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TAKING CARE OF YOUR PEOPLE:

A SUPERVISOR’S GUIDE 

Brought to you by:

 fromtheinside.us and afmentor.com
INTRODUCTION:  The information contained in this guide is designed to help you take care of your people.  It is not intended to replace existing Air Force Instructions.  Rather, it consolidates much of the information you’re responsible for providing your troops into one easy-to-read document.  

Retention is one of the major issues facing our Air Force today.  Statistical analysis shows that most military members make relatively firm career plans approximately 15-24 months prior to their projected Date of Separation.  In many cases, individuals decide to leave the Air Force because they don’t have all the facts they need to make informed career choices.  That’s where this guide can help you. 

Whether you’re a first-time supervisor, or have been one for years, you have one single place to look for the basic information you need in order to conduct effective career counseling sessions.  More importantly, this guide will serve as a reminder for you, to ensure you give your troops accurate, credible information for them to base their decisions on.
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Performance Feedback (Ref:  AFPAM 36-2627)  Use AF Form, 931 for AB-TSgt

1. Purpose:  Performance Feedback, when properly conducted, will:

a. Ensure the ratee clearly understands your standards. This is important, as many airmen and junior NCOs will often compare notes.  It’s important for the ratee to understand that different supervisors set and enforce standards differently; your standards may be stricter than someone else’s.

b. Ensure mutual expectations are clearly understood.  Remember:  Supervision is a two-way street; your ratee has expectations of you, just as you have expectations of the ratee.

c. Tell the ratee if they are “on track” and how they are measuring up against your standards.

d. Serve to provide the ratee with constructive (vice critical) feedback.  Also, the feedback session will ensure that when an EPR is written, there will be no surprises.

2. When to conduct performance feedback sessions:

a. Initial feedback sessions are held within 60 days of your assignment as the rater.  Also, whenever a Change of Reporting Official (CRO) occurs, an initial feedback session is required.  

1. During the initial feedback, explain your standards and expectations to the ratee.

2. Ask the ratee for their expectations of you

3. Determine the ratee’s short- and long-term goals

4. Ensure you discuss the Air Force Benefits fact sheet with the ratee (a copy is provided at the end of this guide), and provide them a copy.

b. A1C and below with less than 20 months of TAFMS:  a follow-up session is due every 180 days after the initial feedback session, until they receive their first EPR.

c. Members who receive EPRs:  Conduct a follow-up feedback session midway between the time supervision began and the planned EPR closeout date

3. Some things to remember:  Be prepared!  Keep notes through the rating period.  This will help you prepare for the feedback session in advance.  Listen carefully.  Ask questions to ensure the ratee understands what you’re saying.  Summarize the feedback session and keep a copy of the completed form for future reference.

4. You’ll have much more success providing performance feedback if you’ve shown the ratee that you’re competent, sincere and fair.  Your reputation is built over a period of time, so if at first the ratee doesn’t seem comfortable, don’t worry…with time you’ll do just fine.

Discussing Career Expectations

1. Purpose:  To help the ratee refine their career expectations

a. A routine part of every performance feedback session should include a discussion on the ratee’s career expectations.  Remember that in many cases, the ratee is still very impressionable.  They may not have established a clear set of expectations; that’s where you come into play.  

b. Your career expectations will not be the same as the ratee’s.  While you may desire to reach the rank of MSgt, they may be setting their goal on making SrA.  Retirement may be one of your expectations; going to the club on Friday may be theirs.

2. How to do it:
a. Qualify the prospect:  This means you need to look for anything that would potentially influence the ratee’s career decision.  To do this, you need to open the lines of communication.  By doing so, you’ll also be subliminally addressing some of the benefits and entitlements of continued service.  The following may help:

1. When talking to a single airman, consider the following questions:

a. Do you have any hobbies?  What are they?

b. How do you like living in the dorms?

c. How do you feel about moving from place to place every few years?

d. Do your parents support your career?

2. When talking to an airman who’s married, try these:

a. Do you have children?

b. Does your spouse work outside of the home?

c. Do you live on base?

d. How does your spouse feel about the Air Force

e. What are your thoughts about medical care?

3. Nondescript questions for either group:

a. What are your ambitions?

b. What type of work do you like?

c. Do you like your present assignment?  Present Job?

d. If not, what would you change?

e. Are you interested in off-duty education?

f. Have you held full-time jobs in the civilian sector?

g. How important is job security to you?

h. Do you like the people you work with?

b. Once you have a good idea of what makes the ratee “tick,” it’s time to determine if the Air Force can help them achieve their expectations.  Use one of the following:

1. The direct approach:

a. Advantages:

1. Getting straight to the point takes less time

2.  You can quickly “smoke out” any objections they may have toward considering the Air Force as a continued career.  For example, if you ask the ratee if they plan on reenlisting and they say “No,” you can follow up with “Can you tell me what led you to your decision?”

3. You still have an opportunity to influence their career decision.  Some younger airmen and NCOs have been waiting for someone to talk to about their future.  A word of caution:  Don’t try high-pressure sales techniques.  They’ll come back to haunt you later.

4. Some younger airmen and NCOs prefer to discuss their plans with an older, more experienced NCO.

b. Disadvantages:

1. Aggressive airmen will resent this “forward” approach

2. The airman might think “same old drill…he talks, I listen”

3. You might not find out their true expectations if you haven’t taken the time to establish a friendly understanding with the ratee.

2. The indirect approach:  Using this approach, you first put the person at ease.  When they’re relaxed, start asking them questions and keep quiet.  Let them do the talking!

a. Advantages:

1. Shy types feel more secure.

2. The very fact that someone is listening will come as a pleasant surprise.

3. Listening is a form of recognition.  It makes the individual feel good about your interest in them.

4. It encourages the ratee to discuss things honestly and to voice their objections.

b. Disadvantage:  The indirect approach takes time.  In many cases, you’ll have to conduct several sessions to thoroughly discuss the ratee’s career intent and expectations.

3. Points to Remember:  Although not inclusive, the following points should be considered when conducting a career counseling session.

a. Don’t sell retirement to a single airman – usually, they aren’t focusing that far down the line.  They often want to live for the moment. 

TIP:  Point out that four more years of on-the-job experience and training will better prepare them for the transition to civilian life.  Also, at the end of their second enlistment, they’ll likely have some supervisory and communication skills experience, which are highly desirable by civilian employers.

b. Maybe the ratee wants a change of scenery – if the ratee wants to try a different job, it’s a lot easier to make that transition while in the Air Force vice starting from scratch in the civilian sector.  Also, the variety of jobs offered by the Air Force is probably greater than most civilian firms have to offer.

c. Young people want friends, especially single airmen with no close ties in the local area.  The Air Force gives them a common bond that’s rare in civilian life, and they will build relationships that last a lifetime.

d. Free room and board -  Many young ratees take their dormitory space and meals for granted.  The average cost for a decent one-bedroom apartment is typically $600+ dollars per month.  And that doesn’t include utilities or the cost of transportation.  How much does it cost to eat out two or three times a day?

e. Married airmen are different.

1. They’re interested in job security

2. Even though they’re young, retirement enters the picture.  With a guaranteed retirement check, transitioning to the civilian sector is easier.

3. Medical and dental costs are an issue

4. Low-cost insurance is a plus

5. Tax-free allowances matter

6. VA Home loans help

4. Remember the “MATTRESS.”  The following information should help you “sell” the particular benefit(s) the ratee is most interested in.  The list is not all-inclusive; rather, it highlights the major entitlements and benefits of an Air Force career:

a. Money
· Pay is taxable; allowances (housing, food, clothing) are not.  Don’t focus on the “bottom line” of your pay statement…

· Annual pay raises through 2005 will be .5 percentage point above the cost of living index…helping to bridge the gap between military and civilian pay

· Remember you have automatic seniority raises throughout your career!

