrepresent the Act’s reported performance measures.
Therefore, in FY17, we addressed the missing and unknown information concern by
submitting language with the Office of Secretary of Defense’s Agency Priority Goals
performance measures data. Our intent is to ensure a clear description of the extent
of the missing and unknown data is included along with the reported compliance
rates for appropriate context. We are also working to reduce the occurrence of miss-
ing and unknown information and to improve our ability to track critical data re-
quired to validate the Act’s compliance for all transitioning Airmen.

Lastly, we partially concurred with Government Accountability Office’s rec-
ommendation that the Department provide commanders access to timeliness, 2-day
tracks, and the use of online Transition Assistance Program data. We partially con-
curred because we agree this is useful information for installation command leader-
ship; however, it is already provided to commanders regularly through our Airman
and Family Readiness Centers.

As we continue to look for every opportunity to improve transition assistance for
our Total Force Airmen and their families, we acknowledge tracking participation
in the Program is valuable for ensuring Airmen receive effective transition assist-
ance. The Air Force currently has the ability to retrieve data documenting when an
Airman begins the Program process (via the Pre-Separation/Transition Counseling
signature date) and his or her separation date to validate timeframe compliance.
However, currently collected information will not allow for parsing out Airmen with
short-notice separations (i.e., medical evaluation board decisions, disciplinary rea-
sons, etc.) who could not adhere to the prescribed timeframes. The capability to ex-
tract such information is critical for proper interpretation of the data and use of this
data for future Program improvements. We will research the information technology
requirements and associated costs to procure this capability as we continue to work
to improve our Program compliance.

In addition to improved data reporting, the Air Force continues to change its
Transition Assistance Program culture by embracing a “begin with the end in mind”
framework. We recognize some Airmen will transition to civilian life before retire-
ment eligibility and we prepare our Airmen for civilian life from the start of their
military careers. We do this by leveraging our existing professional development
programs as touchpoints in the Military Life Cycle Transition model along with en-
couraging greater cooperation between the various offices collaborating on transition
initiatives. For example, for years, enlisted Airmen have been required to attend the
First Term Airmen’s Center program at their first permanent duty station. During
this multi-day program, Airmen are introduced to many topics—including profes-
sional development opportunities and a four-hour financial readiness lesson, which
includes developing a personal budget to help foster financial success, and ulti-
mately mission readiness. Airmen are also introduced to the Military Life Cycle,
which showcases how transition assistance information will be addressed through-
out their career. Our Transition Assistance Program’s Military Life Cycle
touchpoints also include reenlistment, deployment, and permanent change of station
counselings as well as off-duty education briefings and professional development in-
formation sessions. All aspects are designed to help prepare Airmen for success in
the civilian sector after transitioning from military service.

CONCLUSION

Airmen and their families serve, dedicated to answering our nation’s call, making
sacrifices for the good of the mission. We do everything we can to foster their suc-
cess while in uniform, as well as during their transition from the military. Invest-
ments in them are inextricably linked to the Air Force’s ability to recruit, train, de-
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velop, support and retain a world-class, all-volunteer Force. The Air Force remains
committed to ensuring Airmen are ready for the challenges and opportunities of ci-
vilian life and we extend a great deal of gratitude to our private sector partners in
supporting the ease of transition. With continued Congressional backing and the col-
lective commitment of our interagency partners and Air Force leadership, we will
ensure America’s Total Force Airmen are ready when they transition to the private
sector.

———
Prepared Statement of Brigadier General Kurt W. Stein

INTRODUCTION

Chairman Arrington, Ranking Member O’Rourke, and distinguished Members of
the Subcommittee, it is my privilege to appear before you today to provide an up-
date on the Marine Corps’ Transition Readiness efforts. Your Marine Corps is by
far the smallest military service in the Department of Defense, yet, by design, sepa-
rates a much higher percentage of its force each year. Therefore, it is imperative
that we ensure our Marines have the right preparation to reach personal goals and
effectively translate their military experiences to a successful civilian life.

BACKGROUND

The Marine Corps’ Transition Readiness Program is a comprehensive transition
and employment assistance program for Marines and their families, emphasizing a
proactive approach that enables Marines to formulate effective post-transition entre-
preneurship, employment, and educational goals. It provides Marines and their fam-
ilies with the tools and resources needed to complete Department of Defense (DoD)
directed Career Readiness Standards (CRS). Overall, our efforts help ensure that
Marines are prepared for their transition from military to civilian life.

The Marine Corps’ Transition Readiness Program incorporates a life cycle ap-
proach, called the Marine For Life Cycle (M4LC). The M4LC allows Marines to
proactively gain awareness of career readiness preparations through nine defined
action points throughout their military career. These action points are: (1) First Per-
manent Duty Station, (2) Re-enlistment (3) Promotion, (4) Deployment/Redeploy-
ment, (5) Permanent Change of Station, (6) Mobilization/Demobilization, (7) Major
Life Events, (8) Separation/Retirement/Deactivation, and (9) Veteran. In further
support of the M4LC, there is a dedicated website featuring the M4LC infographic,
with action point checklists containing “Things to Do” and “Things to Know” to as-
sist Marines in being proactive throughout their military career.

In three of the nine action points, we ask Marines to devote significant time and
energy to their transition readiness:

e Personal Readiness Seminar (PRS). Four-hour seminar for Marines upon arrival
at their first permanent duty station. The curriculum provides an overview of
Personal & Professional Development services, as well as financial topics such
as banking and financial services, saving and investing, the Blended Retirement
Syitem (BRS), living expenses, understanding debt, and service members’
rights.

e “Your Readiness” Training. Online training hosted through our MarineNet por-
tal that provides an overview of Personal & Professional Development services,
reenlistment process, transition process, and the Individual Transition Plan. As
an element of “Leading Marines,” this training is required for promotion to Cor-
poral. In FY17, 32,188 Marines completed this training.

e Transition Readiness Seminar (TRS). A week-long program consisting of a
standardized core curriculum to include Resilient Transitions, Military Occupa-
tion Specialty Crosswalk, Department of Labor Employment Workshop, Depart-
ment of Veterans Affairs Benefits I and II Briefs, and Financial Planning.

Additionally, the Marine Corps provides Skillbridge programs to provide career
skills that connect military talent to in-demand careers in fields such as Trade
Skills, Information Technology, Project Management, and Commercial Driver’s li-
censing opportunities. Service members may participate in these programs within
180 days of their transition.

Lastly, Marines are introduced to the Marine For Life Network, which facilitates
the reach back and support to Marines and Marine veterans by identifying opportu-
nities and exposure through our virtual LinkedIn and Facebook online community.
Overall, the Marine For Life Network’s online presence has experienced a 70 per-
cent increase in social media subscribers since April 2016.
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VOW ACT COMPLIANCE AND IMPROVEMENTS

The Marine Corps carefully monitors our “VOW to Hire Heroes Act (VOW Act)”
compliance rate. In FY17, total VOW Act compliance from October 2016 to August
2017 for all Marines was 73 percent for Active Component and Reserve Component.
The percentages are based on the number of Marines who completed Pre-separation
Counseling, VA Benefits, and the Department of Labor Workshop. Missing informa-
tion for all eligible separating Marines remains a concern, and the Marine Corps
will continue to seek answers to the causes and develop solutions for the Total Force
that will increase VOW Act compliance.

e DoDTAP eForm. Effective 7 November 2016, the Transition Assistance Program
(TAP) Electronic (eForm) and Enterprise Database was deployed DoD-wide.
This combined the DD Form 2648/-1 and DD Form 2958 into a single electronic
DD Form 2648 to ease the transition process and improve data collections ef-
forts. This database currently serves as the single authoritative source for all
transition data, streamlining the data collection process for measuring VOW Act
and CRS compliance, while creating efficiencies throughout the transition proc-
ess. This has contributed to the steady increase in compliance for the Marine
Corps as a fully functioning electronic process versus the previous paper-based
system.

e Personal Readiness Seminar (PRS). Having conducted this course for the past
two years, we are starting to get feedback on the efficacy of this program. We
reach back to participants annually and have found that our Marines are using
principles taught in PRS to take advantage of opportunities aboard installations
(i.e. financial and education counseling, credentialing, tuition assistance, etc.)
and maintain their personal financial wellness.

e Virtual Training Tools. The Marine Corps has established an online tool kit
through the Transition Readiness Program Sharepoint portal to support Com-
mander’s, Unit Transition Coordinators, and installation service providers. Ma-
terials in this portal include training materials, policies, inspections guides,
checklists, and links to other resources in order to aid Commanders efforts in
supporting their Marines successful transition.

e Command Profile. Currently there are tracking mechanisms in place to identify
completion and timeliness of PRS, TRS and Capstone for Marines. In addition
to this capability, the Marine Corps is integrating a dashboard in the Command
Proﬁée system that will provide current VOW Act compliance rate to all com-
mands.

GAO TAP RECOMMENDATIONS

The Marine Corps currently provides DoD with all prescribed data and will con-
tinue to collaborate on the respective DoD working groups to improve metric per-
formance and provide any additional metrics required. With the advent of the
eForm, we expect to be able reduce our gap with regard to missing data, therefore
increasing compliance rates.

Tracking Marines participation in TAP is valuable for ensuring Marines are pre-
pared for their transition. In order to improve the timeliness of Marines participa-
tion in TAP, the Marine Corps has made the Transition Readiness Program part
of the Inspector General of the Marine Corps’ 37 Critical or Requiring Evaluation
programs. This process includes a checklist identifying key items as part of the for-
mal inspection, to include timeliness for the achievement of TRS and Capstone. Ad-
ditionally, a separate tracking system within the Marine Corps has been imple-
mented to track these two milestones.

Current Marine Corps policy directs Commanding Officers to allow Marines the
opportunity to attend the voluntary 2-day track programs in addition to the TRS.
Along with TRS, and programs like Skillbridge, the 2-day track programs offer Ma-
rines the option to increase their knowledge in desired post transition subjects. For
FY17, these post transition subjects included the Career Technical Training Track
(158 sessions with 334 participants), Boots to Business (130 sessions with 642 par-
ticipants), and Accessing Higher Education (248 sessions with 1,354 participants).

The Marine Corps requires Marines to attend TAP in a classroom setting unless
the Marine’s duty station is more than 100 miles away from a transition service pro-
vider’s installation or if he or she is incarcerated. Commanders are authorized to
utilize Operations and Maintenance funds to support travel to a transition service
provider. In all cases, authorization of an alternative virtual curriculum has to be
approved by local supporting transition staff prior to completion.

