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John D. Winkler was appointed Deputy Assistant Secretary of Defense for Reserve Affairs (Manpower and Personnel) on August 6, 2001. He serves as the principal staff assistant and advisor to the Assistant Secretary of Defense for Reserve Affairs for all National Guard and Reserve manpower, personnel and compensation policies; including Reserve component manpower requirements and utilization, personnel programs and management, the official Reserve component personnel database and system, Reserve medical readiness and programs, and development of legislation affecting Guard and Reserve manpower, personnel and compensation. 

While serving in Reserve Affairs, Dr. Winkler led the Department’s QDR-mandated “Review of Comprehensive Review of Reserve Component Contributions to National Defense,” which proposed new ideas for building force capabilities and for creating flexibility in management that can assist the Department in meeting it transformation goals. These included approaches for rebalancing active/reserve force mix, meeting requirements for emerging and traditional missions, and establishing a “continuum of service” and streamlined management practices for the Total Force.

Dr. Winkler was previously a Senior Behavioral Scientist at RAND and Associate Director of the Manpower and Training Program at the RAND Arroyo Center, a federally funded research and development center for the U.S. Army. As such, he managed and directed studies addressing personnel management, readiness and resources, individual and unit training, and the Army Reserve Components. He also served as the Arroyo Center's liaison officer, assisting the Director of the Arroyo Center and serving as the point of contact for the Army regarding research program development and execution and results of policy studies. He has authored and co-authored numerous RAND publications.

Dr. Winkler has a Ph.D. in Social Psychology from Harvard University and a B.A. (with honors) in Psychology and Anthropology from the University of Pennsylvania. 
Mr. Chairman and members of the Subcommittee, thank you for the opportunity to discuss with you the effects of reserve service on small business owners and the self employed.   

To sustain our military, the Department must have programs and policies that support and encourage recruitment and retention among service members.  We frequently speak of a triad of support programs:  those for servicemembers, their families, and civilian employers.  Individuals who serve in the Guard or Reserve must balance two careers—their full-time civilian career and their part-time military career.  To make this work effectively and successfully, employers must be willing to support their employees who have made a commitment to serve our country in the National Guard or Reserve.  

While the law provides certain job protections, we know we must offer more than the minimum the law provides if we are going to sustain a viable reserve force.  We must work closely with employers since we share the same employees and we, as the federal government, impose certain requirements upon them.  I would like to note that the support employers have provided over the past four years with the largest mobilization since the Korean War has been phenomenal.  There are employers who have gone well beyond the basic requirements placed on them under the Uniformed Services Employment and Reemployment Rights Act of 1994.  

We know that mobilizations are more apt to affect small businesses that employ reservists and reservists who are self employed.  Larger companies may find it easier to absorb the absence of an employee, but they are not immune to the impact of mobilization depending on the position or functions the reservist-employee performs.  However, the loss of a single employee from a small businesses and the sole proprietor is far more likely to have an immediate and significant impact on the business. 

With employers in mind, DoD has taken steps to help mitigate the effects of mobilization on employers.  First, the Department established and enforces policies calling for judicious and prudent use of the Guard and Reserve.  We have placed limits on the frequency and duration of mobilization.  Finally, we established a policy to provide employers with as much advanced notice of a pending mobilization as possible, with a goal of providing notice at least 30 days in advance.  These policies are part of a larger strategic goal of providing as much predictability as possible.  Early notice and predictable terms of activation will help employers develop more effective and cost efficient plans to accommodate the absence of a reservist-employee.  


The Department is also developing information on the make up of the reserve force with respect to their civilian employment.  The most recent, comprehensive survey information we have is found in the 2000 Survey of Reserve Component Personnel.  The survey results show 59 percent of reservists work in the private sector; 32 percent work in the public sector; six percent are self employed and five percent work in a family business.  (Note that this exceeds 100 percent due to rounding and the possibility of reservists working multiple jobs.)  The private sector segment is further refined by the number of employees.  Seventeen  percent of reservists reported working for a company that employs fewer than 100 employees.  When combined with self employed, one quarter of the reserve force either has an employer who may face a serious problem if the employee is mobilized or a sole proprietor who must make some difficult choices.  