Money (cont)

· Don’t forget about the savings in the BX (20-25% annual savings) and commissary (average 29% savings).  It adds up.

· Free medical and dental care for you, free or low-cost for families.  Average cost for health insurance in the civilian sector is $2500 per year plus deductibles

· Clothing allowance

· Non-contributory retirement and new Thrift Savings Plan

· Low cost life insurance

· 30 days vacation with pay each year; roughly 13 three-day weekends with pay; 3-day passes for exceptional performance.  Not too many places pay you to take time off!

b. Advancement
· Promoted based on what, not who you know

· You’re in control of your advancement opportunities

· Early promotion to SrA for exceptional performers

· Supervisory opportunities at an early age

· We teach you how to become an effective leader through formal Professional Military Education and informal professional development seminars

c. Travel
· Most airlines offer reduced airfare for travel

· Rental car companies often offer discounts

· Space-A travel on military/charter aircraft

· Allowances when going PCS/TDY

· On-base SATO offices can help with travel arrangements

· Plan trips to take advantage of space available billeting

· Armed Forces Recreation Areas at great vacation locations

d. Training
· Remember that all Air Force tech schools are fully college accredited

· You earn college credits that can lead to an Associates Degree

· Follow-on training can get you closer to your degree and/or certification

· As you progress and become a trainer, you’ll learn “teaching” skills that are always in demand

· Training never stops; by using “just-in-time” training methods you remain current in your AFSC

e. Recreation
· Many team and individual sports are available

· Fully-equipped modern fitness centers are free to use

· Low-cost specialized recreation classes available

· Many fitness centers open 24 hours a day to accommodate shift workers

· Swimming pools, bowling alleys, movie theaters, picnic areas, playgrounds

· Low cost golf courses

· NCO club helps promote esprit de corps

· Recreation centers offer pool, video rooms, TV lounges

· Tickets and Tours helps save you money

· Hobby shops (auto, wood, photo, etc) at a very reasonable cost

· Different classes (ceramics, auto repair, framing, etc)

· Outdoor rec facilities from cabins in the mountains to resort hotels

Recreation (cont)

· First-rate equipment available for rent at low cost

· Supervised outdoor activities

f. Education
· CCAF awards AAS in over 65 technical fields

· Combine tech school with off-duty classes to earn your degree

· Fully accredited by the Southern Association of Colleges and Schools

· Free transcripts available on request

· Tuition assistance currently pays 75% for off-duty education

· Independent distance learning study methods are available (helps when deployed)

· Montgomery GI Bill is an extra benefit

· Doesn’t affect CCAF or TA eligibility

· 36 months of benefits available

· Can use benefits up to 10 years after separation/retirement

· CLEP and DANTES tests are free for active-duty members (normally cost about $50 each)

· Commissioning programs are available

· Bootstrap program allows you to complete degree while going to school full time

· Scholarships and grants are plentiful

g. Security
· Guaranteed pay check

· Signed contract…no lay-offs

· Unlimited sick leave

· Family support when deployed

· Access to base controlled – makes for safe family environment

· Family assistance in times of emergencies

· Lifetime health care for those who pursue a career

h. Satisfaction
· Responsibility at an early age…to yourself, your co-workers, your country

· Recognition for a job well done (awards and decorations)

· A sense of belonging not felt by civilian counterparts

· Pride in yourself and in the uniform you wear

· You’re part of a world-class team

· Patriotism really does grow on you!

5. The Bottom Line: The ratee joined the Air Force for specific reasons, with specific expectations in mind.  It’s your responsibility to understand those expectations and ensure they are being met, within reason.  Don’t wait for a scheduled feedback session to discuss career expectations…by then it may be too late.  Encourage the ratee to constantly think about why they joined the Air Force.  Encourage them to talk with you if their expectations aren’t being met.  In many cases, you simply need to get them re-focused on why they joined the Air Force in the first place! 

Enlisted Performance Reports (Ref: AFI 36-2406)

1. Purpose:  EPRs serve as a formal account of a ratee’s performance during the rating period.  Ensure the ratee also understands that EPRs:

a. Are often reviewed as part of the awards program

b. Serve as the basis for decorations

c. Can be used in “hiring” someone for a special duty position

d. Are a critical component of their Senior NCO Selection folder (should the ratee pursue a continued AF career)

2. When to submit EPRs:

a. Do not assume your CSS will send the reminder RIP on schedule!

b. Initial EPRs are submitted when an airman has 20 months total active federal military service

c. Annual reports are submitted each year after the initial report closes out.

Note: You may not actually supervise the ratee for an entire year, even though the report shell indicates an “annual” report.  You only rate the actual period of supervision.

d. Other reports are generated due to changes in reporting officials or as otherwise directed.  Refer to the appropriate tables in AFI 36-2406 for more information.

3. Some things to remember:
a. The EPR is also a reflection on you.  It shows how much you care about your troops.  People who review EPRs can quickly tell the amount of time you took to write the report.

b. You need to ensure the ratee understands the importance of EPRs early on in their career.  Remember:  individuals who desire to compete for promotion to SMSgt will have EPRs reviewed that are 10 years old!  

c. Don’t sell the ratee short.  Today’s Air Force is extremely competitive.  You need to make sure your troops maintain the competitive “edge.”  You need to include items in the EPR that make the ratee stand out from their peers.

d. Writing good, solid EPRs doesn’t happen overnight.  It takes practice and it takes time.  Make sure you don’t wait until the last minute to begin writing the EPR.  And DON’T BE LATE!  That’s a sure sign to people reviewing records that you may not be truly concerned with taking care of your people.

e. Make your life easier: Maintain a folder on each of your ratees.  When you see them doing something good (or not so good) jot down a note and place it in the folder.  That way, when it’s time for writing the EPR or conducting a performance feedback session, you have a good starting point.

Awards Program (Ref: AFI 36-28XX series; 15 ABW Instruction 36-2801)

1. Purpose:  This goes without saying.  Awards are a way of recognizing superior performance.  They’re a way of saying “thanks” for a job well done.

2. Types:

a. Unit-level awards:  These can range from technician of the quarter to Airman of the Year.  Specific eligibility for each award and nomination procedures vary by organization.  These are typically the easiest types of awards to process – take full advantage of them.

b. Wing-level awards: Categories include Airman, NCO and Sr. NCO, in addition to CGO and Civilian.  Nominees are considered on the “whole person” concept, including leadership and job accomplishments, significant self-improvement, leadership qualities, “other” accomplishments and how they present themselves as an articulate and positive representative of the Air Force.  

c. Career-field specific awards:  These awards are presented to outstanding performers in most career fields.  Levels of award are essentially MAJCOM and Air Force. 

d. Special Awards and Trophies:  Several special awards programs are in place.  Some are sponsored by national-level organizations.  See the specific AFI 36-28XX for eligibility and submission criteria. 

3. Things to remember when submitting someone for an award:

a. Don’t do it for the sake of doing it!  There must be a specific reason why you’re nominating someone for an award.  If not, the program becomes “diluted” and can turn into a “it must be my time to be nominated” situation.

b. Be honest with your subordinates.  Explain to them how they can become competitive.  Today’s award-winners really do earn top marks in all the categories.

c. Quantify wherever possible.  If a dollar savings is involved, state the value; if time is saved, express it in terms of man-hours or percentage of improvement.

d. Avoid jargon.  Imagine you are someone with absolutely no understanding of the person’s duties and responsibilities.  Does the award package paint a clear picture?

e. Write the award, re-write it and re-write it again.  Your nominee MUST stand head and shoulders above the competition to win.  The stronger you can make the package, the better the chance of success. 

4. Why awards are important:  Explain to your subordinates that awards are one of the few ways we can separate the outstanding from the average.  Awards carry considerable weight later in their career (especially when their records are reviewed) and they should seek out every opportunity to compete for applicable awards. 