In the Marine Corps the first stage of Capstone review is conducted by trained
and credentialed civilian transition staff who use the electronic DD Form 2648 as
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the guide to conduct important transition conversations with transitioning Marines,
as well as to capture the outcome of those conversations for use by Commanders
during the final stage of the Capstone process. Upon completion of Capstone review,
the Commander (or designee) conducts the final interview and, if necessary,
handover to inter-agency partners or back to the transition readiness staff for fur-
ther support. Additionally, for new staff, we provide a Capstone quality review guide
to assist and supplement the review of CRS. For Marines who are in geographically
isolated locations, virtual Capstone review is provided by Marine Corps transition
readiness staff to complete the process.

CONCLUSION

Overall, the Marine Corps is proud of our Transition Readiness Programs. Our
efforts result in an innovative program that meets the needs of our Marines and
their families as they progress through their military life cycle and helps them tran-
sition successfully to civilian life. By providing these tangible learning or experi-
enced based opportunities throughout the Marine for Life Cycle, we enable Marines
and their families to be more effective and more ready for a successful transition
from the Marine Corps. Nevertheless, we are always working with DoD and our Sis-
ter Services to assess our programs and make improvements, including leveraging
new IT systems to improve participation and compliance with the VOW Act.

Marines are the foundation of our Corps and are our most precious asset. They
are proud of what they do. They are proud of the “Eagle, Globe, and Anchor” and
carry this ethos with them as they transition from the Corps. By ensuring that we
take care of all Marines and their families, we fulfill our responsibility to keep faith
with the honor, courage, and commitment they have so freely given.

Thank you for the opportunity to present this testimony.

——

Statements For The Record

ACCELERON LEARNING ON DoD TAP
To the Honorable Members of the Economic Opportunity Sub-Committee:

We've been invited by Chairman Arrington and Ranking Member O’Rourke to pro-
vide feedback on potential improvements to DoD TAP.

Our organization, Acceleron Learning, teaches life skills - career, financial, legal,
and personal wellness - in over 350 organizations around the U.S. Our products are
used by K-12, higher education, correctional institutions, and business organiza-
tions - and we specialize in helping people manage life transitions.

Of particular note, we offer highly effective transition assistance curricula to
around 50,000 offenders in state prisons annually (www.acceleronlearning.com/con-
duits/). While situational factors differ, the needs of offenders re-entering civilian
life are quite like the needs of servicemembers in transition.

After conversations with Rep. Arrington’s and Rep. O’'Rourke’s staffs, we were en-
couraged to offer feedback on DoD TAP, given our particular expertise.

The feedback points below make reference to our Re-Entry Roadmap product,
which is used by offenders. Attached to this letter is a supporting slide presentation
about the Re-Entry Roadmap. This product is very user friendly, portable, and
consumable. We believe it serves as a helpful illustration.

Our feedback is based upon review of publicly available information about DoD
TAP. We see opportunities for improvement in three distinct areas:

1. Specificity of Guidance - While the Individual Transition Plan provides rea-
sonably good detail on the “whats” of transition (family needs, benefits, financial
needs etc.) it does not provide specificity of guidance on the “hows”. For example,
a prompt in Section I A reads “Assess impact of individual/family requirements on
relocation options (e.g. quality of schools, availability of medical care, spouse em-
ployment etc.).” To this end:

e How does one assess the quality of schools? Or availability of medical care? Or
the sufficiency of spouse employment?

e What is a step-by-step process to remediate these kinds of issues?

e What specific personal information will be required to bring closure to these
issues?

e Finally, what resources are available (likely web-based) to aid in research?
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Across a wide variety of audiences (college students, offenders etc.) we have found
that most people fail in transition because they lack very specific guidance on the
“hows.” Oftentimes, far too many assumptions are made about a person’s critical
thinking skills, ability to parse issues, ability to understand process/sequencing, and
ability to conduct research.

The DoD TAP would benefit greatly from a significant investment in unpacking
the “hows” for the various ITP elements, especially those not directly related to
one’s career. It would also benefit from a systematic inventory of the “whats” to en-
sure the right items are included at the proper level of detail.

The format of our Re-Entry Roadmap activity cards and timeline offers a concise,
yet thorough inventory of the “whats” and the “hows” for offenders. Further, our
reentryhelp.com resource portal offers an example of topically organized research
tools.

2. Whole-Family Adjustment - While the DoD TAP references spousal participa-
tion in its career path programming, it does not seem to address the highly likely
shift in roles between the spouses when the servicemember begins a civilian job. In
fact, the entire family - spouse, children, extended family/supporters - may take on
new roles and responsibilities following the transition.

Educating the whole family on the dynamics of the transition, as well as equip-
ping them with specific skills related to the transition, will help them to better sup-
port and encourage one another. A servicemember is likely to feel overwhelmed by
the (seemingly) individual burden of managing the many moving pieces, but it
doesn’t have to be this way.

For example, we offer video lectures on over 120 topics in career, financial, legal,
and personal wellness education which are relevant to enabling success of the whole
family. The DoD TAP would benefit from similar content, or at least, from content
that speaks directly to the needs of the spouse and family.

Servicemember Workforce Integration - The March 28, 2017 Wall Street
Journal included an article titled: “Hiring Veterans Is Easy, Keeping Them Is
Hard,” which unpacked the need for cultural acclimation to civilian work environ-
ments.

This kind of cultural literacy is akin to our work with postdoctoral students who
have spent years in the lab, away from the day-to-day of workplace environments.
Key to their success is simulating the kinds of teamwork, personality, leadership,
and work styles that they will eventually encounter in a professional setting. The
WSJ article reports that private industry is designing specific training to address
this issue for veterans, and DoD TAP would do well to incorporate more of the same.

If we can be of any assistance in the future development of DoD TAP, please let
us know.

We commend the good work of DoD TAP to date, and thank you for reviewing
this statement.

Best,

Ryan Jackson

CEO - Acceleron Learning
rjackson@acceleronlearning.com
(915) 203-2362

————

VETERANS EDUCATION SUCCESS (VES)

Chairman Arrington, Ranking Member O’Rourke, and Members of the Sub-
committee:

Veterans Education Success (VES) appreciates the opportunity to share its per-
spective on the Review of the Interagency Transition Assistance Program and the
Need for Enhanced Outcome Measurements.

VES is a non-profit organization focused on protecting the integrity and promise
of the GI Bill and other federal educational programs for veterans and
servicemembers.

We appreciate the committee’s desire to look at the Transition Assistance Pro-
gram (TAP) and the need for outcome measures. Ensuring a seamless transition
from military service into the civilian workforce is paramount to the long-term suc-
cess of the veteran. While much has been accomplished in this area, much is still
left to be done. We believe the TAP program should be viewed as a way to improve
veteran outcomes by enhancing its ability to help transitioning service members
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make the best use of their GI Bill benefits. With that goal in mind, we recommend
the following five improvements:

1. Start the Transition Assistance Program earlier on in the military
lifecycle. As service members prepare to transition out of the military, their focus
is on their basic necessities, such as identifying a place of residence and addressing
the reality of a significant change in their day-to-day living. The current timing of
TAP classes, as servicemembers are trying to walk out the door, is not scheduled
well to capture their attention. In addition, because many servicemembers start to
use their benefits while still in the service (such as using GI Bill “top up” or select-
ing a college for Defense Department Tuition Assistance and then staying with that
college for the GI Bill), VES believes that starting the discussion earlier in the mili-
tary life cycle will help the service member better retain the information and pro-
vides opportunity for them to take the time needed to identify institutions and de-
gree programs that will help them make best use of their benefits. As one former
officer told the previous Education Secretary, much of the content in the TAP cur-
riculum should really start during boot camp.

2. Improve Consumer Fraud Warnings.

The TAP curriculum needs stronger consumer fraud warnings. Servicemembers
and veterans are frequently targets of consumer fraud, from pay day lenders and
used car dealers located outside military bases, to financial companies that violate
Iél%lgaﬁ'y families’ legal rights, to bad actor colleges that prey on veterans for their

ill.

3. Ensure Those Providing Academic Advisement are from Neutral Par-
ties.

It is imperative that the trainers and instructors leading TAP classes provide
transitioning veterans with neutral, objective information, and with no vested inter-
est in where the service members choose to pursue higher education. For example,
some non-profit organizations sponsored by or representing for-profit college are re-
portedly trying to secure roles leading TAP classes with the goal of pushing veterans
to use their benefits at these schools. Having neutral advisors ensures the advise-
ment is focused on what is in the best interest of the student. Only government rep-
resentatives or veterans service organizations taking no funding from colleges
should lead these classes.

4. Remove Pay-to-Play Lists from TAP.

Currently, pay-to-play lists such as the “Military Friendly Schools” list and GI
Jobs magazine from Victory Media Corporation are being distributed in TAP classes.
FTC recently settled a lawsuit with Victory Media over their deceptive promotion
of schools that made the list because they paid to be on it. Distribution of these lists
in TAP classes instills a false sense of endorsement by the federal government and
consequently can cause a transitioning service member to choose a school that
leaves them with a useless degree that wasted their GI Bill benefits.

5. Align TAP Curriculum to the Real-Life Experiences of Service Members

The current TAP curriculum gives service members a laundry list of available re-
sources, but those “death by power point” presentations do not always resonate with
real life experiences. For example, VA briefings focus on health care, then benefits,
and then cemeteries but don’t answer why these benefits are important to the serv-
ice member. Courses should incorporate questions service members are asking
themselves, such as “how will I support myself” or “what do I do if I get sick” or
“how do I choose a school and degree program that will best meet my needs?” VES
believes TAP should be more “servicemember-focused” and less about the organiza-
tional hierarchy of each agency giving the briefings.

———

Questions For The Record

U.S. DEPARTMENT OF LABOR VETERANS’ EMPLOYMENT AND TRAINING
SERVICE

1. What does DOL consider a successful transition for a service member
leaving the Department of Defense (DoD)?

Response: DOL agrees with the DoD perspective that attainment of the Career
Readiness Standards (CRS) is one of the key objectives of TAP. Additionally, in line
with the TAP Evaluation Framework DOL considers the transition a success if the
veteran obtains employment, starts a business, or ispursuing education/training to
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secure a credential. As part of the 60-day taskfrom the HVAC EO Subcommittee,
the interagency partners are working collaboratively to refine the definition of suc-
cess.

la. What metrics does DOL use to measure this success?

Response: As part of the OMB approved Interagency TAP Evaluation Plan, DOL
tracks thefollowing outcome measures/indicators: amount of Unemployment Com-
pensation/or Ex-service members’ (UCX) benefit payments by service branch; per-
centage of unemployed post-9 111 veterans ages 18-24; and percentage of unem-
ployed post-9111 veterans ages 25-34. DOL collects data on three additional per-
formance metrics gathered at the 2,400 American Job Centers nationwide. These
three measures align with theperformance indicators prescribed in the Workforce
Innovation and Opportunity Act (WIOA) and are: the employment rate in the second
quarter after program exit; employment rate in the fourth quarter after program
exit; and median earnings in the second quarter after program exit. In partnership
with the Employment and Training Administration, DOL VETS collects data on all
WIOA- funded activities and canfilter out resultsfor those veterans or transitioning
service members who have gone through TAP. Theperformance measures above will
be calculated for only those WIOA participants who have gone through TAP.