But we don’t want to rely solely on survey data.  The Department’s first comprehensive effort to collect empirical information on employers of reservists began in September 2001 when the Civilian Employer Information (CEI) database started as a voluntary program.  When it became apparent that we were not getting the desired results with a voluntary program, the Under Secretary of Defense for Personnel and Readiness mandated that reservists report civilian employer information.  Now, with 77 percent of reservists having reported information on their civilian employers to this point, we are having the CEI database analyzed to obtain a more detailed understanding of reservists’ civilian occupations and the types of employers for which they work.  

The CEI database has several purposes.  First, it will now enable us to focus our employer outreach programs required by section 4333 of title 10 USC, on those employers who actually have reservist-employees.  Next, it allows us to make more informed decisions about mobilization as required by section 12302(b) of title 10 USC Code.  Finally and most importantly for the purposes of this committee, it will enable us to direct our research efforts in identifying programs or initiatives that would be the most effective in helping civilian employers and the self employed cope with an absence because of military service.  

We did not wait for the CEI data to begin our research efforts on the effects of activation on employers.  Research began in 2002 with a project conducted by the Institute for Defense Analyses (IDA).  Although IDA noted the absence of statistical data which precluded a systematic evaluation of the effects on mobilization, it did use survey information and other administrative data as well as conducted interviews—the same methods used by the Congressional Budget Office (CBO) in preparing its May 2005 paper titled The Effects of Reserve Call-Ups on Civilian Employers.  IDA did make several recommendations, which included establishing mandatory reporting of civilian employer information (which has been done) and conducting a survey of employers to help identify their most pressing issues and needs.  We are continuing our research effort with IDA who will analyze the CEI data and the survey results to make further recommendations.

We are also developing a much closer relationship with the Small Business Administration.  We believe that by working collaboratively, we will be able to improve upon the programs designed to assist reservist-employer that were enacted in the Veterans Entrepreneurship and Small Business Development Act of 1999 and develop new approaches to assist small business owners and the self employed.  

I have read the CBO’s paper on the effects of reserve call-ups on civilian employers and I was briefed by the CBO staff on the findings and options.  This paper is consistent with the approach DoD is taking to assess the impact of mobilization on employers and helps shed light on this issue. As noted in the paper, CBO relied on interviews and other techniques to determine the possible effects of activation.  Based on the limited information available to them, CBO suggested legislative and policy options for mitigating costs of mobilization to employers.  

· Compensating businesses through tax credits or direct payments

· Subsidizing loans to employers

· Providing or subsidizing call-up insurance for businesses

· Exempting certain reservists from mobilization  

There have been a number of bills introduced this year (and in previous years) to provide a tax credit to employer who continue to pay some or all of a mobilized employee’s salary or wages—one of the possibilities in the first options.  Other bills have also included a tax credit to help offset the cost of temporarily replacing a mobilized reservist.  The Department of Defense has deferred to the Department of Treasury as amendments to the tax code are under the purview of that Department.  However, CBO also suggests direct payments which would more than likely be made by DoD—an alternative presented in the first option.  The next two options suggested also involve some form of subsidy from the federal government.  CBO suggests that these approaches could be used as a forcing function for DoD to possibly recruit reservists employed in business where the cost of providing subsidies would be smaller.  

The Department believes further analysis is needed before any of these options are enacted.  We need a much more detailed understanding of the economic and other impacts of mobilization on employers to design cost-effective programs.  Our research efforts are targeted at those issues.

I would like to comment directly on the CBO recommendation to exempt certain employees from mobilization.  The Department would not support this recommendation.  Essentially, we would have reservists in the force that we would not be able to employ.  It is unwise and wasteful to spend tax payer money to train someone who cannot be activated.  This is contrary to the very purpose of having a reserve component.  

Regarding the draft of the “Entrepreneur Soldiers Empowerment Act,” the Department would defer to the Small Business Administration as the agency responsible for implementation.

As our research efforts begin yielding insights into various options that could help employers, we would like to work with the committee to develop well thought out legislation, if that is required, so we are able to wisely apply taxpayer dollars to programs that will produce results.

I would again like to thank the Committee and its staff for all of your efforts on behalf of our servicemembers.  The Department of Defense appreciates this opportunity to discuss these important matters with you.
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