Promotion to Senior Airman Below the Zone  (AFI 36-2502)

1. Purpose:  The BTZ program affords superior performing A1Cs a one-time opportunity for early advancement to the grade of SrA.  Commanders select the number of A1Cs for early promotion based on the number of eligible A1Cs.

2. Timing:  If promoted to SrA below-the-zone, the ratee’s promotion effective date would be six months before their normal “fully qualified” date.  This date occurs when the ratee has 36 months TIS and 20 months TIG as an A1C, or 28 months TIG as an A1C, whichever occurs first.  

3. Procedure:  Varies by organization.  Typically involves completion of AF Form 1206, records review, and/or meeting a board.  The board makes recommendations to the commander, who has the actual promotion authority.

4. Things to remember:

a. BTZ consideration is a “one-time” opportunity for early promotion.  Explain to the ratee the benefits of early promotion:  In addition to putting extra money in their pocket six months before their peers are promoted, they could also be eligible to test for promotion to SSgt earlier than their peers.

b. Explain that if selected for early promotion, they’ll be on their way toward establishing a trend of sustained superior performance.  Although they’re not thinking about it now, when they compete for promotion to SMSgt, a “10-year lookback” takes place.  This early promotion could very well be contained in an EPR the board reviews.

The Career Job Reservation Process (AFI 36-2606)

1. The Career Job Reservation Process is probably the single most important (and misunderstood) program that applies to first-term airmen.  The key point you must remember, and must stress to the ratee, is that getting a CJR does NOT mean you must reenlist!  Many airmen are unsure of their career intent, and through misinformation are told that once they apply for a CJR they have to reenlist.  Think of a CJR as a reenlistment “option.”  If the CJR is approved, you have the option of reenlisting.  However, without an approved CJR, an airman MUST separate.  Plain and simple.

2. The CJR process:

a. Four-year enlistees may request a CJR in their current AFSC no earlier than the first day of the month during which they complete 35 months on their current enlistment, and no later than the last duty day of the month during which they complete 43 months of service.

b. Six-year enlistees may request a CJR in their current AFSC no earlier than the first day of the month during which they complete 59 months on their current enlistment, and no later than the last duty day of the month during which they complete 67 months of service.

c. If approved, the member must reenlist before the CJR expiration date, which is their Date of Separation (plus one day).  If an airman voluntarily extends their enlistment, their CJR suspense date is automatically extended.

d. If there are more applicants than there are CJR quotas (the Air Force goal for retaining first-term airmen is 55% of the eligible population), then members are placed on a CJR waiting list.  CAUTION:  Most airmen do not receive a CJR if they are placed on the waiting list.  Airmen are “racked and stacked” on the waiting list based on the following criteria:

· Current grade

· Projected grade

· Last three EPR ratings

· Whether or not they have a UIF

· Date of rank

· TAFMSD

e. In cases like this, supervisors should encourage airmen to explore retraining opportunities if they wish to remain in the Air Force.  Airmen remain on the CJR waiting list until they are within five months of their Date of Separation.  

Selective Reenlistment Program (AFI 36-2606)

1. Purpose:  Provides supervisors and commanders the process for evaluating airmen for continued service.  Stress to the ratee that reenlistment is a privilege, not a right.

2. When considered:  

a. First-term airmen are considered when they complete 33 months of their current enlistment (if a four-year enlistee) or 57 months (if a six-year enlistee).

b. Second-term and career airmen with less than 19 years TAFMS are considered when they are within 13 months of their original Expiration of Term of Service (ETS).

3. Roles:

a. Supervisor:  Evaluate the ratee honestly and make recommendations to the commander to retain or not retain the ratee.  Because of your daily interaction with the ratee, you’re in the best position to make the recommendation

b. Commander:  Approves or denies reenlistment.

4. Procedure:

a. MPF sends each unit an SRP consideration roster with RIP for each person being considered.

b. CSS forwards the RIP to the supervisor.  Supervisor makes recommendation.

c. Commander selects (or denies) the airman reenlistment consideration.

5. If you decide NOT to recommend the ratee for reenlistment:

a. Complete AF Form 418.  You must justify your recommendation by including specific facts.

b. The commander makes the final determination.  If the commander does not recommend the ratee for reenlistment, the ratee has an opportunity to appeal the decision.

NOTE:  Commanders may reverse their SRP selection or nonselection decision any time before the ratee’s DOS.  Therefore, you must continue to evaluate the ratee for continued service and submit an AF Form 418 if the ratee’s duty, performance, conduct, etc., improves or deteriorates to the point where reconsideration is appropriate.

6. Things to remember:  An Air Force career isn’t for everyone.  As a front-line supervisor, you’re in the best position to make recommendations to your commander on whether to retain an individual for continued service.  Making the call is sometimes difficult.  That’s why it’s so important for you to provide continuous feedback to your ratees.  Let them know how they’re doing.  Help them to improve.  Document their strengths and weaknesses.  And, most importantly, be honest with them!

Retraining (AFI 36-2626)

1. Several retraining programs exist.  Among the most common are the Quality Retraining Program (QRP) also referred to as CAREERS, the NCO Retraining Program, and retraining due to disqualification.  For the sake of brevity, we’ll limit our discussion to the CAREERS and NCORP.  When discussing retraining, always remember that the retraining program exists to “balance the enlisted force.”  

2. CAREERS retraining: This program applies to first-term airmen only.  Key point:  All first-term airmen are eligible to apply for retraining, regardless of the AFSC they currently hold!  Many first-term airmen elect to separate because they feel they are “stuck” in the same job for the rest of their Air Force career.  In many cases, a change of jobs could keep them with us!

a. Eligibility: Four-year enlistees may apply between the 1st day of the 35th month thru last day of 43rd month of service.  Six-year enlistees may apply between the 1st day of the 59th month thru the last day of the 67th month of service.  Overseas-based airmen must apply between their 9th thru 15th month prior to DEROS.

b. Procedure:  Airmen need to be realistic when listing retraining options.  The more choices they provide, the better their chances for approval.  Projected vacancies can be viewed on-line at http://www.afpc.randolph.af.mil/enlskills/retraining.htm. Airmen are “racked and stacked” based on the following criteria:  Most recent EPR, current/projected grade, next three EPRs, DOR, TAFMSD and AQE scores.

1. Each month, all applicants’ records meet a selection board at AFPC

2. Applicants are looked at three times; if not selected for retraining after the third board, the application is disapproved.

3. NCO Retraining Program: The annual NCORP is designed to move NCOs from AFSCs with significant overages into AFSCs with NCO shortages.  How do overages suddenly occur?  Because WAPS affords equal promotion opportunity to all AFSCs, each year promotions occur which result in “excess” numbers of NCOs in certain AFSCs.  Retraining quotas (for both retraining out and retraining in can be viewed at http://www.afpc.randolph.af.mil/enlskills/retraining.htm.


a. Eligibility Requirements: AFPC/DPPAET  announces eligibility criteria at the start of each fiscal year program. 

1. The voluntary phase begins when the Air Staff provides the list of AFSCs with significant overages and shortages.  The objective is to get as many volunteers in AFSCs with overages to retrain into AFSCs with shortages.  

2. Involuntary Retraining:  If retraining objectives for the program are not met through the voluntary phases, selective retraining becomes necessary.  Airmen who possess a secondary or additional AFSC in a shortage skill are returned to those skills if in the best interest of the Air Force. If skill imbalances still exist, Air Staff will direct involuntary retraining into selected AFSC shortages.

Assignments (AFI 36-2110)

1. You got where you are now via the enlisted assignment system, filling an Air Force requirement. If you and your troops don’t understand the enlisted assignment process, you should. Why? Because the more you know, the better you can participate in the process.  By learning about the assignment system, you can have a greater say in your next assignment!  