2. Has DOL identified certain groups that are at higher risk for homeless-
ness, unemployment, or mental health issues during or after transition?

Response: In 2014, VETS defined Significant Barriers to Employment (SBE) as
an eligible veteran or eligible spouse who meets at least one of thefollowing criteria:
disabled or special disabled; homeless; long-term unemployed (at least 27 weeks in
the past year); ex-offender released in the past 12 months; lacking a high school di-
ploma or equivalent; or considered to be /ow-income. These categories were estab-
lished based on evidence-driven decisions sourced from Workforce Investment Act
data. The criterion of having at least one SBE is what allows a veteran to be served
by a Disabled Veterans’ Outreach Program (DVOP) specialist under the Jobsfor Vet-
erans State Grantsprogram.

Additionally, VETSfunds roughly 150 Homeless Veterans’ Reintegration Program
(HVRP) grantees per year. From the SBE definition, all of the participants served
under the HVRP are considered to have a significant barrier to employment.

2a. If so, is DOL tracking any specific statistics or metrics for those at
risk groups, and what are those statistics?

Response: The metrics collected for these at risk populations are the same as the
ones VETS collectsfor all veterans receiving services: employment in the second
quarter after exit; employment in thefourth quarter after exit; and median earnings
in the second quarter after exit. Collecting uniform peiformance metrics allowsfor
standardized comparisons across different programs. Thesepeiformance metrics are
publicly reported via the VETSAnnual Report to Congress; the latest version of the
report (FY 2016) can befound here: https:/www.dol.gov/vets/media/VETS FY16 An-
nual Re port to Congress.pd(

2b. Does DOL consider service members receiving a discharge other than
“Honorable” to be at higher risk for homelessness, unemployment, or men-
tal health issue when compared to the general transitioning population?

Response: DOL provides the DOL Employment Workshopfor all transitioning
service members regardless of type of discharge. DOL regularly provides the DOL
Employment Workshop to transitioning service members in military
correctionalfacilities. Additionally, those transitioning service members are referred
to the American Job Center (AJC) system for further assistance. This referral, or
warm handover, can beperson-to-person if the local AJC has a presence on or near
the installation, or by connecting the service members with the AJC nearest their
eventual transition destination. All transitioning service members who separated
under “honorable, “ or other than “honorable, “ conditions also receive Priority of
Service in all DOL-fimded orpartially-fimded programs at American Job Centers.

3. In her testimony, Ms. Margarita Devlin, Executive Director of Benefits
Assistance Service, Veterans Benefits Administration, the Department of
Veterans Affairs, spoke about collecting information on post- separation
outcomes. Does DOL plan to participate in crafting this survey?

Response: As a member of the interagency TAP Peiformance Management Work-
ing Group, DOL provided input to the VA on the post-separation TAP assessment
survey, and looksforward to seeing the results.
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3a. What outcomes and metrics will DOL be focusing on and measuring
in this survey?

Response: DOL willfocus on the survey results associated with the veterans’ em-
ployment status, nature of their employment, and the value/quality of assistance re-
ceived from DOL resources.

4. How does DOL evaluate the programs taught at TAP?

Response: DOL uses the resultsfrom the Transition GPS Participant Assessment
provided by DoD. The assessment collects demographic data and includes questions
to assess the quality of the course curriculum, course materials, facilitators,
andfacilities. The DOL Employment Workshop consistently receives high evaluation
scoresfrom participants, averaging 96 percent satisfaction on information learned,
98 percent on effectiveness of thefacilitators, and 95 percent on confidence gained
from the workshop. DOL uses theparticipant narrative comments to resolve issues
encountered at specific installations, and as inputfor the regular review and revision
of the workshop curriculum.

DOL VETS Federal field staff conducts regular site visits to the military installa-
tions in their respective states to evaluate the workshopfacilitators and meet with
the installation transition services personnel to address any site specific issues.

——

From Full Committee Ranking Member Tim Walz to U.S. Department of
Defense

Questions
Department of Defense (DoD)

1. With the increase utilization of the National Guard and Reserve forces, which
seems to be only increasing going forward, has DoD spent any time looking beyond
TAP and looking at the larger picture of employment for these soldiers, sailors, ma-
rines, and airmen when they return?

a. The Army is talking about 60+ days a year of collective training for some units,
with service members being required to do additional days for military schools nec-
essary for career advancement. That’s approaching a quarter of the year that these
service members will be in uniform. How is that affecting their employers and how
can the TAP program help with efforts to keep these service members employed?

b. We are hearing anecdotal evidence, as well as articles in the press, that em-
ployers are avoiding hiring Guardsmen and Reservists, or deciding against retaining
them. Does DoD see addressing this issue as an extension of DoD’s commitment to
help service members successfully transition off of active duty? Ifso, has DoD done
any data collection in this area?

c. Does DoD view unemployment of National Guardsmen and Reservists as a
readiness issue?

d. Has the Secretary taken any steps to mitigate the decrease in hiring and reten-
tion rates of National Guardsmen and Reservists in their civilian employment due
to the increased utilization of the Guard and Reserves - especially for those units
that will be doing 60+ unit collective training days a year?

e.Has the Secretary tailored transition policies specifically for National Guards-
men and Reservists? For instance, as any thought been given to allowing Guards-
men and Reservists to return home, get their feet under them and assess their situ-
ation during their terminal leave, and then take the TAPS classes during their yel-
low ribbon events?

2.Does DoD collect data on service member’s educational backgrounds before they
enter military service?

a.If so, how is that data used?

b. Does the DoD use data on service member’s educational background to identify
shortcomings that could hinder their transition to the private sector or to higher
education? Ifthese shortcomings are identified, how are they remedied?

3. How is Office of the Secretary of Defense (OSD) addressing the varied rates
of compliance among the services? In other words, is there a larger effort within
OSD to address the lower rates of compliance among the Navy and Marine Corps
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to bring them up to the 85% goal or is it left up to the individual services to deal
with?

4. Does the Secretary see it as a future recruitment issue if service members are
not successfully transitioned into civilian life?

5. The Government Accountability Office (GAO) study found very low rates of at-
tendance for the supplemental TAP courses on accessing higher education, career
and technical training, and entrepreneurship. There is concern that because these
courses are seen as optional, unit commanders are not allowing attendance of inter-
ested service members. Has OSD thought about mandating that service members
attend at least one of these currently supplemental programs to ensure their ability
to attend if they are interested?

a.From visits to military bases and asking service members about their transition
process, the Committee has heard that commanders are often unwilling to let serv-
ice members attend additional supplemental classes or repeat classes that service
members might feel like they need to repeat. Often the reason given is that the unit
is short-staffed and that the commander is unable to get a replacement for that
service member until they are out-processed from the military, so they need them
to continue training to hit readiness numbers. Have the services considered chang-
ing policy to allow the unit to request a fill for a service member they know is or
will be transitioning out?

b.Have the services considered manning units to be over 100% strength?

c.We have also heard troubling anecdotes of commanders telling their units to
sign in to their TAP classes so that their attendance is recorded but then to leave
and return to work without actually sitting through the class. And GAO reported
that unit commanders sometimes require their service members to work a full shift
after attending TAP class to make up for having attended TAP class. Have the serv-
ices looked at how DoD can better monitor and address deliberate subversion of the
rules?

d.How are commanders at the lower echelons being educated about the impor-
tance of preparation and TAP courses for a successful transition?

e.Have the services considered including transition numbers and metrics in com-
manders’ evaluations, similar to how they are evaluated on readiness?

6.The Army has focused on building Career Skills Programs (CSP) for
transitioning service members. Are similar programs being implemented in other
services through the SkillBridge program?

a.What is the current participation rate in CSPs (or CSP like programs) across
the services?

b.How is DoD measuring success in CSPs?

7.Has DoD identified certain groups that are at higher risk for homelessness, un-
employment, or mental health issues during or after transition?

a.Ifso, is DoD tracking any specific statistics or metrics for those at risk groups,
and what are those statistics?

b.Does DoD consider service members receiving a discharge other than “Honor-
able” to be at higher risk for homelessness, unemployment, or mental health issue
when compared to the general transitioning population?

8.Has DoD considered moving TAPs classes from the final year (or 18 months in
the case of a retiring service member) to a model that focuses on continual learning
within a service member’s military career?

9.From DoD’s perspective, what does a successful transition look like and what
metrics should be used to evaluate for that?

a.What follow-up does DoD conduct with service members after their transition?

b.What data does DoD need from Department of Labor and VA to improve transi-
tion programs?

10.When flag officers testify to Congressional Committees or conduct office calls,
are they encouraged or directed to attend with their senior enlisted advisor?

a.Would it be beneficial for Congressional Committees to hear testimony directly
from senior enlisted advisors?
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——
Requestors Rep Timothy J. Walz

QFR Title: Supplemental TAP Courses and Backfilling Transitioning Service Mem-
bers

Requestors: Rep Timothy J. Walz
Witness: Cook, Kathleen A
QFR ID: HVAC-01-005 QFR

Question Number: 5

Question: The Government Accountability Office (GAO) study found very
low rates of attendance for the supplemental TAP courses on accessing
higher education, career and technical training, and entrepreneurship.
There is concern that because these courses are seen as optional, unit
commanders are not allowing attendance of interested service members.
Has OSD thought about mandating that service members attend at lease
one of these currently supplemental programs to ensure their ability to
attend if they are interested? a. From visits to military bases and asking
service members about their transition process, the Committee has heard
that commanders are often unwilling to let service members attend addi-
tional supplemental classes or repeat classes that service members might
feel they need to repeat. Often the reason given is that the unit is short-
staffed and that the commander is unable to get a replacement for that
service member until they are out-processed from the military, so they
need them to continue training to hit readiness numbers. Have the serv-
ices considered changing policy to allow the unit to request a fill for a
sercie member they know is or will be transitioning out? b. Have the
services considered manning units to be over 100% strength? c. We have
also heard troubling anecdotes of commanders telling their units to sign
in to their TAP classes so that their attendance is recorded but the to
leave and return to work without actually sitting through the class. And
GAO reported that after attending TAP class to make up for having at-
tended TAP class. Have the services looked at how DoD can better mon-
itor and address deliberate subversion of the rules? d. How are com-
manders at the lower echelons being educated about the importance of
preparation and TAP courses for a successful transition? e. Have the
services considered including transition numbers and metrics in com-
manders’ evaluations, similar to how they are evaluated on readiness?

