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Good afternoon.  It’s great to be back here at the SNA Symposium and I am pleased to have the opportunity to share the stage with the Chief of Navy Reserve, VADM Dirk Debbink.  We are here together because of the commitment we share to supporting a continuum of service and fulfilling the promise of active-reserve integration – we would like to share the progress we have made and where we are headed in the future.  But first, I’d like to provide you with a snapshot of where we are as a force and what actions we have taken over the past year to address surface manning issues.
Recruiting and retention remain strong.  Last year marked the second consecutive year that we met or exceeded officer and enlisted goals across both the active and reserve components while exceeding Department of Defense quality standards.  We have also made great strides in officer diversity – the NROTC and Naval Academy classes of 2013 are the most diverse in history.  The surface Navy continues to lead the way, with the highest number of females and the most diverse population of junior officers and enlisted among the Unrestricted Line communities. 

We continue to experience high retention and reduced attrition across nearly every rating and zone.  The surface community experienced the best O-6 retention in a decade and reduced shortfalls across the control grades.  While we are still experiencing selected challenges in junior officer retention, we have made progress - we met surface department head requirements for Year Groups 02 and 03, and Year Group 03 retention was the highest it has been in the past ten years.  This year, we increased SWO junior officer accessions further
 to ensure we are able to meet future department head demands. 
The tone of the force remains positive.  We poll extensively and track statistics on personal and family health, financial health, command climate, and Sailor satisfaction.  Survey results tell us the satisfaction of our Sailors is high with respect to your leadership, the morale of their commands, their education benefits, and their health care and compensation.  Families are also satisfied with Navy life and the support they receive from the Navy.
In 2008, we transitioned from drawing down the force to stabilizing the force.  Stabilized end strength presents its own challenges – we can’t reduce accessions, so our fiscal constraints are driven by retention behavior.  Based on this, we made the strategic decision to focus on performance.  We implemented a number of performance-based measures….including expanding Perform to Serve to Zones B and C, High-Year Tenure for E-5s, and continuation boards.... focused on safeguarding the careers of our top performers while maintaining a balanced force based on seniority, experience, and skills.  We will finish 2010 within 1,000 of where we ended last fiscal year.  
We have taken a number of actions over the past year to address surface manning issues.  We remain focused on eliminating friction in the sea-going ratings.  Last October, we received supplemental funding for additional end strength to support individual augmentees and the efforts in Iraq and Afghanistan, which has helped to alleviate some of this friction.  
Additionally, we continue to push to transition IA requirements to the GSA process, providing increased predictability for Sailors and their families.  At the end of FY09, more than 46 percent of our Sailors were assigned to IAs through the GSA process.  Although the response to emerging demands in Afghanistan has decreased the percentage of GSAs in recent months, we are targeting to increase the overall GSA percentage after we work through these requirements. 

We have transitioned our approach to Fit to focus on aligning NECs and billet requirements for enlisted.  Our recent efforts are focused on achieving the level of granularity required to optimize this alignment, incorporating both ratings and NECs in our solution.

We went back and reviewed Phase One of our Top Six alignment efforts.  For Phase Two, we adjusted our alignment processes, focusing on shore-intensive communities to preserve the operational force.  I am happy to report that we reversed some of the initial Top Six roll downs at sea, resulting in over 200 billets rolled up one paygrade.  

Working closely with VADM Curtis and ADM Harvey, we accelerated into FY10 funding the most pressing SWE billet shortfalls, focusing on engineering and amphibious billets.  Our billet base and inventory will be aligned by fiscal year 2012.       
You have provided us with clear feedback about your training needs - we hear you and we are working to address them.  Last week, we re-instituted a five-week Senior Officer Ship Material Readiness Course in Newport to better prepare our senior surface officers to handle the rigors of command and improve material readiness. Junior officer training continues to benefit from our collaboration between SWOS and SURFOR in an enhanced Division Officer introductory course in our major homeports.  Recently, a panel convened in Newport to address adding an additional week of training that emphasizes increased skills and knowledge in areas such as material readiness, boat operations, and small arms weapons training. 
On the enlisted side, we have improved skills-based training delivery in our “A” and “C” schools with the right blend of instructor-led, hands-on, computer-based training, and simulators.  With feedback from SURFOR, the CLASRONs, and ATGs, we re-established engineering strand training as part of our Basic Engineering Common Core and most recently, adjusted specific training for Enginemen to support amphibious diesel operations.  The Center for Naval Engineering prototyped “A-Plus” training on the Norfolk waterfront last month, and is assessing the training in San Diego now.  This training is designed to provide short two to three day courses in material and maintenance training to recently arriving apprentice Sailors, enabling us to increasing their confidence and expertise without having to send them to distant schoolhouse locations.  
My focus this year, partnering with ADM Harvey, VADM Curtis, and RADM Pandolfe, in building POM-12, is to get training right for LCS.  Right now, we have three different models for training in the fleet – fully embedded training, blended training between shore and ship, and fully qualified Sailors upon arrival.  We have to address how we are going to integrate these approaches to deliver a reasonably priced training infrastructure for the surface force.  It will not be easy and it will take time, but I remain fully engaged to solve these issues.
I would now like to take the next few minutes to talk about one of my most important partnerships, with VADM Dirk Debbink, and share our vision of the future for continuum of service.  
Throughout this conference, we have been talking about providing “a balanced force for the hybrid war.”  This is what continuum of service is about – bringing together our active and reserve components – providing an integrated and balanced force to meet current and emerging challenges.
Since 2001, more than 59,000 reservists have served as individual augmentees in support of operations in Iraq and Afghanistan, alongside 28,000 active duty Sailors.  When you’re boots on the ground in theater, you can’t tell the difference between an active duty Sailor and a reserve Sailor.  The Reserves have the skill sets we need to meet our missions.
At the same time, our workforce is changing.  We are seeing increasing numbers of women and millennials entering the workforce – they desire greater life-work balance and career flexibility.  Continuum of service provides us with a strategic opportunity to support mission accomplishment without sacrificing the career flexibility that this generation values. 
We have just released the Navy Total Force Vision for the 21st Century, signed by CNO, VADM Debbink, and myself, describing the Navy’s vision for providing a seamless Navy Total Force valued for their service to the nation.  I have some copies available up here if you would like to pick one up after the session.  To do this, we need to embrace a continuum of service philosophy – recruit Sailors once and retain them for life through flexible service options that provide opportunities for meaningful and valued work across a career.    
Not long ago, we spoke of creating active duty on and off ramps.  Today, a better analogy is that we’re all on the same career highway, and during our careers, we may wish to change lanes several times, moving from active to reserve and back.  VADM Debbink and I are committed to removing the barriers to make these lane changes easier and faster…and making “hybrid careers” built upon a continuum of service.  