2. It would be impossible to list all the information that pertains to the assignment process. Encourage your folks to visit the following web sites:

http://afas.afpc.randolph.af.mil/enlisted/enlisted.htm.  This site contains a wealth of information on all aspects of the enlisted assignment system.  Of particular interest is the “Topic Listing” sub-page, which will let you explore specific assignment programs in depth.

https://afas.afpc.randolph.af.mil/AMSWeb/master.cfm.  This is the link to the Assignment Management System.  After creating an account, members can review portions of their personnel record, update assignment preferences, volunteer for assignments and even apply for a base of preference! 

3. Listed below are the highlights, so you can ensure your troops get the basic information they need to help them control their future.

a. DEROS Forecast System:  About 13 months prior to DEROS, members receive their DEROS option sheet.  It is imperative they take the desired action (maintain original DEROS, apply for indefinite DEROS, extend, etc) by the suspense date that’s provided.

b. Overseas Tour Extension Incentive: OTEIP is yet another DEROS forecast option available for those eligible personnel in the overseas area. It provides special incentives for airmen in certain AFSCs  and at certain locations, to extend their overseas tour for 12 months. The OTEIP incentive is a lump sum $2,000 bonus. The MPF has a listing of the eligible AFSCs and locations. You must agree to serve a 12-month extension of your current tour.

c. Humanitarian Reassignment and Deferment: This program is designed to provide stability to airmen who have problems more severe than those normally encountered by other Air Force members. The problem must be able to be resolved within a reasonable period of time (usually 12-18 months, or in a case of a terminal illness, 24 months). For approval, a vacancy must exist at the requested duty location if PCS is required.

d. Exceptional Family Member Program:  Provides special assignment consideration to AF members who have a spouse, child, or dependent adult with medical conditions requiring prolonged hospitalization or out-patient treatment, or special education needs. The initial reassignment or deferment is to establish a treatment program. For subsequent assignments, the local EFMP officer verifies availability of adequate facilities to meet the family member's needs. If unavailable, the member requests assignment be changed to a location where appropriate care is available for the dependent.

e. Base of Preference: First-term airmen serving overseas may request BOP consideration after they receive their DEROS Election Option/Forecast Notification RIP. They must obtain the minimum retainability for CONUS PCS in order to apply. Airmen may list up to eight CONUS bases for the Overseas-to-CONUS BOP. The preferences will be considered in the exact order listed. Members requesting Overseas-to-CONUS BOPs will be reassigned through the normal oversea returnee process if BOP is disapproved.

f. EQUAL PLUS: The EQUAL-Plus listings are updated weekly, are arranged by grade and AFSC, and advertise special assignments like joint and departmental positions. EQUAL-Plus shows upcoming requirements, any special qualifications needed, the available locations, reporting instructions, and POCs for additional information. EQUAL-Plus also advertises special duties like instructor duty, recruiting, duty with the Thunderbirds, postal duty, Air Staff/MAJCOM positions, and defense attaché duties around the world, and short-notice overseas  assignments.

g. EQUAL and Overseas Returnee Prioritization: Assignments are advertised and matched eight times a year (four cycles each for those going to and from the overseas area. Overseas members with an indefinite DEROS are eligible for a consecutive overseas tour (COT) anytime after completing their original tour. Individuals with an established DEROS can also be considered for a COT but can only volunteer for advertised requirements with a reporting date (RNLTD) equal to their DEROS month or the following two months. For example, if their DEROS is Jan, they are eligible to compete for assignments with Jan, Feb, or Mar reporting. If they are not selected for a COT assignment or didn't volunteer because they want to return to the CONUS, they will “compete” for a CONUS assignment during their overseas return cycle. Overseas returnees compete for assignments based on the type of tour they’re currently serving.  Individuals serving at a short tour location receive a higher priority than someone serving at a split-tour location, who receive a higher consideration than someone serving at a long-tour location. They must have 12 months retainability after DEROS to be considered for a return assignment. They only need 7-12 months if you're high year of tenure restricted from getting the full 12 months. If they do not have or obtain the required retainability by the required date, their DEROS will be involuntarily extended to match their DOS. Military personnel married to military personnel do not use the overseas returnee EQUAL list. Their assignments are hand-matched to a location with valid Air Force requirements where they can establish a joint domicile.

h. Join Spouse Program: Air Force policy is to assign military couples together, when possible, to a location where they can live in the same residence. Remember that each member is serving in his or her own right and must fulfill the obligations expected of all Air Force personnel. Because the Air Force cannot guarantee military couples will be reassigned together, you should take all necessary steps to reduce the impact of a separation should it occur. Married military couples are required to complete the AF Form 1048 (Military Spouse Information). This form lets AFPC know what your intentions/desires as a couple are. It tells AFPC whether you do or do not want to be reassigned together. If you do want joint assignments, they will do everything reasonable to accommodate your desires in most situations.
Introduction to WAPS (AFI 36-2502)

1. You need to ensure your troops understand what it takes to get ahead in today’s Air Force.  All too often, a young SrA is handed a data verification RIP, a copy of the latest PFE, and is told “good luck!”  Next, they hear things like “you can’t get promoted your first time up,” and “it’s harder to get promoted in this career field than in other jobs.” 

2. Things to discuss with the ratee:

a. Importance of the Data Verification Record.  Accurate information is the ratee’s responsibility.  Sit down and discuss each of the factors on the DVR, and if errors exist, have the ratee immediately go to the MPF customer service section.

b. Explain how promotions really work:

1. Promotions to the top 5 grades are tied to fiscal year end-strength and budget limits.

2. Air Force determines how many promotions are required to reach the authorized end strength.  Let’s say that in order to reach the required level of SSgts, we need to promote 10% of the eligible SrA.

3. Promotion percentage is applied across the board, regardless of AFSC.  If the percentage is 10%, each AFSC will get 10% of the eligible population promoted.  That’s why the NCORP exists…after a promotion cycle, overages will exist in certain AFSCs.

c. Explain that the “key” is the key to mastering the PFE.  Most folks don’t take the time to thoroughly review the Military Knowledge Testing Standard key that’s found at the beginning of the PFE.  It describes to what level the information must be mastered.  For instance, why “apply” the principles of airpower when you only need to “know” them.  Go over the key with the ratee and make sure they understand it.

d. Dispell three common promotion myths:

1. “They” raised the cut-off, so I can’t get promoted.

a. “They” are your peers.  Cutoffs are established based on the percentage of individuals we need to promote to fill vacancies.  All promotion factors (test scores, TIG, TIS, decorations, etc) are tallied, all those who tested are “racked and stacked” based on their total score, the percentage of promotions is applied, and a “cut-off” line is established.

b. Cut-off scores change from year to year, so don’t worry about the current cut-off score.  

2. Retrainees “steal” promotions.  Until they are awarded the same CAFSC as the ratee, retrainees compete with all other retrainees for promotion.  Once they are awarded the CAFSC, retrainees actually help, because they increase the pool of eligibles.  The more eligibles, the more stripes!

3. It’s harder to get promoted in some AFSCs than others.  Remember, the same promotion opportunity exists regardless of the AFSC.  Naturally, AFSCs with more eligibles will receive more stripes (i.e., 100 eligibles, 10% opportunity = 10 stripes; 10 eligibles, 10% opportunity = 1 stripe) but the same “opportunity” exists for everyone.

Entitlements gains over the past decade
1. As a front-line supervisor, you’ll overhear conversations and be approached by airmen who’ve heard there has been an erosion of military benefits over the years.  Most of these discussions stem from a “shift” in benefits vice an erosion.  For example, many airmen don’t realize that the downsizing of the early ‘90s dramatically cut the number of medical facilities in the Air Force.  As a result, more family members were being treated under CHAMPUS and now TRICARE.  The benefit is still available, the method of delivery has changed.  To help you address their concerns, the following information is provided.  The list is not all-inclusive; it highlights only the key gains each year.