Answer: a. Members are assigned to their unit until they separate or retire. The
AF Personnel Center fills positions once the member is no longer assigned to the
unit. Commanders may authorize permissive temporary duty up to 20 days for
CONUS based members and 30 days for members stationed overseas within 180
days of separation/retirement for job or residence search. Additionally, members
may request terminal leave, so determining when a member will have their final
day at work is not trackable across the enterprise. Finally, for officers, Services
must manage to the Congressionally-mandated grade ceilings. b. The AF is unable
to man units over 100% and maintain Congressionally-mandated end-strength.
Students and transients are counted against Congressionally-mandated end
strength so we could not overman. Therefore, most Air Force Specialty Codes do
not have the inventory to support 100% manning across the enterprise. c. Air
Force installation level Transition Assistance Program Counselors monitor work-
shop participation to ensure service members’ full attendance through initial at-
tendance sign-in and course completion by signing sections IIT and IV of eForm
DD 2486 certifying compliance. For Service member who do not return to com-
plete all elements of the program, counselors inform the unit commander or his/
her representative for action and rescheduling as required. d. Understanding the
Air Force will implement 2017 GAO recommendations as directed by the Depart-
ment of Defense, we’re currently performing comprehensive upgrades to our TAP
processes based on the challenges with VOW compliance. Commanders at all lev-
els are being educated about the importance of preparation and TAP courses for
a successful transition through a variety of efforts. From providing annual train-
ing sessions for all readiness NCOs, to working with the Defense Manpower Data
Center to validate eligibility data and database accuracy, and seeking IT solutions
to add a “flag notification” to the system; all the way to changing out processing
checklists, messaging our AD and Guard/Reserve Force Support Squadrons, brief-
ing commanders, first sergeants and chiefs at our professional military education



78

and leadership courses and mandating Airman and Family Readiness Center Di-
rectors brief incoming commanders on VOW compliance within 30 days. We are
also adding text to Airmen monthly leave and earning pay statements to highlight
TAP requirements. Our commanders are being inspected in both the AD and
Guard/Reserve for compliance, and we’ve updated our AF instruction to stress
commander responsibility and accountability. And specifically to the Reserve com-
ponent, should all this still result in someone missing the opportunity to complete
TAP, AF Reserve Command is tracking every member and will bring members
back on active status to complete the training as needed. Across the board, we’re
focused on attaining 100% compliance and ensuring commanders at all levels are
being educated on the importance of service members full participation in transi-
tion assistance program. e. Air Force commanders are evaluated annually on the
performance of their day-to-day operations, readiness, compliance requirements
(to include TAP), exercises and audits. With this evaluation capability in place,
the Air Force does not see a need to specifically identify TAP compliance in com-
manders’ annual evaluations.

QFR Title: Career Skills Programs

Requestors: Rep Timothy J. Walz
Witness: Cook, Kathleen A
QFR ID: HVAC-01-006 QFR

Question Number: 6

Question: The Army has focused on building Career Skills Programs (CSP)
for transitioning service members. Are similar programs being imple-
mented in other services through the Skillbridge program? a. What is the
current participation rate in CSPs (or CSP like programs) across the
services? b. How is DoD measuring success in CSPs?

Answer: a. The Air Force developed policy and implemented a number of unified
outreach initiatives to create a streamlined program process, and ensure Airmen
are informed of SkillBridge programs. These outreach efforts include:

e An automated application to expedite and streamline the process.

e A marketing strategy to ensure program awareness among installations and
Service members.

e Targeted messages to Airmen within one year of separation and outreach to
commanders via e-mail messages and briefings.

e A standardized Vetting Checklist for Airmen, to ensure all training providers
and the program align with SkillBridge training policies.

o Partnerships at the local level, between installations and training providers.

e A comprehensive training program explaining SkillBridge policy and programs
for installation education counselors. Since the inception of the program in Au-
gust 2016, over 240 Airmen from 39 installations have enrolled in 43 different
Career Skills Programs.

The Air Force has three job skills training initiatives and is committed to expand-
ing these programs over the next year:

e Solar Ready Vets, conducted in partnership with Department of Energy, which
prepares Airmen for positons in the growing solar power industry;

e Hiring Our Heroes Corporate Fellowship Program, which provides transitioning
Service members with management training and hands-on experience in the ci-
vilian workforce; and,

e South Seattle College apprenticeship program, which combines on-the-job train-
ing with classroom work in skills supporting aircraft and construction indus-
tries. b. The Air Force measures success by the number of programs, the num-
ber of installations participating, the number of Airmen receiving and com-
pleting training. The Air Force also tracks placements when reported.

QFR Title: Flag and General Officers and Senior Enlisted Advsiors
Requestors: Rep Timothy J. Walz

Witness: Cook, Kathleen A
QFR ID: HVAC-01-010 QFR

Question Number: 10

Question: When flag officers testify to congressional committees or con-
duct office calls, are they encourage or directed to attend with their senior
enlisted advisor? a. Would be beneficial for congressional committees to
hear testimony directly from senior enlisted advisors?
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Answer: General Goldfein, our Chief of Staff, and Chief Master Sergeant Wright
our Chief Master Sergeant of the Air Force are keenly focused on revitalizing
squadrons. Gen Goldfein believes squadrons are the heartbeat of our Air Force
and we succeed or fail in our mission based on that squadron experience. And as
you know, at the center of that squadron experience is the commander. Trans-
lated, the well-being, resiliency and effectiveness of our Airmen and their families
is directly tied to the squadron and its leadership team. Successfully transitioning
our Airmen also depends on informed and engaged leadership. In my opinion, the
primary solution to improving VOW compliance is two-fold; first, it requires fully
educating our Total Force members on the requirement for TAP and second, Com-
manders and their Senior Enlisted leaders who support them are held accountable
for compliance as they are the critical links to ensure Airmen complete TAP. The
Air Force is always open to Senior Enlisted leaders’ participation in congressional
testimony and will take advantage of opportunities to include them in the future.

QFR Title: TAP for National Guard and Reserve

Requestors: Rep Timothy J. Walz
Witness: Lyons, Judd
QFR ID: HVAC-01-001 QFR

Question Number: 1

Question: With the increased utilization of the National Guard and Re-
serve forces, which seems to be only increasing going forward, has DoD
spent any time looking beyond TAP and looking at the larger picture of
employment for these soldiers, sailors, marines, and airmen when they re-
turn? a. The Army is talking about 60+ day aa year of collective training
for some units, with service members being required to do additional days
for military schools necessary for career advancement. That’s approaching
a quarter of the year that these service members will be in uniform. How
is that affecting their employers and how can the TAP program help with
efforts to keep these service members employed? b. We are hearing anec-
dotal evidence, as well as articles in the press, that employers are avoiding
hiring Guardsmen and Reservists, or deciding against retaining them. Does
DoD see addressing this issue as an extension of DoD’s commitment to help
service members successfully transition off of active duty? if so, has DoD
done any data collection in this area? c. Does DoD view unemployment of
National Guardsmen and Reservists as a readiness issue? d. Has the Sec-
retary taken any steps to mitigate the decrease in hiring and retention
rates of National Guardsmen and Reservists in their civilian employment
due to increased utilization of the Guard and Reserves - especially for thos
units that will be doing 60+ collective training days a year? e. Has the Sec-
retary tailored transition policies specifically for National Guardsmen and
Reservists? For instance, has any thought been give to allowing Guardsmen
and Reservists to return home, get their feet under them and assess their
situation during their terminal leave, and then take the TAPS classes dur-
ing their yellow ribbon events?

Answer: 1. Yes; DoD looks beyond the Transition Assistance Program (TAP) at the
larger picture of employment for members of the National Guard and Reserve
when they return to home station. For example, DoD’s Employer Support of the
Guard and Reserve (ESGR) program is supported by a network of more than
3,750 volunteers located across 50 states, U.S. Territories and the District of Co-
lumbia. Volunteers from small business, industry, government, education, and
prior military service bring a vast wealth of experience to supporting employers,
Service members, and their families. The ESGR staff and a small cadre of con-
tracted full-time support staff work to promote and enhance employer support for
military service in the National Guard and Reserve. The four ESGR missions exe-
cuted through 54 committees are:

o Employer Outreach: Promote a culture where all employers support and value
military service through education, recognition, and mediation.

e Military Outreach: Make Service members aware of their rights and respon-
sibilities under the law and the value of employer support and recognition.

e Employment: Increase career opportunities through strategic relationships with
employers, state and federal government partners, and professional associa-
tions.

e Ombudsman Services: Provide mediation for issues or conflicts between em-
ployers and Service members before they escalate. Another DoD program that
goes beyond TAP is the Department’s Yellow Ribbon Reintegration Program
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(YRRP). This DoD-wide effort promotes the well-being of National Guard and
Reserve members and their families, by connecting them with resources
throughout the deployment cycle. Commanders and leaders play a critical role
in ensuring that National Guard and Reserve Service members and their fami-
lies attend YRRP events where they can access information on healthcare, edu-
cation, employment, and financial and legal benefits. YRRP:

Provides education and supports the readiness of Service members of the unit
and their families for the rigors of deployment.

Implements reintegration curriculum throughout the deployment cycle that
builds resilience for current and future deployments.

Educates Service members and their families about resources available and
connects them to service providers who can assist them in overcoming the chal-
lenges of reintegration. ESGR and YRRP provide Service members information
about and referrals to programs, services, and employment assistance. The De-
partment is also part of a broader interagency effort to support transitioning
Service members. Service members attending TAP receive employment assist-
ance during the Department of Labor Employment Workshop (DOLEW), which
includes information on topics such as resume writing, networking, and job
search skills, to name a few. During the DOLEW Service members are also in-
formed about and strongly encouraged to register at one of the 2,500 Depart-
ment of Labor American Job Centers (AJC) located throughout the United
States. The AJCs provide resources for veterans and transitioning Service mem-
bers (including National Guard and Reserve members) after TAP. The AJCs
provide priority of service for veterans and eligible spouses in all qualified job
training programs. The Department of Labor Veterans’ Employment and Train-
ing Service provides funding for state and local Workforce Investment Boards,
public agencies, non-profit organizations (including faith-based and community-
based) and neighborhood partnerships to serve specific areas and populations
with proven effective and timely programs. The Jobs for Veterans State Grants
program provides Federal funding, through a formula grant, to 54 state work-
force agencies to hire dedicated staff to provide individualized career and train-
ing-related services to veterans and eligible persons with significant barriers to
employment and to help employers fill their workforce needs with job-seeking
veterans. la. Any time a member of the National Guard or Reserve spends time
away from their civilian job to perform their military duty, stress can result to
the employer, the Service member, and their family. DoD helps to mitigate that
stress through advance notification of military duty to the employer, encour-
aging continuous communication between the employer and Service member
through the ESGR and TAP. ESGR educates both employers and Service mem-
bers about their rights and responsibilities under the Uniformed Services Em-
ployment and Reemployment Rights Act (USERRA). It also provides informa-
tion and resources that mitigate the challenges employers and Service members
face during transitions to and from periods of military duty. ESGR will continue
to work closely with the Army National Guard and Army Reserve to identify
those employers who may be affected by any proposed Army National Guard
and Army Reserve enhanced readiness initiatives. ESGR staff actively supports
all Reserve Components (RC) to develop strategies and communication tools
that prepare employers for potential changes in training tempos. More than
3,750 ESGR volunteers located across the Nation stand by to conduct targeted
outreach to those industries and specific employers affected by units in any pro-
posed new training paradigm. Outreach efforts continue to focus on the value
RC members bring to the workforce, how the additional training may benefit
employers, and incentives available to employers for hiring and retaining RC
employees. In 2017, ESGR engaged more than 81,000 employers nationwide. 1b.
While anecdotal evidence and press coverage serve as important reminders of
the need to continue TAP and ESGR’s outreach and education efforts, the De-
partment’s data collected via the Status of Forces Survey-Reserve Component
shows a downward trend in overall employment issues. The 2016 survey reports
69 percent of RC members’ employers favor their RC member’s continued par-
ticipation in RC service, up from a baseline of 56 percent in 2000 and a post-
9/11 low of 59 percent in 2005. When asked about their co-workers’ view of their
RC service, members reported a 73 percent rate of support, up from a baseline
of 59 percent in 2000 and a post-9/11 low of 67 percent in 2005. The 2017 Sta-
tus of Forces Survey-Reserve Component is being prepared for distribution and
will contain the same series of employment-related questions from previous
iterations. lc. Yes. The Department views civilian employment as one of the pil-
lars of RC members’ readiness. DoD cannot retain RC Service members and
maintain the level of readiness required in the current operational environment



