Pilot Projects

The  Leadership  Summit

	360-DEGREE FEEDBACK Pilot (A)

What is it?  360 is performance feedback from multiple sources: superiors, peers, direct reports, and self-assessment.  A development instrument, vice administrative, gives flexibility to tailor to the needs of each command.

Purpose: To give leaders, at every level, constructive feedback on desired leadership competencies.

Where:  Pilot locations include SURFPAC (ships), South West Div (start at PWC), NATTC, NSSF San Diego, HM-15, SPAWARS, and Naval War College.

Who?  Over 40 people in sub-group.  Executive Champions are VADM LaFleur, VADM Tracey, RADM Johnson, RADM Slaght, RADM McGann

Short-term (6-month): Survey available models; select tools (web-based); develop metrics; foster benefits; developmental in nature; 6-months decision pt.

Long-term (long-term):  “Day 1 to Day Last;” capture positive trends (ie behavior trends, retention up, attrition down, recruitment up, career deveopment); Further roll-out at 1 year decision pt.

360-DEGREE FEEDBACK Pilot (B)


The purpose is to improve upon the promotion selection process through the use of 360 degree surveys.

· Who:  HM-15 and other commands that are participating in the other 360 degree pilot programs

· What:  Use an upcoming eval cycle.  Prior to the ranking board of the members, have the individual’s peers, subordinates, and superiors complete a 360 survey  (Note: giving this survey out prior to the ranking board, will ensure there is no bias displayed on the survey, allowing the normal evaluation process to take place).  This survey will have questions that parallel the current eval subjects such as Honor, courage and commitment, CMEO, etc.  Upon the completion of the ranking board, the survey results and board results will be evaluated.  Should there be a discrepancy between the member’s board ranking and the 360degree survey, the data will be noted, and the experiment will be repeated on the next cycle at different command types.  Should the results continue to differ, reevaluate current system and propose a new system, which includes the 360degree survey as an integral part.  

· When:  Next eval cycle.

How:  Collaborate with current 360 degree pilot programs and develop the survey.  Use a student from NPGS-OR curriculum to head up program and design experiment.  This will present a Thesis topic for a lucky individual.  


	USS CONSTELLATION MENTORING PROGRAM PILOT

Purpose:  To create and sustain an effective mentoring program that promotes retention, advancement, and sense of purpose for command personnel.

Outcomes:  Increase advancement


       Increase retention/reduce attrition


       Reduce drug and alcohol incidents


       Reduce disciplinary actions


       Increase a sailor’s sense of purpose and career fulfillment

Key players:  Tasking to be assigned to all command personnel:


CO/XO/CMC/CIO:    

top support


LDO/CWO:


mentoring resources


CPO Mess:


mentor program advocates and facilitators


First Class Association:  

mentoring coaches/trainers


Exceptional E5 and below:
mentors

Critical Program elements:  

1. Training Program for mentors.

2. Memorandum of Understanding/contract to establish goals, and expectations of the mentoring relationship.

3. Specific timeline for meeting mentoring objectives.

4. Regular meetings for mentor facilitators

5. Mentor/protégée feedback forms

6. Evaluation of outcomes

Action Items:

1. Explore mentorship “best practices”/lessons learned---consult with CNET on commands that are doing it right

2. Consult with CNET on mentor training programs 

3. Generate shipboard mentorship training programs to become a self-sufficient command.

4. Identify a “core” mentoring team

5. Update the commands mentoring instruction.

6. Establish guidelines for the mentoring relationship 

7. Incorporate the program into Training Indoctrination.

8. Long range focus on creating a command culture of mentorship.

Timeline:  June 30, 2002


	LEADERS DEVELOPING LEADERS

Group Members (Pilot Steering Committee):  


Damon Johnson


Larry Olsen


Jim Stokes


Reginald Hollis


Rick Tyson


Paul Jimenez


Rob Newson


Brad Kolorov


Jan Cannon-Bower – NAWCTSD/TF EXCELL


Kelly Getzeleman


Bryan Beiriger


Paul Allen


Barnett Pearce - PDC


Larry Olsen

Group email address for steering committee – receive regular updates and provide input and recommendations throughout the pilot. 

Purpose:  Encourage developmental relationships and leadership development by providing training, tools, and resources to encourage and enable leaders to develop leaders.  Partner with civilians (industry, civil servants, etc. w/ long-standing and well developed mentoring programs) to develop deep inter-personal skills and broader perspectives and insights.

Desired outcomes: Increased 

 


professional performance




job satisfaction




morale 

Champions:  TF EXCELL and NAVSPECWARCOM

Key resources: TF EXCELL (Jan Cannon-Bower), Barnett Pearce, CEE, and Pilot Steering Committee, NAVSPECWARCOM and NAVSPECWARCEN.

Where:  SEAL Team SEVEN, Coronado, CA (Commissions Mar. 17, 2002)

When:  Immediately incorporated into TF EXCELL mentoring/leadership development initiatives.  Reviews, using yet-to-be developed metrics and techniques, bi-annually for two years.

What this is:  a training and education initiative to improve leadership development.  Mentors volunteer and are requested by those they will mentor.

What this is not:  an institutionalized, rigid, command mandated program.

Short-term action plans:


ACTIONS

HELP NEEDED FROM

DUE DATE

      Tap into TF EX                     TF EX, PSC, WARCOM

    initiated


Identify roles/functions of mentors


Identify necessary training

              Develop training continuum 


      Identify civilian partners        CEE                                                    TBD

      Develop success metrics        TF EX, PSC, WARCOM                    TBD

          and evaluation techniques 


	USS BELLEAU WOOD SHIPWIDE IMPLEMENTATION OF APPRECIATIVE INQUIRY

Group Members:


RADM Frederic Ruehe


James Bevel

Teresa Buckley


Malissa Chester


Tyson Davis


Kevin Middleton

Purpose:  Create enlightened leaders throughout the BELLEAU WOOD crew.  Improve moral and productivity by including all members in the process of appreciative inquiry.