FY01 National Defense Act Provides For:
· 3.7% pay raise in January 2001

· Targeted pay raises for grades E-5 through E-7 in July 2001

· Phased-in elimination of out-of-pocket expenses associated with living off base

· Additional pay of up to $500 per month for those who qualify for food stamps

· Implementation of Thrift Savings Plan for active duty and Reserve members

· For those enrolled in VEAP, an opportunity to enroll in the Montgomery GI Bill

· Increased tuition assistance to cover 100% tuition costs

· “Health care for life” combining TRICARE and Medicare

· Comprehensive retail and national mail-order pharmacy

· Increase in special duty pay to maximum of $600 per month


FY00 National Defense Act Provided For:

· The restoration of the pre-1986 military retirement plan for  service members who entered the armed forces on Aug. 1, 1986 or later

· A 4.8 percent across-the-board pay raise, effective January 2000

· Targeted pay raises in Jul 2000

· A provision to require military pay raises from fiscal 2001 through fiscal 2006 to be 0.5 percent above the employment cost index. This will help narrow the gap between military and private sector pay. 

· Establishment of a Career Enlisted Flyer Incentive Pay Program 

· Establishing TRICARE beneficiary counseling and assistance coordinators. 

· Expanding dental benefits for members of the Ready Reserve 

· A provision to help junior enlisted members reduce out-of-pocket moving costs. Payment of temporary lodging expenses will now be authorized upon assignment to their first permanent duty station. 


FY99 National Defense Act Provided For:
· 3.6 percent pay raise

· Increased hazardous duty pay for enlisted flight personnel ($15 per month for E-4 crewmembers, and $40 per month for those at the E-5 through E-9)

· Retention incentives for critically-short military occupational specialties. 

· Health care services for military retirees. A three-year demonstration program will let Medicare-eligible retirees and their families enroll in the Federal Employees Health Benefits Program starting Jan. 1, 2000. 


FY99 National Defense Act (Cont)
· Retiree dental program improvements. A provision will let dependents of military retirees independently enroll in the retiree dental program. 

· Family housing: $712 million for construction and improvement of military family housing units

· Troop housing: $716 million for the construction of 48 new barracks and dormitories within the United States and to support troops deployed abroad

· Child development centers: $34 million for nine child development centers. 


FY98 National Defense Act Provided For:

· 2.8% increase in basic pay

· Authorizes Family Separation Allowance (FSA 11) increase from $75 to $100 

· Authorizes new initiative --- Hardship Duty Pay - maximum of $300/month for certain hardship locations 

· Increases the minimum Hazardous Duty Incentive Pay from $110 to $150 
· Basic Allowance for Subsistence/Basic Allowance for Quarters reform 

· Authorizes lump sum payment of up to $2,000 for Overseas Tour Extension Incentive Pay 

· Authorized $165 per month annuity to Survivor Benefit Plan (SBP) "Forgotten Widows" 

· Allows retirees participating in the SBP to disenroll from SBP between their 2nd and 3rd anniversary of retirement

· Increase Aviator Continuation Pay (Pilot Bonus)--- currently $12K, authorizes $25K

· Increase Aviation Career Incentive Pay (Flight Pay)--currently $650 for 14-22 yrs of aviation service, to $840

· Review of Aviation Compensation


FY97 National Defense Act Provided For:
· 3% raise to base pay and Basic Allowance for Subsistence (BAS) (.7% above statutory raise)

· 4.6% raise to Basic Allowance for Quarters (BAQ) (2.3% above statutory raise)

· Variable Housing Allowance (VHA) locality floor by location

· Disability coverage for members granted excess leave for educational or emergency purposes

· Family Separation Allowance (FSA) for military married to military couples

· Allows for payment of one member only, for members who reside together immediately before and after FSA entitlement

· Waiver of Consecutive Overseas Tours (COT) leave travel entitlement past the 365 day limit for members unable to take COT leave as a result of duty in contingency operation

· May defer for an additional year from the date contingency duty ends

· Privately-Owned Vehicle (POV) storage at government expense for members PCSing to overseas duty location and POV shipment is prohibited by US government or foreign government or contingencies over 30 days

· Round trip travel to port in conjunction with pick-up or delivery of POV shipped at government expense on a PCS move

· Dislocation Allowance (DLA) increase to 2.5 months X BAQ (PCS-associated entitlement)

· Cost-of-Living Allowance (COLA) delay eliminated for mil and civ retirees; restored to 1 Jan

· Elimination of the inequity that existed for members who separate under VSI/SSB and subsequently become eligible for VA disability compensation

· Established authority to implement retiree dental plan NLT 1 Oct 97

· $9.5M increase in tuition assistance funding (Congressional plus-up) Total $60M/year


FY96 National Defense Act Provided For:
· $4M increase in tuition assistance funding (Congressional plus-up)

· 2.4% Base Pay and BAS increase

· 5.2% BAQ increase (2.8% above statutory raise)

· Single E-6 and above prerogative to refuse "inadequate quarters" without  sacrificing BAQ

· Increased Special Duty Assignment Pay for recruiters from $275 to $375

· Authorized Enhanced Hazardous Duty Pay for enlisted Air Weapons Controllers (AWCs) serving aboard AWACS on same basis as officer AWCs

· Authorized return to CONUS of dependents who have lost dependency status due to age or educational status at gov't expense

· Authorizes survivors of deceased service members to be paid all leave accrued without regards to the 60 day career limit

· Adopted automatic enrollment at the maximum Servicemembers' Group Life Insurance (SGLI) level of $200K

· Authorization of $3.6M for New Parent Program (Family Advocacy Program)

· Increased age of dependents covered by CHAMPUS for well baby care and immunizations from 2 to 6

     FY 95 National Defense Act Provided For:

· 2.6% pay raise, includes mil pay, BAQ, BAS

· Appropriated additional $30M to DECA

· CONUS COLA authorized for military members living in "high cost' areas over the 109% threshold

· Earned Income Tax Credit extended to members stationed overseas

· Round trip emergency travel funded for members/dependents from overseas duty location to nearest international airport

· Enlisted members authorized BAS entitlement while deployed for real world contingencies

· Continued FSA authorized for service members redeployed within 30 days for a period of over 30 days

· Commissary and BX benefits added for abused dependents whose sponsor was separated

· 2.8% COLA to retired pay

· Monthly Dependency and Indemnity Compensation for children increased from $150 to $200 per child

· Surviving families authorized residence in base quarters or housing allowance for 180 days when sponsor dies on active duty

· Surviving families eligible for Dependent Dental Program and CHAMPUS (using active duty deductibles and cost-sharing amounts) for 12 months when sponsor dies on active duty


FY94 National Defense Act Provided For:

· 2.2% pay raise, includes mil pay, BAQ, BAS

· Increase Temporary Lodging Expense (allowance) from 4 to 10 days for all CONUS moves

· Permanent authority for 24 year fogey pay

· VSI/SSB/TERA authorities extended through FY99

· Adds $75M for previously authorized mail-in pharmacy program

· Authorized CHAMPUS active duty rates if dependent under treatment when sponsor dies on active duty

· Authorization to expand enrollment in Dependent Dental Program to dependents of overseas returnees


FY 93 National Defense Act Provided For:
· 3.7% pay raise, including mil pay, BAQ, BAS

· Increased SGLI/Veterans' Group Life Insurance max coverage to $200K

· Increased DDP benefits to include expensive specialties

· Increased Montgomery GI Bill (MGIB) payments from $350 to $400 per month

· Eliminated $10 charge for space-A overseas travel on mil aircraft

· TERA authority to SecDef

· Established Permissive TDY policy for retiring/separating member; CONUS 20 days, Overseas 30 days

· Established policy to let member separating from overseas select final processing location

· Equalized VSI/SSB benefits (e.g., 120 days health care, 2 years commissary/BX benefits)