81

without them having stable and fulfilling civilian employment. The latest num-
bers from the Bureau of Labor Statistics (BLS) show a downward trend in post-
9/11 veteran unemployment. The November 2017 BLS report shows an unem-
ployment rate of 3.6 percent among that population, down from 4.7 percent in
November 2016. 1d. Through ESGR and YRRP, the Department provides em-
ployment information and resources to RC members and their families,
leveraging partnerships inside and outside of government. Working with gov-
ernment agencies (e.g., the Department of Labor Veterans’ Employment and
Training Service) and private sector organizations (e.g., the Society for Human
Resource Management), these programs help connect potential employees with
employers and mentors. ESGR works directly with the Army National Guard
and Army Reserve employment programs such as the Employment Support Pro-
gram and Public-Private Partnership, to support their efforts. YRRP receives
Congressional funding which is disbursed by the Department to fund state-
based RC employment programs under the Department’s “Beyond the Yellow
Ribbon” initiative. DoD informs these initiatives by ongoing communication
with RC leaders at the national and state level, and places special emphasis on
units impacted by increased training requirements. ESGR conducts numerous
employer-oriented events such as ‘bosslifts’ on military aircraft or ships that in-
crease employer understanding of Service member/employee requirements.
‘bosslifts’ bring employers to military duty locations around the nation to show
them the training their employees receive. For example, ESGR is planning a
‘bosslift’ in support of the Tennessee Army National Guard’s 278th Armored
Cavalry Regiment rotation to the National Training Center in May 2018. Em-
ployers from Tennessee will travel via military aircraft to Fort Irwin, CA, to see
their employees in action, learn about their mission, and understand the impor-
tance of the role they play in our national security. Additionally, ESGR helps
facilitate communication between employers and the appropriate military au-
thority for the Service member in order to discuss any concerns over the timing,
frequency or duration of military duty. le. Title 10, United States Code (U.S.
Code) mandates transition requirements be completed while in a full-time Title
10 active duty status. Conducting TAP during Yellow Ribbon Reintegration Pro-
gram events would not be in compliance with Title 10, U.S. Code, as these
events occur after a Service member leaves full-time Title 10 active duty status.
Apart from noncompliance with current statute, the Yellow Ribbon events as
currently programmed (approximately 2 ° days in length over a weekend) sim-
ply do not provide sufficient time for RC Service members to complete all TAP
requirements. To expand Yellow Ribbon events to include TAP would also keep
RC Service members away from work or school even longer after their return
from deployment or activation. However, DoD has tailored transition policy to
better meet the needs of the Reserve Components while remaining in compli-
ance with Title 10, U.S. Code. To avoid RC members having to repeat pre-sepa-
ration counseling, they may decline pre-separation or transition counseling for
each successive period of full-time active duty in Title 10 status consisting of
180 days or more of continuous active duty. Other transition policies for mem-
bers of the RC include exemption from the 3-day DOLEW if they are retiring
with 20 or more years of qualifying military service; can document civilian em-
ployment post-demobilization or deactivation; can provide documented accept-
ance into an accredited career technical training, undergraduate or graduate de-
gree program; or have previously participated in the DOLEW. All exemptions
are documented. Members of the RC may be exempted from the requirement
to begin pre-separation or transition counseling no less than 90 days from sepa-
ration if being demobilized or deactivated from active duty under circumstances
in which operational requirements, as determined by the Secretary concerned,
make the 90-day requirement unfeasible. Similarly, for RC members being re-
leased from active duty, in which operational requirements as determined by
the Secretary concerned make the timeline to complete Capstone unfeasible,
Capstone must begin no later than the date of release from active duty as re-
flected on the DD Form 214.

QFR Title: Service Members Educational Background

Requestors: Rep Timothy J. Walz
Witness: Lyons, Judd
QFR ID: HVAC-01-002 QFR

Question Number: 2

Question: Does DoD collect data on service member’s educational back-

grounds before they enter military service? a. If so, how is that data
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used? b. Does the DoD use data on service member’s educational back-
ground to identify shortcomings that could hinder their transition to the
private sector or to higher education? If these shortcomings are identi-
fied, how are they remedied?

Answer: Yes, DoD does collect data on Service member’s educational background be-
fore they enter the military. 2.a. These data are used for a number of purposes.
For officer candidates, education attainment and the source of the education cre-
dential may be used as a factor in determining a person’s competitiveness for a
given program. For example, an individual with an advanced technical degree
from a well-known university would likely be more competitive than an individual
with a non-technical degree from a lesser known school. In the enlistment process,
these data are used to classify new recruits and to project attrition rates. Data
show that individuals with high school diplomas are more likely to complete their
first-term of enlistment than individuals with other education credentials. In Fis-
cal Year 2017, nearly 96 percent of all new enlisted accessions had at least a high
school diploma. 2.b. No, DoD does not use data on Service member’s educational
background at accession to identify shortcomings that could hinder their transi-
tion to the private sector or to higher education. Generally, the dramatic change
in experience and education gained during service would make such an accession
evaluation moot. As mentioned above, these data are used for classifying new re-
cruits and for projecting attrition.

QFR Title: Rates of Compliance

Requestors: Rep Timothy J. Walz
Witness: Lyons, Judd
QFR ID: HVAC-01-003 QFR

Question Number: 3

Question: How is the Office of the Secretary of Defense (OSD) addressing
the varied rates of compliance among the Services? In other words, is
there a larger effort within OSD to addrest the lower rates of compliance
among the Navy and the Marine Corps to bring them up to the 85% goal
or is it left up to the individual services to deal with?

Answer: It is important to note that DoD relies on compliance information based
on completed records in our IT system of record for computing Veterans Oppor-
tunity to Work (VOW) Act and Career Readiness Standards compliance. Based on
known information reflecting only the Service members for whom a completed DD
Form 2958 was received by the Department for Fiscal Year 2016, all Services (in-
cluding Navy and Marine Corps) met the 85% threshold. The Department is work-
ing with the Military Services and the Defense Manpower Data Center to reduce
the amount of missing data for compliance reporting. For example, in Fiscal Year
2017, we launched a department-wide, TAP-IT Enterprise System that stream-
lined the data collection process and will enhance the Department’s ability to
maintain accountability. The Department will continue to improve data tracking
and work with the Services to reduce the extent of missing data.

QFR Title: Successful Transitions

Requestors: Rep Timothy J. Walz
Witness: Lyons, Judd
QFR ID: HVAC-01-004 QFR

Question Number: 4

Question: Does the Secretary see it as a future recruitment issue if service
members are not successfully transitioned into civilian life?

Answer: Yes, the successful transition of Service members is important for future
recruiting efforts. Both potential recruits and the influencers that help those re-
cruits make their decision about serving in today’s military look at how the indi-
viduals that served before them have fared. Today, more than ever, youth believe
the risks associated with serving far outweighs the benefits. It is important that
potential recruits and influencers see service in today’s military as an opportunity
to better prepare themselves for a career after the military. The Department be-
lieves our strongest recruiting tool is a successfully transitioned Service member
contributing to the Nation and their community in a meaningful way. Conversely,
unprepared transitioning Service members are a risk to the recruiting pool for the
All-Volunteer Force by lowering the propensity for Service members to serve as
ambassadors and not recommend military service to others. The Nation must see,
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consistently, that those who serve also thrive in civilian life. The Department is
changing its culture from an end-of-service transition planning to a Military Life
Cycle approach, emphasizing career readiness planning throughout a Service
member’s career. In doing so, we ensure mission readiness is maintained, while
also sustaining the All-Volunteer Force for both the Active and Reserve Compo-
nent.

QFR Title: Supplemental TAP Courses and Backfilling Transitioning Service Mem-
bers

Requestors: Rep Timothy J. Walz
Witness: Lyons, Judd
QFR ID: HVAC-01-005 QFR

Question Number: 5

Question: The Government Accountability Office (GAO) study found very
low rates of attendance for the supplemental TAP courses on accessing
higher education, career and technical training, and entrepreneurship.
There is concern that because these courses are seen as optional, unit
commanders are not allowing attendance of interested service members.
Has OSD thought about mandating that service members attend at lease
one of these currently supplemental programs to ensure their ability to
attend if they are interested? a. From visits to military bases and asking
service members about their transition process, the Committee has heard
that commanders are often unwilling to let service members attend addi-
tional supplemental classes or repeat classes that service members might
feel they need to repeat. Often the reason given is that the unit is short-
staffed and that the commander is unable to get a replacement for that
service member until they are out-processed from the military, so they
need them to continue training to hit readiness numbers. Have the serv-
ices considered changing policy to allow the unit to request a fill for a
sercie member they know is or will be transitioning out? b. Have the
services considered manning units to be over 100% strength? c. We have
also heard troubling anecdotes of commanders telling their units to sign
in to their TAP classes so that their attendance is recorded but the to
leave and return to work without actually sitting through the class. And
GAO reported that after attending TAP class to make up for having at-
tended TAP class. Have the services looked at how DoD can better mon-
itor and address deliberate subversion of the rules? d. How are com-
manders at the lower echelons being educated about the importance of
preparation and TAP courses for a successful transition? e. Have the
services considered including transition numbers and metrics in com-
manders’ evaluations, similar to how they are evaluated on readiness?

