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In an era of significantly increased Navy operational tempo, global commitments, changing demographics, and the arrival of the  “Millennial Generation,” the Navy faces daunting challenges in recruiting, developing, and retaining a quality force.  

We must explore new and innovative ways to meet the evolving needs of our Sailors and their families in order to give them unlimited opportunity to succeed.  Sailors––to whom the principles of honor, courage, and commitment are fundamental, are our most important resource.  

In response to the personal sacrifices Sailors and their families have made, we must achieve and sustain a high Quality of Service to ensure Fleet combat readiness and mission execution.  

Last Fall, we entered the war against terrorism in a high state of readiness following a very successful year in 2001.  We achieved our recruiting goal in both accession numbers and quality of recruits, and our reenlistment rates increased by 17%, with nearly 8% lower attrition for our first-term Sailors.  Our challenge is to sustain our momentum and our level of combat readiness while we continue to improve the quality of our people and the quality of their service.  

Meeting this challenge demands a long-range Manpower & Personnel Strategy to align the efforts of those responsible for shaping our future.  

I would like to share with you our strategy that focuses on the way ahead for Navy Military Manpower and Personnel and establishes a framework for a comprehensive and integrated Navy Military Human Resources strategy.  The Navy’s Human Resources Board of Directors (NHRBoD) comprising representatives from Manpower and Personnel, Training, Medical, Shore Facilities, Resourcing and the Fleet, work to close any human resource gaps that exist across these organizations.  It is through the efforts of the NHRBoD that this strategy will be integrated across multiple human resource stakeholders and be closely aligned with ongoing transformation efforts, such as Task Force EXCEL. 

If you have a strategy, you must have a vision, and our vision is:

To be the world’s premiere war-fighting force, and governmental institution which attracts and retains the nation’s most talented, service-seeking men and women.  Our mission-driven, Sailor-centric human resources system is supported by our core values and a culture that enables choice, flexibility, and responsiveness to the needs of our Sailors and their families.

Our Strategic Principle communicates a philosophy that guides our actions to make the sometimes-difficult trade-offs among competing priorities to achieve the Vision. This Principle is:

“Mission First, Sailors Always…Whatever It Takes”
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Our strategy includes six (6) major thrust areas, which include:
1.  Developing, Shaping, and Aligning the Future Force to Meet Mission Requirements.  The key to maximizing Fleet readiness and combat effectiveness is through continuous quality improvement in the people we bring into the Navy and their personal and professional development in service. Through mentoring and covenant leadership, meaningful work, life long learning opportunities and increased professional challenge for all, we will maximize our retention to shape the needs of our future force. 

2.  End-to-End Transformation of Recruiting and Military Distribution Systems.  Effective mission execution requires optimal matching of human skills to our warfighting tasks.  Attracting and keeping increasingly higher levels of talent to meet our mission requirements demands a recruiting and personnel distribution system that is more Sailor-centric and competes robustly with the private sector.  This requires a radical transformation of the existing culture and system to one that: 1) focuses on career management and individual choice, 2) centers on skills vice ratings, 3) is enabled by the web and other Information Technology (IT) solutions, 4) moves toward a free market approach using dynamic incentives vice coercion as the recruiting and assignment driver, and 5) teams with command leadership and mentoring relationships to shape Sailors’ expectations and produce informed decisions. 

3.  Achieving a Sailor-Centric System Design through Transformational Acquisition Reform Initiatives.  Considering that manpower is 40-60% of the life cycle cost of our warfighting platforms, manpower must be a design driver in every acquisition/transformation program.  We must take full advantage of our Sailors by using technology to reduce crew size (particularly unskilled requirements), enhance their capabilities, productivity and effectiveness.  We must also adopt a policy Human Systems Integration (HSI) that focuses on equipping the man, not manning the equipment. 

4.  Providing Meaningful, Positive Navy Experience to Sailors and their Families.  The Navy is a positive lifestyle, which becomes a lifetime influencer.   Every Sailor, former Sailor and their family is a Navy recruiter. Our sea service is challenging and deployments away from loved ones are never easy. Therefore, we must make the naval experience a rewarding one; a period of time in which Sailors and their families accept the Navy as an essential component of their family identity. 
5.  Achieving a Technology-based Human Resource System.  We will leverage investments in world-class information technology to develop a Single Integrated Human Resources System (SIHRS).  It will serve as an enabler for ongoing and future Navy HR initiatives and provide the blueprint to transition to, and capitalize on, the Navy Marine Corps Intranet (NMCI) and the Defense Integrated Military Human Resource System (DIMHRS).  The combination of the SIHRS vision and its supporting Manpower and Personnel Business Process Reengineering strategy will achieve greater mission effectiveness, combat readiness, and organizational efficiency. 

And our sixth major thrust area is :

6.  Fully Aligning the Military Manpower and Personnel Strategy into an Effective Navy Human Resources (HR) Strategy.   Through the HRBoD we must integrate this Military Manpower and Personnel strategy into organizational components of the Navy Total Force Human Resources (HR) vision.  Through a strategic planning process each element effecting Navy HR management must be aligned to meet both changing missions and changing workforce environments.  

The Vision, Strategic Principal, and Thrust Areas provide Navy focus to:

· Implement CNO’s Way Ahead 

· Support the Secretary of Defense’s total Human Resource Strategy

· Detail objectives linked to existing programs

· Measure success through applying discreet metrics to each program 
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There are many management initiatives within each of the six major thrust areas, as shown on this slide.

We also face many challenges to effectively executing our strategy and we must overcome some fundamental issues if we are to be successful, and they are:

· Meeting the demands of an All Volunteer Navy in the 21st Century by applying our concepts for Sailor Advocacy and Distribution Transformation.

· Determining Total Force Requirements by balancing the inventory of our people with the valid billet requirements, reducing the overhead in our officer and enlisted personnel accounts, and validating proper active/reserve/civilian/ contractor work force mix.

· Shaping our Inventory Profiles in priority ratings to achieve an optimum balance through using incentives to promote rate conversions, targeting SRB, and recruiting priority ratings.

· Growing a more Experienced and Technical Force by increasing senior enlisted numbers, relaxing high tenure restrictions, increasing skill sets to meet the demands or our advanced combat systems.

· Providing Meaningful Work for our sailors and using alternative strategies to reduce the numbers in our general detail sailor career path.
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We have designed metrics to assess individual program efforts and to be able to assess overall progress in our Thrust Areas.  We will also monitor two overarching quantitative and qualitative measures of effectiveness to ensure overall program progress.  They are:

· Ability to man our Battlegroups at C-2 six months prior to deployment

· Reduction in involuntary personnel assignments

< Slide 4 on >

Our research organizations must help us close the gap on issues in the aforementioned Thrust Areas and offer ideas for near, mid, and long-term research solutions.  This conference affords each of us that opportunity to share our concerns and ideas and I look forward to discussing our issues with our Research community attendees and hearing the results from the Break-out Sessions scheduled later today and tomorrow.

And now for our Manpower requirements expert, RADM John Harvey, N12. 
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