· Allows VSI/SSB recipients to enroll in MGIB


FY 92 National Defense Act Provided For:
· 4.2% pay raise, includes mil pay, BAQ, BAS

· Increase of Imminent Danger Pay from $110 to $150 per month permanent

· Made increase of FSA from $60 to $75 per month permanent

· Established permanent authority to reimburse military families for adoption expenses ($2000 per adoption, $5000 per year)

· Allows members and dependent the opportunity to defer COT travel entitlements for up to 365 days from date member reports to new station or begins COT tour

· Made the $6000 increase in death gratuity permanent

· Authorized reserve members without dependents to receive BAQ if they maintain a residence when on AD in support of a contingency operation

· Allows the payment for the full amount of accrued leave (regardless of the 60-day limit) in the case of death during contingency

· 1 year SBP and SSBP open season for previous retirees

· Decreased the waiting period for unemployment benefits for military members from 4 weeks to 1 week; benefits available for 26 versus 13 weeks
FACT SHEET ON AIR FORCE BENEFITS
Revised: Aug 2001 
.
 THIS IS A LISTING OF JUST SOME OF THE MANY AIR FORCE BENEFITS WITH A BRIEF SUMMARY OF EACH. IAW AFI 36-2618, THE ENLISTED FORCE STRUCTURE, SUPERVISORS ARE REQUIRED TO REVIEW THE FACT SHEET WITH EACH FIRST AND SECOND TERM SUBORDINATE WHEN CONDUCTING PERFORMANCE FEEDBACK AND WHEN AN INDIVIDUAL COMES UP FOR QUALITY REVIEW UNDER THE SELECTIVE REENLISTMENT PROGRAM.  FOR MORE INFORMATION ON A PARTICULAR BENEFIT, CONTACT THE APPROPRIATE BASE AGENCY.

 

MILITARY PAY RAISES: By law, military pay raises are set at .5% below the Employment Cost Index (ECI) published by the Department of Labor.  However, the FY00 National Defense Authorization Act (NDAA) changed the law to allow military pay raises to be set at .5% above the ECI through the year 2006. Received 4.8% and 3.7% pay raise in 2000 and 2001 respectively.   We are scheduled for a 4.6% pay raise in 2002.

 

SPECIAL AND INCENTIVE PAYS: Air Force members are entitled to selective reenlistment bonuses, enlistment bonuses, continuation bonuses, accession bonuses, proficiency pays, career incentive pays, deployment pays, hazardous duty pays, and other special pays depending on specific qualifications.

 

TAX ADVANTAGE: Military personnel receive additional compensation since some allowances are not taxable.  These include Basic Allowance for Subsistence (BAS), Basic Allowance for Housing (BAH), Overseas Housing Allowance (OHA), Cost-of-Living Allowance (COLA), and Family Separation Allowance (FSA). Federal income tax is calculated using the standard deduction rates. 

 

RETIREMENT: Individuals are typically retirement eligible upon completing 20 years of service.  Those who first entered military service on or after 8 Sep 80, but before 1 Aug 86, will have their retired pay computed under the "High-3" plan as follows.  First, the highest 36 months of basic pay are averaged to come up with the member's retired pay base.  Next, the retired pay base is multiplied by the retired pay multiplier shown in the table below to determine the actual retired pay.  (Note that multipliers are indicated below for whole years only, but are actually incremented for each additional whole month.)  Members who initially entered military service on or after 1 Aug 86 have the option of taking their retirement under the High-3 plan or accepting a $30,000 Career Status Bonus (CSB) at 15 years of service and then retiring under the provisions of the “Redux” plan.  Although the retired pay base is determined the same way as under the High-3 plan, the multiplier under Redux is reduced by one percentage point for each year less than 30 years of service as shown in the chart below.  However, at age 62 and after, Redux retired pay is recomputed using the "High-3" multiplier instead.  While members who retire under High-3 receive annual cost of living adjustments (COLAs), those who retire under the Redux/$30K CSB option receive an annual COLA reduced by one percentage point.  There is a one-time catch-up recomputation at age 62 and then the reduced COLA continues. 

 

	Years of Service 
	20
	21
	22
	23
	24
	25
	26
	27
	28
	29
	30

	High-3 Multiplier
	50%
	52.5%
	55%
	57.5%
	60%
	62.5%
	65%
	67.5
	70%
	72.5%
	75%*

	Redux Multiplier
	40%
	43.5%
	47%
	50.5%
	54%
	57.5%
	61%
	64.5%
	68%
	71.5%
	75%*


              * Max by law

 

The following illustrates how two master sergeants retiring with 20 years of active military service on 1 Sep 2006 could fall under two different plans. The sergeant who signed a delayed entry program enlistment contract on 4 Jun 86 and entered active duty 23 Aug 86 will calculate her retirement pay under the High-3 rules as follows: $2,422 (average of highest 36 months basic pay) x 50 percent (multiplier for 20 years) = $1,211 retired pay. The master sergeant who initially enlisted and came on active duty 15 Aug 86 and elected the $30,000 Career Status Bonus at the 15-year point would fall under the Redux rules and would calculate his retired pay this way: $2,422 (average of highest 36 months basic pay) x 40 percent (Redux multiplier for 20 years) = $968 retired pay. The sergeant retiring under the High-3 plan would receive about $243 more per month than the one retiring under the Redux plan who had taken the bonus.

 

A comparative description of each plan follows.
  

	Plan
	Eligible

(as determined by DIEMS) (Note 1)
	Retired Pay Formula

(Notes 2, 3 & 4)
	Cost-of-Living Adjustment (COLA) (Note 5)

	Final Basic Pay
	Entered service prior to 8 Sep 80
	2.5% times the years of service times final basic pay 
	Full inflation protection; COLA based on Consumer Price Index (CPI)

	High-3 (Note 6)
	Entered service on or after 8 Sep 80 and before 1 Aug 86
	2.5% times the years of service times the average of the highest 36 months of basic pay 
	Full inflation protection; COLA based on Consumer Price Index (CPI)

	High-3 Choice

 

 

--------OR--------

 

Redux/Career Status Bonus Choice: Instead of retiring under High-3, members may choose to receive a $30K Career Status Bonus at 15 years of service and then retiring under the less generous Redux plan.
	 

 

 

 

Entered service on or after 1 Aug 86
	High-3: 2.5% times the years of service times the average of the highest 36 months of basic  pay

 

-------------------OR-------------------

 

*Redux/Career Status Bonus option: 2.5% times the years of service, minus one percentage point from the product for each year less than 30 years, times the average of the highest 36 months of basic pay.  At age 62, retired pay is recalculated without deducting the one percentage point for each year less than 30, which allows it to catch up to what it would have been without the Redux penalty.
	High-3: Full inflation protection; COLA based on Consumer Price Index (CPI)

 

----------------OR----------------

 

*Redux/Career Status Bonus option: Partial inflation protection; COLA based on Consumer Price Index (CPI) minus 1 percent.  At age 62, retired pay is adjusted to reflect full COLA since retirement.  Partial COLA then resumes after age 62.


Note 1: Date initially entered military service (DIEMS) refers to the fixed date the member was first enlisted, appointed, or inducted.  This includes cadets at the Service Academies, students enrolled in a reserve component as part of the Services’ senior ROTC programs or ROTC financial assistance programs, students in the Uniformed Services University of the Health Sciences, participants in the Armed Forces Health Professions Scholarship program, officer candidates attending Officer Training School, and members in the Delayed Entry Program.

Note 2: 
The maximum multiplier is 75 percent times basic pay.  

Note 3: Members should be aware that the Uniformed Services Former Spouses Protection Act allows state courts to consider military retired pay as divisible property in divorce settlements.  The law does not direct state courts to divide retired pay; it simply permits them to do so.

Note 4: Retired pay stops upon the death of the retiree unless he or she was enrolled in the Survivor Benefit Plan.  See “Survivor Benefits” for additional information on this program.