Answer: TAP interagency partners have previously discussed making the addi-
tional tracks mandatory; however, not all Service members’ transition plans in-
clude topics covered in those tracks. Participant assessment feedback on the TAP
has also emphasized Service members’ preference for flexibility and not pursuing
a one-size-fits-all approach. The Department’s focus is for transitioning Service
members to meet Career Readiness Standards (CRS). There are nine common
CRSs applicable to all Service members. Service members interested in pursuing
higher education and/or career technical training must also meet four additional
education-oriented CRS. The 2-day tracks were developed and made available to
help those who require assistance in meeting these additional CRS. Transitioning
Services members are encouraged to take advantage of these additional tracks. All
curriculum, both core and additional, are offered frequently, and advertised
through multiple means and platforms. All Service members are able to partici-
pate in the additional 2-day tracks, as these tracks are available both via class-
room setting and virtually through Joint Knowledge Online. Once the Service
member begins pre-separation counseling, they register for the mandatory cur-
riculum and are made aware of the benefits of additional tracks to support their
long-term goals and encouraged to attend.

QFR Title: Homelessness, Unemployment or Mental Health Issues

Requestors: Rep Timothy J. Walz
Witness: Lyons, Judd
QFR ID: HVAC-01-007 QFR

Question Number: 7



84

Question: Has DoD identified certain groups that are at higher risk for
homelessness, unemployment, or mental health issues during or after
transition? a. If so, is DoD tracking any specific statistics or metrics for
those at risk groups, and what are those statistics? b. Does DoD consider
service members receiving a discharge other than “Honorable” to be at
higher risk for homelessness, unemployment, or mental health issues
when compared to the general transitioning population?

Answer: The Department has identified that eligible transitioning Service members
who have not met all applicable career readiness standards (CRS), do not have
a viable post-transition transportation or post-transition housing plan that meets
their personal/family needs, and/or those with an ‘other than honorable’ discharge
may be at greater risk, for example, for homelessness or unemployment chal-
lenges. These individuals are provided with a ‘warm handover’ referral by the
Military Services to appropriate partner agencies and other relevant resources,
with referrals made to specific program sites based upon the expected geographic
location of theService member following transition. For example, for those failing
to meet an employment-related CRS, a warm handover is provided to an on-site
Department of Labor (DOL) representative, if available at the site, or a des-
ignated POC at the appropriate DOL American Job Center (AJC). As another ex-
ample, for those without a viable post-transition transportation or housing plan,
the expectation is that Service members transitioning with an honorable dis-
charge status will be referred to a Department of Veterans Affairs (VA) Capstone
Liaison who will connect the Service member to the appropriate VA Homeless
Program contact or Healthcare Liaison based on the installation and Service
member’s post-transition address. The expectation is that Service members
transitioning with an other than honorable discharge status will be referred to an
on-site DOL representative, if available at the site, or a designated POC at the
appropriate DOL AJC. Further, there are occasions when transitioning Service
members may be referred to both VA and DOL. Twenty-one (21) DoD locations
have an on-site Veterans Health Administration Liaison who manages these refer-
rals. At approximately 300 other sites, these referrals are facilitated through con-
tracted Veterans Benefits Administration Benefits Advisors or by DoD personnel.
7a. Yes, the Department tracks eligible transitioning Service members who do not
meet all applicable career readiness standards (CRS) or do not have a viable post-
transition transportation or post-transition housing plan, and whether these indi-
viduals receive a ‘warm handover’ by the Military Services to appropriate partner
agencies. The Department also tracks eligible transitioning Service members that
are separating with an ‘other than honorable’ discharge and receive a warm
handover to Department of Labor. Through August Fiscal Year to Date (FYTD)
2017, the Department received 138,671 completed DD Form 2648 (or legacy DD
Form 2958). Of this, 135,096 (97.4 percent) either met CRS or received a warm
handover to a partner agency (e.g., VA or DOL). Specifically, 132,063 Service
members met CRS, while 3,033 members received a warm handover. The remain-
ing 3,575 Service members (2.6 percent) did not meet CRS and did not receive
a warm handover in FYTD 2017. The Department is working to close this remain-
ing gap, so that all Service members either meet CRS or receive a warm handover
for additional support. Note that this CRS compliance rate reflects only the Serv-
ice members for whom a completed DD Form 2648 (or legacy DD Form 2958) was
received by the Department. The Department is working with the Military Serv-
ices and the Defense Manpower Data Center to reduce the amount of missing
data for compliance reporting. In FY 2017, we launched a department-wide, TAP—
IT Enterprise System that streamlined the data collection process and will en-
hance the Department’s ability to maintain accountability. The Department will
continue to improve data tracking and work with the Services to reduce the extent
of missing data. The Department also tracked eligible transitioning Service mem-
bers at risk of homelessness. 197,307 Service members transitioned from active
duty during the period between October 2015 and September 2016. The Depart-
ment received more than 143,000 DD Form 2958’s from the Military Services. Of
the more than 143,000 forms received, 4,504 Service members (3.1 percent) had
not evaluated their post-military housing requirements and developed a plan to
meet personal and family needs prior to their separation, retirement, or release
from active duty. Of those 4,504 Service members, 1,671 (37.1 percent) received
a warm handover to at least one partner agency (VA, DOL, or other agency). Spe-
cifically for VA, 1,628 members (36.2 percent of those 4,504 Service members)
were documented as having received a warm handover to the VA for additional
assistance. This is an improvement as compared to the year prior (October 2014
- August 2015), where 483 Service members (8.0 percent of 6,044 Service mem-
bers) without a post-military housing plan received a warm handover to the VA.
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FY 2017 data will be available in FY 2018. 7b. Yes, based on studies, survey data
and anecdotal comments, DoD believes Service members receiving a discharge
other than “Honorable” are at a higher risk when compared to the general
transitioning Service member population. However, it should be noted that the
Department does not have available post-transition data on these Service mem-
bers; the Department must rely on data from our TAP interagency partner agen-
cies and other stakeholders. The Department is also aware of reports that Service
members with discharge characterizations other than Honorable or
uncharacterized may be at higher risk of suicide. In April 2016, the Department
issued the memo ‘Warm Handover Guidance for Transitioning Service Members
Who Do Not Separate with an Honorable Discharge’ for commanders or their des-
ignee to execute warm handovers during the Capstone event and document those
handovers on DD Form 2958. The Department expects that Service members
transitioning with an other than honorable discharge will be referred to an on-
site DOL representative, if available at the site, or a designated POC at the ap-
propriate  DOL American Job Center (AJC). There are occasions when
transitioning Service members may be referred to both VA and DOL.

QFR Title: TAP Classes

Requestors: Rep Timothy J. Walz
Witness: Lyons, Judd
QFR ID: HVAC-01-008 QFR

Question Number: 8

Question: Has DoD considered moving TAPs classes from the final year (or
18 months in the case of a retiring service member) to a model that fo-
cuses on continual learning within a service member’s military career?

Answer: The Department expanded career preparation and transition activities
through development and implementation of the Transition Preparation Military
Life Cycle (MLC) model. The MLC model provides Service members the time and
resources to plan for their inevitable transition from Active Duty; reduces mission
impact as many transition-related actions are completed during the normal course
of business instead of at the end of a Service member’s time on Active Duty; and
allows increased flexibility for transition service delivery. The MLC model pro-
vides Service members, at various key touch points throughout their MLC, with
opportunities to align their military career with their civilian goals. They are
made aware of the Career Readiness Standards they must meet before their in-
tended retirement, separation, or release from active duty, and they remain en-
gaged throughout their military careers in mapping and refining their individual
development plan to achieve their military goals and their post-military goals for
employment, education, career technical training, and/or starting their own busi-
ness. This will enable transition to become a well-planned, organized process that
empowers Service members to make informed career decisions and take responsi-
bility for advancing their personal goals. While implementation varies for each
Service, career preparation and transition assistance activities occur at key touch
points throughout a Service member’s career, to include: accessions/initial drilling
weekends; first permanent duty station; reenlistment; promotion; change of duty
station; deployment and redeployment; mobilization, demobilization, and deactiva-
tion; and separation, retirement, or release from active duty. Such activities in-
clude development/update of an Individual Development Plan, financial planning,
eBenefits registration, personal skills/aptitude/interests assessment, review of
Military Occupational Code alignment to civilian occupations, the five day TAP
curriculum, and the training tracks for accessing higher education, entrepreneur-
ship, and career technical training.

QFR Title: Successful Transition

Requestors: Rep Timothy J. Walz
Witness: Lyons, Judd
QFR ID: HVAC-01-009 QFR

Question Number: 9

Question: From DoD’s perspective, what does a successful transition look
like and what metrics should be used to evaluate for that? a. What follow-
up does DoD conduct with service members after their transition? b.
What data does DoD need from the Department of Labor and VA to im-
prove transition programs?
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Answer: Currently, the Department believes a successful transition is one in which
a Service member is career-ready when he or she separates, retires, or is released
from active duty; whether they are pursuing additional education, finding a job
in the public or private sector, or starting their own business. Career readiness
is assessed by the Department as attainment of Career Readiness Standards
(CRS). The provision of a warm handover by the Military Services to appropriate
partner agencies for those Service members needing additional transition support
is also critical. The Interagency TAP Evaluation Plan for FY 2017-2018, approved
by the Office of Management and Budget, includes attainment of CRS or a warm
handover as one of the examined program output measures. In addition, the plan
includes a set of assessment methods and tools to assess the processes for TAP
delivery, immediate results of program delivery (e.g., whether separations comply
with statute and policy), and the desired systematic impacts (e.g., whether vet-
erans successfully obtain employment, start new business, and/or seek addition
education). Further, as part of the 60-day request from the HVAC EO Sub-
committee, the TAP interagency partners are further working together to collabo-
ratively define success (including desired outcomes and success metrics of the
TAP). 9a. The Department coordinates with our TAP interagency partners (e.g.,
VA, DOL, and the Small Business Administration) on their follow-up assessments
and evaluations of Service members after they transition. The TAP interagency
partners collaborate together to develop post-separation assessments and evalua-
tions (such as the planned VA Post-Separation Assessment). The TAP interagency
partners have shared (or will share) their findings with the Department. Such co-
ordination with the interagency partners allows the Department to learn about
Service members after their transition. 9b. The Department is currently working
with DOL and VA to address the question of what additional services our
transitioning Service members receive if they are provided a warm handover to
DOL or VA (e.g., due to failing to meet CRS or failing to have a viable post-transi-
tion housing plan), as well as the outcomes of these additional services. The De-
partment needs this data to determine if our existing warm handover processes
are successful and to inform any needed improvements. The Department is also
coordinating with our TAP interagency partners on their post-transition assess-
ments, evaluations, and outcome measures/indicators. The TAP interagency part-
ners have shared (or will share) their findings and data with the Department.
This information is needed to inform the effectiveness of the program post-transi-
tion