In May of 2009, we established the Career Transition Office, or CTO, at Navy Personnel Command to increase Sailor reserve affiliation rates and optimize the transition process between the active and reserve components.  Spiral One of CTO, which focused on active to reserve officer transitions, was implemented at the end of May.  Since then, the active to reserve transition rate has more than doubled to 53 percent and average transition time has decreased from 30 days to eight days.  We continue to work towards our goal of transitioning Sailors between the active and reserve within 72 hours.  
We have also instituted a selected reserve option with our Perform to Serve initiative, which enables Sailors to choose reserve affiliation prior to leaving active duty without having to talk to a recruiter.  For example, a Sailor on a DDG can choose to transition to the reserve and select a Navy Operational Support Center to drill at, all while still on active duty.
Spiral Two, implemented in November, focuses on enlisted active to reserve transitions.  Spiral Three, which will address non-mobilization reserve to active transitions to fill critical needs, is scheduled to start in October of this year.

We have also made significant progress in integrating the reserve force into the surface fleet.  Through the SURGEMAIN program, the reserve provides enlisted engineering support to four naval shipyards during peak workload periods and surge capabilities in emergencies.

CLASSRON ship support units, or SSUs, are now providing inspection support and warfare certification assistance, as we transition away from FFG augment units.

The SWE is also supported by various amphibious reserve units including Amphibious Construction Battalions, Assault Craft Units, and Beachmasters.  These units provide outstanding amphibious support for exercises as well as humanitarian aide and disaster relief response and support.  
I would like to see the surface force more closely integrate the reserves in their day-to-day operations.  The bottom line is that the skills, the expertise, and the desire are all there - your challenge is how you are going to take advantage of them.  I give you permission to challenge the status quo, change the way things have been done in the past.  Your leadership must set the example.  
I’d like to turn it over to VADM Debbink now to talk about the Navy Reserve and the way-ahead for our continuum of service efforts.

[VADM Debbink’s Remarks – 15 mins]

 [Return to VADM Ferguson for Conclusion]
As VADM Debbink just stated, continuum of service is an important part of our efforts to build a Top 50 organization…along with our comprehensive benefits, exceptional Sailor and family care programs, and opportunities for personal and professional development.  
Our efforts are receiving national recognition.  Over the past 18 months, we have received 13 national awards across the areas of workforce planning, life-work integration, diversity, and training.  Most notably, Navy received Workforce Management Magazine’s prestigious “Optimas Award for General Excellence” joining the ranks of Google, Intel, and Hewlett-Packard.  Only one organization is selected for this award annually.  No military organization has ever won this award, and the last time a public or non-profit was recognized with this distinction was in 1995 (City of Hampton, Virginia).

List of Top 50 Awards Won To-Date

· Work Life Excellence Award – Working Mother Magazine
· Work Life Legacy Award – Families and Work Institute
· Most Admired Employer – U.S. Black & Hispanic Engineer Technology Magazine

· Diversity Honors Award – Association of Diversity Councils
· Best Diversity Company – Diversity/Careers in Engineering and IT Magazine

· Distance Learning Award – U.S. Distance Learning Association

· Performance Improvement, Career Development, Workforce and Development, and Managing Change Awards – American Society for Training and Development

· Best New Initiative Award – Telework Exchange
· Optimas Award for General Excellence – Workforce Management Magazine

· Training “Top 125” List – Training Magazine

We are doing great things and I am enthusiastic about the way ahead.  On behalf of VADM Debbink and myself, thanks to you and your families for your service and the sacrifices you make day in and day out.  We will now take any questions you have.






� The FY10 accession plan increased the number of SWO accessions to 1,035 compared to a FY09 accession mission execution of 875 new accessions and 63 lateral transfers into the SWO Community in FY09.  This action will provide 290 SWO Department Heads in FY18, 116 Option Officers, and 140 SWO lateral transfers to the RL/Staff beginning in FY12.
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