Note 5:  COLA is applied annually to retired pay.

Note 6:  High-3 is a reference to the average of the high three years, or, more specifically, the highest 36 months, of basic pay as used in the formula.

 Information on all three plans is available at: http://www.afpc.randolph.af.mil/.  Additional information on the new High-3 and Redux/$30K Career Status Bonus choice is available at: http://pay2000.dtic.mil.  

 

THRIFT SAVINGS PLAN (TSP): Effective 2002, military members will be able to contribute to the popular TSP which federal civilian employees currently enjoy.  This will provide military members a 401(k)-like savings plan, which allows members to accumulate long-term, tax-deferred savings and earnings, with which they will be able to supplement future retirement income.

 

LEAVE: Accumulates 2.5 days leave per month (30 days of leave with pay each year) which can be carried forward (maximum of 60 days) into the next fiscal year. 

 

SURVIVOR BENEFITS.  All pay stops when a member dies.  However, if the member dies while on active duty with 20 or more years of service, the surviving spouse and children are automatically protected by the Survivor Benefit Plan (SBP)--at no cost to the member.  The surviving spouse will get an annuity equal to the difference between the dependency and indemnity compensation (DIC) payment and the SBP payment that would be paid had the member been retired on the date of his death.  To determine the amount of the SBP, the maximum applicable rate of retired pay that would be due the member would be used.  DIC is paid by the Veterans Administration to the surviving spouse at a monthly rate of $911 and to surviving children at a rate of $229 per child.  These are tax exempt payments and are annually adjusted for inflation.

 

SERVICEMEMBERS' GROUP LIFE INSURANCE: Inexpensive insurance--$250,000 at $20 per month ($0.80/$10,000 of coverage).

 

EDUCATION: The Air Force currently pays 75 percent of tuition up to $187.50 per credit hour ($3,500 annually) in off-duty courses with accredited schools. The FY01 NDAA authorized payment of 100 percent tuition (up to approved “caps”).  Provides CLEP/DANTES tests that could result in receiving college credit versus having to enroll in certain classes.

 

COMMISSIONING PROGRAMS: There are many avenues to pursue for those interested in a commission.  Officer Training School (OTS), Air Force Reserve Officer Training Corps (AFROTC) scholarship programs, and Airman Education and Commissioning Program (AECP) are some of the many programs available.  Additionally, AFROTC recently implemented a 1-year Professional Officer Corps (POC) program that allows enlisted personnel who are within one year of completing baccalaureate requirements, the opportunity to apply to ROTC.

 

MONTGOMERY GI BILL (MGIB): Individuals entering the Air Force after 1 Jul 85 are automatically enrolled in the MGIB, unless they disenroll in recruit training.  The MGIB requires a $100 a month nontaxable pay reduction for the first full 12 months of active duty.  Benefits are $650 a month for 36 months (adjusted annually based on the consumer price index).  Members who elected to participate in the Montgomery GI Bill upon entering active duty (after 30 June 1985) and agreed to payroll deduction of $100 a month for a total of 12 months, can receive a benefit of $23,400 with yearly increases as determined by the consumer price index.

 

SCHOLARSHIPS: Many scholarships are available for both military members and their families.  Eagle Grants are also available for CCAF graduates who are pursuing a bachelor's degree.  Grants range from $250 to $500 and may be used in conjunction with Tuition Assistance.  Military spouses’ organizations also offer scholarship opportunities.

 

VOCATIONAL TRAINING OPPORTUNITIES: There are training opportunities, both formal training associated with AFSC and various classes related to personal enhancement (PME, computer classes, management training).

 

CAREER BROADENING OPPORTUNITIES: Special Duty Assignments, Retraining, Overseas Duty, Contingency TDYs, etc.

 

PROMOTION OPPORTUNITY: Our system is fair, impartial, visible, understandable, and provides equal selection opportunity to all eligibles.   Promotion to airman through senior airman is based on a fully qualified system and commander recommendation.  However, approximately 15% of airman first class may advance to senior airman six months earlier than projected through the Senior Airman Below-the-Zone program.  Eligibility for promotion to staff sergeant through master sergeant requires commander’s recommendation, a specified time in grade, time in service and a predetermined primary air force specialty skill level.  Promotion to these three grades is earned through the Weighted Airman Promotion System (WAPS).  This system considers the following six weighed factors to determine your promotion score: Promotion Fitness Exam (military knowledge test), Specialty Knowledge Test (career field knowledge test) Enlisted Performance Reports, time in grade, time in service and decorations.  Airmen in retraining status, returning to a former specialty, or are in career fields where there is no specialty knowledge exam written may not be required to take a specialty exam.  The Stripes for Exceptional Performers (STEP) program promotes individuals with exceptional potential to the grades of staff sergeant through master sergeant and is another promotion opportunity available to commanders on an annual basis.   Lastly, promotion to senior master sergeant and chief master sergeant is a two-phase process.  Phase one is very similar to the WAPS evaluation although some promotion factors differ.  Phase two consists of a central evaluation board process that uses the whole-person concept to identify individuals that have the potential to serve in the higher grade.  The Air Force uses the combined total score of phase one and two to select individuals for promotion. Getting promoted is an individual’s responsibility.  Each enlisted Air Force member is charges with knowing if and when they are eligible for promotion, making sure they have the required study references, report to the testing facility on time and keeping their chain of command informed of any changes in their promotion eligibility status.

 

FAMILY SUPPORT CENTERS: The Air Force realizes there is a direct relationship between a member’s ability to successfully accomplish a mission and the quality of life that his/her family experiences.  Because of this relationship, many programs are offered through the base Family Support Center to promote a positive family and community environment.  The Family Support Center offers a Transition Assistance Program for those separating/retiring from the Air Force, an extensive Relocation Assistance Program that includes a Smooth Move program to prepare those who will PCS and a base newcomers tour.  The family services program offers a loan locker, which includes pots, pans, cribs, and other household items available for checkout to relocating members and their families.  The volunteer resource office maintains a list of agencies accepting volunteers and a list of those wishing to volunteer.  The family life program offers classes in parenting, couples communication, stress management, and a host of other family-related courses.  The family readiness program prepares families for the stress of deployments, NEOs, and repatriations.  Emergency financial assistance is available through the Air Force Aid office, and the Personal Financial Management Program offers information, education, and personal financial counseling on the full range of financial issues.  FSCs are the first stop on base for information and referral services for all individual and family issue.  In addition to these traditional Family Support Center programs, the Air Force has a comprehensive community We-site at www.afcrossroads.com.   Crossroads provides our military members and their families access to a wide range of resources from information on 300+ DoD Installations to a spouse forum, secure and monitored teen forum and spouse employment web-site with exclusive access to jobs for our AF Family members.

 

MEDICAL AND DENTAL: In 1999, an estimated 43 million Americans (approximately 18%) did not have health insurance.  Those that have insurance pay an average premium of $205 a month or $2,460 a year ($470 a month or $5,646 a year for a family of two or more).  These premiums do not take into account the cost-shares and deductibles often required in civilian plans.  As an active duty member, the military provides you and your family with comprehensive medical care.  TRICARE is the name of the Department of Defense’s regional managed health care program.  Under TRICARE, there are three health plan options: TRICARE Prime (which covers all active duty members and those family members that choose to enroll in this HMO-style plan); TRICARE Standard (an indemnity plan formally called CHAMPUS) and TRICARE Extra (a Preferred Provider Organization plan).  Under TRICARE Prime, you will have an assigned military or civilian primary care manager who will oversee all aspects of your care, including referrals to specialists.  As of 1 Oct 2001, active duty families that enroll in Prime will have no deductibles, cost-shares, or co-payments except for a nominal co-payment for prescriptions filled outside the military treatment facility (MTF).  In addition to providing top quality health care, the TRICARE Prime program also guarantees access for all your health needs: urgent appointments available within 24 hours, routine appointments within seven days and referral for specialty care within 30 days.  Emergency care is offered 24 hours a day.  TRICARE Prime also includes preventative health screening services such as periodic eye examinations, mammograms, cholesterol screening and a health risk assessment appraisal that many civilian health plans do not cover.  TRICARE Standard offers more choice of providers, but requires an annual $50 deductible per person or $300 per family (E-1 to E-4: $50 per person or $100 per family) plus a 20% cost-share for outpatient care and an $11/day charge for inpatient care.  TRICARE Extra offers the same as Standard, but if you elect to use a Prime network provider, the outpatient visit cost-share is only 15%.  Even after retirement, TRICARE Prime is available to all retirees under age 65 for a minimal enrollment fee of $230 or $460 for a family plan per year, a fraction of the cost in the civilian sector.  And recent legislation, known as TRICARE for Life, has expanded benefits for retirees over age 65 (Medicare eligible).