QFR Title: Supplemental TAP Courses and Backfilling Transitioning Service Mem-
bers

Requestors: Rep Timothy J. Walz
Witness: Stein, Kurt W
QFR ID: HVAC-01-005 QFR

Question Number: 5

Question: The Government Accountability Office (GAO) study found very
low rates of attendance for the supplemental TAP courses on accessing
higher education, career and technical training, and entrepreneurship.
There is concern that because these courses are seen as optional, unit
commanders are not allowing attendance of interested service members.
Has OSD thought about mandating that service members attend at lease
one of these currently supplemental programs to ensure their ability to
attend if they are interested? a. From visits to military bases and asking
service members about their transition process, the Committee has heard
that commanders are often unwilling to let service members attend addi-
tional supplemental classes or repeat classes that service members might
feel they need to repeat. Often the reason given is that the unit is short-
staffed and that the commander is unable to get a replacement for that
service member until they are out-processed from the military, so they
need them to continue training to hit readiness numbers. Have the serv-
ices considered changing policy to allow the unit to request a fill for a
sercie member they know is or will be transitioning out? b. Have the
services considered manning units to be over 100% strength? c. We have
also heard troubling anecdotes of commanders telling their units to sign
in to their TAP classes so that their attendance is recorded but the to
leave and return to work without actually sitting through the class. And
GAO reported that after attending TAP class to make up for having at-
tended TAP class. Have the services looked at how DoD can better mon-
itor and address deliberate subversion of the rules? d. How are com-
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manders at the lower echelons being educated about the importance of
preparation and TAP courses for a successful transition? e. Have the
services considered including transition numbers and metrics in com-
manders’ evaluations, similar to how they are evaluated on readiness?

Answer: 5.a Currently, the Marine Corps does not mandate or has considered man-
dating the attendance of supplemental courses, but does support the attendance
of Marines through Marine Corps Order 1700.31. Specific guidance to Com-
manders is to allow all Marines necessary time off to attend the 2-day Track op-
tions. Additionally, Commanding Officer support for attendance at 2-day tracks is
validated as part of the current Inspector General command inspection process.
5.b. It would be beneficial to have additional manning. However, funding, end
strength limitations, and training cycles are limiting factors in manning all units
at or above 100%. 5.c. The Marine Corps monitors attendance to TRS through
morning and afternoon check in procedures. Policy prohibits any Marine from
being pulled out of class as TRS is considered their place of duty. Additionally,
Unit Transition Coordinators, who are liaisons in the unit that facilitate transi-
tion activities, are required by policy to ensure that Marines assigned to TRS do
not have any scheduled appointments or commitments during TRS. Any Marine
that does not complete an entire day must reschedule to complete that portion of
the class before credit is provided. 5.d Commanders are educated on the TRP in
several different ways: Commander’s courses, through the Unit Transition Coordi-
nators who liaise with the transition offices, and regularly scheduled briefs
through installation Transition Managers. Information dissemination is further
supported via Transition Readiness Training materials toolkit online and
MARADMINS. The Marine Corps is currently implementing a CO’s dashboard
specifically for the TRP which will provide compliance status for Marines sched-
uled to transition. 5. As part of the Inspector General’s Critical or Requiring
Evaluation program, inspection results are part of a “Commander’s Report Card”
that is reported to the CMC. Any findings are to be resolved and confirmed with
the IG’s office within 30 days of inspection.

QFR Title: Supplemental TAP Courses and Backfilling Transitioning Service Mem-
bers

Requestors: Rep Timothy J. Walz
Witness: Bennett, Robert
QFR ID: HVAC-01-005 QFR

Question Number: 5

Question: The Government Accountability Office (GAO) study found very
low rates of attendance for the supplemental TAP courses on accessing
higher education, career and technical training, and entrepreneurship.
There is concern that because these courses are seen as optional, unit
commanders are not allowing attendance of interested service members.
Has OSD thought about mandating that service members attend at lease
one of these currently supplemental programs to ensure their ability to
attend if they are interested? a. From visits to military bases and asking
service members about their transition process, the Committee has heard
that commanders are often unwilling to let service members attend addi-
tional supplemental classes or repeat classes that service members might
feel they need to repeat. Often the reason given is that the unit is short-
staffed and that the commander is unable to get a replacement for that
service member until they are out-processed from the military, so they
need them to continue training to hit readiness numbers. Have the serv-
ices considered changing policy to allow the unit to request a fill for a
sercie member they know is or will be transitioning out? b. Have the
services considered manning units to be over 100% strength? c. We have
also heard troubling anecdotes of commanders telling their units to sign
in to their TAP classes so that their attendance is recorded but the to
leave and return to work without actually sitting through the class. And
GAO reported that after attending TAP class to make up for having at-
tended TAP class. Have the services looked at how DoD can better mon-
itor and address deliberate subversion of the rules? d. How are com-
manders at the lower echelons being educated about the importance of
preparation and TAP courses for a successful transition? e. Have the
services considered including transition numbers and metrics in com-
manders’ evaluations, similar to how they are evaluated on readiness?
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Answer: The Army does not believe DoD has mandated Service members attend
supplemental programs. Career Tracks are optional, supplemental TAP courses
that are offered to Soldiers looking for specialized training during pre-separation,
initial counseling, and in the developmental stage of their Individual Transition
Plan (ITP). a. No. The Army’s inventory of Soldiers is not sufficient to offset losses
any earlier than at separation date. b. No. The Army’s inventory of Soldiers is
not sufficient to man all units at over 100% strength. c. Yes. The Army requires
transitioning Soldiers to sign in on rosters at all installations to ensure a Soldier’s
attendance is captured and recorded into the system of record. The Army has as-
signed Transition NCOs in each unit who monitor and report Soldiers not in at-
tendance. Rosters are validated by roll call at least twice during the morning and
afternoon sessions. If a Soldier is not present, they receive a “no-show” on the ros-
ter, which is followed by a report to the commander from the Transition Services
Manager at the center. d. Each installation conducts professional development for
commanders and leaders at lower echelons. Transition requirements are also
taught at the commander and first sergeant courses, pre-command courses, the
general officer transition course, and the command sergeant major transition
course. In addition, Army Regulation 600-81, Soldier for Life - Transition Assist-
ance Program (SFL-TAP) directs leaders to send their Soldiers to SFL-TAP. To
encourage additional education, the Army provides contact avenues on the SFL—
TAP website and in the regulation that allow leaders to get questions answered
by subject matter experts. The Army educates leaders and Soldiers on the 24/7
SFL-TAP Virtual Center and phone line, which offers Commanders flexibility in
helping Soldiers complete SFL-TAP CRS requirements during non-duty hours
and without interfering with mission duties. e. Yes. Currently commanders are
authorized to include SFL-TAP percentages in personnel evaluations.

QFR Title: Career Skills Programs

Requestors: Rep Timothy J. Walz
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Question Number: 6

Question: The Army has focused on building Career Skills Programs (CSP)
for transitioning service members. Are similar programs being imple-
mented in other services through the Skillbridge program? a. What is the
current participation rate in CSPs (or CSP like programs) across the
services? b. How is DoD measuring success in CSPs?

Answer: Yes, The Army collaborates with the Navy, Air Force, and Marine Corps
in order to share best practices, grow the enterprise of programs, and to make
programs available to transitioning service members from all Services. For exam-
ple, there is currently one Air Force member attending the Microsoft Software &
Systems Academy (MSSA) CSP being held at Fort Benning, GA. a. Army CSP
data/metrics are tracked with the Installation Management Command Common
Operating Picture (COP) (as of 27TNOV17). In FY16, 2,436 Soldiers enrolled, with
2,271 Soldiers completing a CSP (93%). As a result, 2,013 Soldiers received job
placement (89%). In FY17, 4,251 Soldiers enrolled, with 3,930 Soldiers completing
a CSP (92%) and to date, 3,722 Soldiers have received job placement (95%). b. For
the Army, success is measured by achieving a 90% job placement rate upon tran-
sition from active duty for Soldiers completing a CSP. For the past two years, the
Army has exceeded this goal and is on track to continue this standard of excel-
lence in FY18.
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Question Number: 6

Question: The Army has focused on building Career Skills Programs (CSP)
for transitioning service members. Are similar programs being imple-
mented in other services through the Skillbridge program? a. What is the
current participation rate in CSPs (or CSP like programs) across the
services? b. How is DoD measuring success in CSPs?

Answer: The Marine Corps has nine SkillBridge programs that include welding,
cyber security, emergency medical services, and commercial driving training
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across various installations, bases, and stations. In FY17, 755 Marines partici-
pated in these Skillbridge programs.

QFR Title: Flag and General Officers and Senior Enlisted Advsiors

Requestors: Rep Timothy J. Walz
Witness: Stein, Kurt W
QFR ID: HVAC-01-010 QFR

Question Number: 10

Question: When flag officers testify to congressional committees or conduct
office calls, are they encourage or directed to attend with their senior en-
listed advisor? a. Would be beneficial for congressional committees to
hear testimony directly from senior enlisted advisors?

Answer: The senior enlisted advisor provides important feedback and guidance to
general officers. They may choose to consult with their senior enlisted advisor
prior to testifying before Congress, however, each congressional engagement is
unique and may not require their attendance. Congressional committees do hear
testimony directly from senior enlisted advisors. The Sergeant Major of the Ma-
rine Corps typically testifies each year on quality of life issues affecting Marines
and their families.
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Question Number: 10

Question: When flag officers testify to congressional committees or conduct office
calls, are they encourage or directed to attend with their senior enlisted advisor?
a. Would be beneficial for congressional committees to hear testimony directly
from senior enlisted advisors?

Answer: Flag officers are not directed to attend with their Senior Enlisted Leaders
(SEL). a. Yes. Also, the Sergeant Major of the Army, SMA Dailey, often encour-
ages Army SELs to engage with Members and their staffs in an open dialogue
when the voice of the enlisted force can offer an additional perspective unique to
their respective formations.

QFR Title: Supplemental TAP Courses and Backfilling Transitioning Service Mem-
bers

Requestors: Rep Timothy J. Walz
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QFR ID: HVAC-01-005 QFR

Question Number: 5

Question: The Government Accountability Office (GAO) study found very
low rates of attendance for the supplemental TAP courses on accessing
higher education, career and technical training, and entrepreneurship.
There is concern that because these courses are seen as optional, unit
commanders are not allowing attendance of interested service members.
Has OSD thought about mandating that service members attend at lease
one of these currently supplemental programs to ensure their ability to
attend if they are interested? a. From visits to military bases and asking
service members about their transition process, the Committee has heard
that commanders are often unwilling to let service members attend addi-
tional supplemental classes or repeat classes that service members might
feel they need to repeat. Often the reason given is that the unit is short-
staffed and that the commander is unable to get a replacement for that
service member until they are out-processed from the military, so they
need them to continue training to hit readiness numbers. Have the serv-
ices considered changing policy to allow the unit to request a fill for a
sercie member they know is or will be transitioning out? b. Have the
services considered manning units to be over 100% strength? c. We have
also heard troubling anecdotes of commanders telling their units to sign
in to their TAP classes so that their attendance is recorded but the to
leave and return to work without actually sitting through the class. And
GAO reported that after attending TAP class to make up for having at-
tended TAP class. Have the services looked at how DoD can better mon-
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itor and address deliberate subversion of the rules? d. How are com-
manders at the lower echelons being educated about the importance of
preparation and TAP courses for a successful transition? e. Have the
services considered including transition numbers and metrics in com-
manders’ evaluations, similar to how they are evaluated on readiness?

Answer: The supplemental transition courses generally receive positive comments
from Service members who attend across the Services. Consideration was given
to mandate attendance, however, as an alternative it is Navy policy for the Sailor
to participate if both the Sailor and command transition officer determine partici-
pation is required to achieve career readiness standards, which are based on Serv-
ice member-defined objectives that must be achieved in order to meet their post-
military service goals. The majority of Sailors look to reenter the civilian work-
force after separation and many are already accessing higher education through
our Navy Voluntary Education Program, which does not require them to attend
the supplemental courses on accessing higher education, career and technical
training or entrepreneurship to meet their career readiness standards. Com-
manders currently have the ability to request fills for transitioning Sailors, how-
ever, they are not always provided in time to help the separating Sailor prepare
full-time for transition. While each unit’s needs and capacity differ, transitioning
Sailors are afforded time to prepare beginning at the start of their career and
through their entire military life cycle and are provided information and guidance
at career development boards for enlisted and mid-term counseling for officers.
The military life cycle model provides Service members the time and resources to
plan for their inevitable transition from Active Duty; reduces mission impact as
many transition-related actions are completed during the normal course of busi-
ness instead of at the end of a Service member’s time on Active Duty; and allows
increased flexibility for transition service delivery. Manning units above 100 per-
cent is not feasible within existing funded and authorized end strength. Man-
power requirements are based on Navy’s force structure and manning units above
100 percent within existing funded end strength would create gaps in other valid
manpower requirements ultimately degrading readiness. Our focus instead is on
the military life cycle and ensuring preparations for transitioning out of the Navy
commence at the beginning of a Sailor’s military career, and continue throughout.
Navy does not give credit for attendance if Sailors do not attend all modules of
the transition assistance program curriculum. If members are called out of class
by their command then they must reschedule to attend missed modules. However,
in an effort to better capture and evaluate Sailor participation, the Navy has been
working with Department of Defense and other Services to change the participant
assessment to include questions on command support, timeliness of participation
and reasons for virtual course participation vice brick and mortar. We leverage
an extensive personal and professional Navy network to keep the Fleet informed
of new policy changes and transition assistance program implementation chal-
lenges. We work with Fleet engagement teams to coordinate and provide training
to commanders worldwide on procedures, policies, new aspects of the transition
assistance program and reporting requirements. We also coordinate efforts with
our Fleet and Force Career Counselors to provide timely and pertinent informa-
tion through release of instructions, Navy Administrative Messages, emails, the
transition webpage, and Plain Talk for Sailors bulletins. The addition of Transi-
tion Assistance Program compliance to the annual “Golden Anchor” retention
award since 2016 increased self-awareness and provided motivation to improve
transition performance at the Commander level. Navy provides transition assist-
ance program metrics to Commanders and Commanding Officers. With this tool
in place, my team worked with Fleet Commanders to add transition assistance
program compliance as a criterion for the annual “Golden Anchor” retention
award, which recognizes commands with exceptional Sailor retention programs.
We also include Transition Assistance Program metrics in our Chief of Naval Op-
erations Health of the Force report, which provides comprehensive information on
personnel readiness issues.

QFR Title: Career Skills Programs
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Question Number: 6

Question: The Army has focused on building Career Skills Programs (CSP)
for transitioning service members. Are similar programs being imple-



91

mented in other services through the Skillbridge program? a. What is the
current participation rate in CSPs (or CSP like programs) across the
services? b. How is DoD measuring success in CSPs?

Answer: Yes, Navy has 16 employment skills programs with 8 additional programs
in the planning stages for fiscal year (FY) 2018. As of June 2017, 158 Navy per-
sonnel have completed SkillBridge programs with a job placement rate of 65 per-
cent. Programs such as Onward-to-Opportunity (O20) provide up to six to eight
weeks of training for in-demand fields such as cybersecurity and software engi-
neering. The 020 program is currently hosted at three Navy locations including
Norfolk, VA, Jacksonville, FL,, and San Diego, CA. Navy is also partnering with
Microsoft and Amazon to provide employment skills training programs for FY2018
at various locations throughout the Navy enterprise including Gulfport, MS, Pen-
sacola, FL, and Ventura County, CA. The Veterans-in-piping (VIP) pre-apprentice-
ship training at Naval Station Norfolk is considered a best practice program for
Department of Defense SkillBridge. The VIP is designed to fill a critical workforce
need for welders in Norfolk and Hampton Roads, VA, and involves 18 continuous
weeks of full-time classroom and on-the-job training sessions. Navy actively seeks
to collaborate with companies and training providers to establish more SkillBridge
training programs on, or near, Navy installations.

QFR Title: Flag and General Officers and Senior Enlisted Advsiors

Requestors: Rep Timothy J. Walz
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QFR ID: HVAC-01-010 QFR

Question Number: 10

Question: When flag officers testify to congressional committees or conduct
office calls, are they encourage or directed to attend with their senior en-
listed advisor? a. Would be beneficial for congressional committees to
hear testimony directly from senior enlisted advisors?

Answer: The senior enlisted advisor provides important feedback and guidance to
flag officers. They may choose to consult with their senior enlisted advisor prior
to testifying before Congress, however, each congressional engagement is unique
and may not require their attendance. Congressional committees do hear testi-
mony directly from senior enlisted advisors. The Master Chief Petty Officer of the
Navy typically testifies each year on quality of life issues affecting Sailors and
their families.

————

Ranking Member Tim Walz, House Veterans Affairs Committee
Questions

1. In any of GAO’s studies, has GAO collect data on service member’s educational
backgrounds before they enter military service? Ifso, please provide a copy of the
study (or studies) that occurred in.

a.If GAO has collected such data:

i. What variation did GAO see in the level of education of services members upon
entering the service?

ii. How many service members entering the service are not prepared to pursue
higher education?

iii. How effectively is the Department of Defense addressing this issue? (What is
the percentage of service members not prepared to pursue higher education upon
leaving the service, as compared to the number in subsection ii?)

II.GAO response

GAO has not collected or analyzed data on servicemembers’ educational
backgrounds before entering military service. As a result, GAO cannot de-
scribe the extent to which new servicemembers’ education levels vary or
assess how prepared they are to pursue higher education when they leave
military service. The Defense Manpower Data Center within the Depart-
ment of Defense may be able to provide such data.

——
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Full Committee Ranking Member Tim Walz to U.S. Department of Veterans
fairs

Question 1: What does VA consider a successful transition for a service
member leaving the Department of Defense (DoD)?

VA Response: One of the key objectives of the Transition Assistance Program
(TAP) is attainment of career-readiness skills that meet the standards as defined
and measured by the Services. As part of the 60-day tasking from the HVAC EO
Subcommittee, the interagency partners are working together to refine the defini-
tion of success, to include desired outcomes and success metrics.

Question 1a. What metrics does VA use to measure this success?

VA Response: VA uses the Transition Goals, Plans, Success (GPS) Participant
Assessment performance metrics provided by DoD. The Participant assessment col-
lects Servicemembers demographic data and includes questions to assess the quality
of the course curriculum, materials, facilitators, and facilities. Participants also an-
swer questions that gauge their intent to apply the information learned, confidence
derived by completing the various modules/tracks, and self-assessed knowledge gain.
VA consistently receives high evaluations from Servicemembers who attend VA Ben-
efits Briefings I and II, averaging 96 percent satisfaction on information learned,
96 percelnt on facilitator effectiveness, and 94 percent on confidence gained from the
material.

Question 2: Has VA identified certain groups that are at higher risk for home-
lessness, unemployment or mental health issues during or after transition?

VA Response: Not yet, but we are working to do so. Currently, for those identi-
fied by DoD who do not have a post-transition housing plan or do not meet Career
Readiness Standards, VA facilitates warm handovers.

Question 2a: If so, is VA tracking any specific statistics or metrics for those at
risk groups, and what are those statistics?

VA Response: VA currently does not have specific statistics or metrics for
Servicemembers deemed at risk for homelessness, unemployment or mental health
issues during or after transition. To begin collecting baseline data and examining
trends around this group, we recently updated the TAP Memorandum of Under-
standing to aggregate the data and track Servicemembers requiring warm
handovers because they lack a post-transition housing plan and/or do not meet Ca-
reer Readiness Standards. VA aggregates the above data by Service, Component
and Grade. This information will provide us with statistics that will be useful in
better assisting high risk individuals.

Question 2b: Does VA consider service members receiving a discharge other than
“Honorable” to be a higher risk for homelessness, unemployment or mental health
issues when compared to the general transitioning population?

VA Response: Through an interagency work group with representation from VA,
DoD, DoL, OPM, ED, DHS and SBA, VA is in the process of collecting and ana-
lyzing data to determine the impact of other-than-honorable separations on the as-
sociated level of risk for Servicemembers/Veterans.

Question 3: In her testimony, Ms. Margarita Devlin, Executive Director of Bene-
fits Assistance Service, Veterans Benefits Administration, spoke about collecting in-
formation on post separation outcomes. Does VA plan to make this survey longitu-
dinal?

VA Response: Yes, the current post separation assessment asks Veterans about
their willingness to participate in a longer term study. The intention is to track the
cohorts over time during their transition journey.

Question 3a: What outcomes and metrics will VA be measuring in this Survey?

VA Response: Objective and subjective measures will be gathered in the fol-
lowing domains: mental/physical health, social relationships, financial situation, em-
ployment, entrepreneurship, education and housing.

Question 4: Has VA considered evaluating the Benefits I and II programs using
metrics measuring information retained by the service member?

VA Response: VA currently tracks Transitioning Servicemember knowledge
through Direct Knowledge Questions administered in the Transition GPS Partici-
pant Assessment during the TAP GPS modules. Participants answer questions to
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gauge their retention of the information learned. The results are used to inform
question revision and curriculum content. VA receives the quarterly Transition GPS
Participant Assessment data from DoD and consistently receives high evaluations
from Servicemembers who attend Benefits Briefings I and II, averaging 96 percent
satisfaction on information learned.

O