 

While the Air Force Medical Service can provide free dental care for all active duty members, we do not have the staff to see all family members.  Dental health insurance is available for family members through the TRICARE Dental Program (TDP).  Monthly TDP premiums are cost-shared by the Department of Defense (i.e., government pays 60% and the sponsor pays 40%).  The sponsor’s monthly premium payment is about $8 when a single-family member is enrolled and about $20 for two or more enrolled family members.  Basic preventative services are covered at 100%; the plan pays 50-80% of the cost of certain specialized services such as restorations, orthodontics, and prosthodontics.  In addition, costs shares for other specialty care (periodontic, endodontic and oral surgery) are lower for E-1s to E-4s.

 

COMMISSARY: Provides 29 percent savings over commercial purchases (based on 2000 Market Basket Survey).

 

BASE EXCHANGE: "We Go Where You Go" is the motto of AAFES.  For more than 105 years, the exchange service has remained true to its commitment to Value, Service, and Support for the military customer and their families worldwide.  AAFES helps you in two principal ways.  First is its guarantee to "meet or beat" any retailer's price on the same item (under $5, no questions asked, over $5, within 30 days of the retailers advertisement).  Second, profits are used to support the Services' morale, welfare, and recreation programs.  And now, AAFES offers 24/7 convenience through its new website: www.aafes.com.
 

BASE FACILITIES/SERVICES: Includes the base fitness center, health and wellness center, golf course, family housing, child development center, skills development center, auto skills, aero club, community centers, swimming pool, enlisted club, intramural sports, bowling center, library, chapel, youth center, outdoor recreation, base exchange, commissaries and discounts on special events/off-base recreation areas through Information, Ticket and Tours.

 

CHILD CARE: Child Development Centers offer care for children 0-5 years of age.  Air Force licensed family childcare is available at most installations and is certified by the Department of Defense accredited by the National Association for the Education of Young Children.  Fees are based on total family income.   Before and after school programs are also offered as part of our Youth Programs.  

 

SPACE AVAILABLE TRAVEL: Eligible for travel aboard military aircraft worldwide.  Families are eligible for space available travel outside the CONUS.

 

LEGAL ASSISTANCE: The base Legal Assistance Office will assist with preparing wills, powers of attorney, and provide advice on domestic relations problems, contracts, civil rights, and tax problems. 

 

VA HOME LOANS: May be eligible for home loans through the Veterans Administration.

 

OTHER ENTITLEMENTS 

Family Separation Allowance (FSA) 

Dislocation allowance 
Transportation for dependents on duty changes 

Shipment of household goods overseas and in the United States 

Schooling for dependents overseas and at some CONUS bases 

Station housing and cost of living allowances at many locations 

Travel allowance for POV pickup/delivery at port 

Storage of POV when PCSing to POV restricted area

Reimbursement of Pet Quarantine Fees

 

PROGRAMS FOR DOCUMENTED PERSONAL DIFFICULTIES

Emergency leave with priority on military aircraft 

Humanitarian reassignment 

Permissive reassignment 

Exceptional Family Member Program (EFMP) 

Air Force Aid Society 

 

Civilian Salary Requirements

As you weigh the pros and cons of returning to civilian life, please ensure you carefully consider the financial aspects.  Over the last few years, you’ve grown accustomed to a certain standard of living.  The last thing you want to do is lower your standards when you return to civilian life!  By carefully completing this handout, you’ll be better prepared to negotiate the salary you’ll need to maintain your current living standards. 

	ITEM
	Estimated Monthly Cost
	Notes

	Rent
	$
	Currently, you receive housing at no cost  or are provided a tax-free allowance to help cover your expenses.

	Electricity, Water, Garbage Pickup, Telephone, Cable TV
	$
	If you live on base, your basic utilities (electricity, water, garbage pickup) are provided at no cost.

	Food
	$
	Currently, your meals are provided at no cost, or you receive a tax-free allowance to help defray the cost of meals. Make sure to add 29% to your estimate, as that’s the average annual savings you realize for shopping at the commissary

	Medical Insurance
	$
	Medical care is provided to you free of charge. If you need specialized tests done while on active duty, your provider doesn’t have to gain approval.  Many HMOs have strict criteria for providing diagnostic procedures.  Also, many insurance plans charge an additional premium for providing maternity care.

	Prescription medications
	$
	As an Air Force member, prescription drugs are provided free of cost.  Also, by taking part in the “Partners in Care” program, many over-the-counter medications are provided free.

	Dental Coverage
	$
	Complete preventive, diagnostic and operative dental care is provided free of charge to all active-duty members.  Low-cost insurance is available for family members.

	Work Clothes
	$
	Each year, you receive a tax-free stipend to help defray the cost of purchasing and maintaining your work attire.

	Car payment
	$
	

	Car insurance
	$
	Several insurance companies offer preferred rates for military members and their families.  The savings can really add up!

	Car registration
	$
	Many states offer reduced registration fees for active-duty military personnel.

	Gas, oil, minor maintenance
	$
	Fuel costs are typically less on base.  Contracts with reputable repair facilities help save money in the long run.

	Monthly contribution toward retirement
	$
	Less than 40% of civilian firms offer a retirement plan, and most are contributory.  The Air Force offers a non-contributory retirement plan, payable after 20 years of service.   At a minimum, plan on depositing $166.66 per month into an IRA.  That way, you’ll have some kind of nest egg to use in your golden years.

	Membership at fitness center
	$
	Free use of fitness centers on base.  Most offer low-cost specialty classes. 

	After-hours entertainment (movies, club, social gatherings)
	$
	Low cost, first-run movies.  Membership in clubs available.  Plenty of opportunity to socialize with friends and co-workers at office and base functions.

	Vacation 
	$
	Don’t forget you currently receive 30 days of vacation with pay each year.  When calculating your required salary, take into consideration that most employers offer two weeks vacation after the first year.

	Education and training
	$
	75% tuition assistance, no restriction on course of study.  MGIB benefits for veterans.  No-cost professional training, and upgrade courses offered at no cost.  In fact, we pay you to go to skill-related classes!

	Life Insurance
	$
	Guaranteed insurability regardless of your health.  Extremely low cost insurance with coverage that remains the same as you get older.

	Preparation of legal documents
	$
	No charge for preparation of Powers of Attorney, wills, living trusts, etc. while you’re in the Air Force.  Free legal assistance also provided.

	Child care
	$
	The Air Force offers subsidized child care at reasonable costs.  All providers are certified.  On-base care offers a safe environment for your children.

	Recreation activities (golf course, bowling center, hobby shops, etc)
	$
	Recreational opportunities at very competitive rates.  Golf course, bowling centers, marinas, Armed Forces Recreation Centers all help you enjoy your time off while saving money.

	TOTAL MONTLY REQUIRED PAY
	$
	Do your homework.  Check out the average salary for the job you’re seeking at the location you’re moving to.  Will you be able to maintain your current standard of living? 
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