Description:    First introduce the BWD crew to the appreciative inquiry method through exposure to stories, testimony from Leadership Summit participants and presentations on AI.  Next conduct a pilot summit on board using a small cross section of the crew.  Finally, conduct a large Summit onboard.

Action Plan:

Actions



Help Needed

Due Date

Present AI brief and implementation 
LS participants

10 DEC 01

plan to Command Element



(CO/XO/CMC)

Integrate plan into ships schedule

Ships company 

15 DEC 01 (PBFT)

 “Success Stories” Box


Ships company

17 DEC 01


Publish stories


Ships company

15 JAN 01

· Ship paper






As available

· Interview on 6TV





Bi-weekly

· Leader in the spotlight




As available

Introduce AI process to command

Ships company

TBD 

· All hands 


LS participants

(next All hands)

· CNO video

· Testimony from

LS participants

· Overview of AI presentationn

10-17 JAN 02

on 6 TV

Pilot Summit on board BWD

LS Participants

TBD (MAR02)

· Cross section of ship 

Ships company

· Approx. 5% of crew

Follow-on Summit (10% of crew)

Ships company

TBD (APR 02)




	Group 4 Pilots presented by Alex Watt, CO FTC San Diego:  

E-SPONSORSHIP/E-WELCOME

FTC San Diego and Service School Command Great Lakes have existing programs/Pilots that initiate the command sponsorship program.  As soon as the student’s Ultimate Duty Station is identified, an email is sent from the Training Center’s course Lead Instructor to the receiving command’s Command Master Chief.  This email provides the receiving command with student’s name, contact information, training courses to be completed prior to departure and requests assignment of a sponsor.  Additionally, it initiates important dialogue between the ship and Training Center for any specific training requests, tailored to the current needs of the ship.

These “Reverse Sponsorship” programs will be evaluated by CNET by the 31st of January 2002.  The best features of each program will be identified and CNET will promulgate program policy guidance to every Navy “A” and “C” School, by 15 April.

VIRTUAL SEA BAG/TOUR
FTC San Diego is developing a Compact Disc, which contains a virtual tour of a Navy Surface Ship.  It includes video clips depicting the proper way to check aboard a ship, the Navy’s “First 72 Hours” video clip, typical berthing configuration/personal storage space available, messing facilities, action clips of ships at sea and weapons firings, a division at quarters and some typical shipboard work spaces.

It is intended that this CD be provided to every sailor enroute to their first operational command.  The information is designed to improve the knowledge and confidence of our young sailors and ultimately their potential for success.  Once the sailor has checked aboard, they are free to send the CD to their families/friends and share their Navy adventure.

It is envisioned that this information can also be placed on a web site and used by Recruiters and people assigned to the Delayed Entry Program.

FTC SD and TFE PAC will continue development of the CD, with a target completion date of 31 January.  CNET will then evaluate the potential for mass production and use throughout NAVEDTRACOM.  

	ENHANCED COMMAND READINESS AND SAILOR EMPOWERMENT THROUGH BILLET MARKETING AND SAILOR ASSIGNMENT OVER THE WEB

Purpose:  Empower commands with the ability and authority to recruit, screen and select qualified individuals to fill valid vacant billets to maintain the readiness of the command.

Discussion:  A common theme in this week’s discussions was empowerment of both Sailors and commands to make informed decisions.  This pilot empowers participating commands and qualified Sailors to “compete in the marketplace” for assignment actions required to maintain readiness.  It empowers Sailors to compete for billets they desire, and incentivizes and rewards sea-duty.  It enhances the role of commands in the assignment process and capitalizes on work already in-progress by NPRST.

Designated commands will pilot this program as soon as implementing directives can be issued.  This should be possible by April 2002.  Consideration should be given for participation by Smart Ship/Smart Gator units as a substitute for the CNO priority manning status that they currently enjoy.

The concept is that commands use web-based tools to advertise their personnel shortfalls, solicit applications from qualified Sailors, and, following consideration of the qualifications of each applicant, the command selects one for the vacant billet.  Commands use the web to attract the talent they require for mission accomplishment.  Advancement opportunity (through an expanded Command Advancement Program) is an essential element.  

Thoughts from the Group:  

This procedure should be used for billets in paygrades E4-E6.

Individuals should be recommended for the duty desired.

Sailors selected for the billet who are one paygrade inferior may be “CAP’ed” when they are qualified in all respects for advancement.  This should be an adjunct to existing CAP policy.  The belief here is that Sailors will compete for billets that accelerate their advancement and leadership opportunities even if it requires them to extend their prescribed sea tours.  This belief was reinforced by two Petty Officers at our discussion.

There are existing web sites such as BUPERS ONLINE and STAYNAVY that can be used to execute this program.  Stretch goal includes exchange of the Sailors’ Electronic Field Service Record (EFSR) to facilitate command decisions.

Payoffs:  Commands and Sailors are empowered in the assignment process, mission accomplishment is enhanced by better manning (fewer non-vol details), Sailors and commands get to market themselves.

Potential Downsides:  A Sailor’s movement from command to command creates a manning issue in the losing command.

Stakeholders:  PERS-4, MCA’s, EPMAC, TYCOM’s, N13

	Ethical Leadership

I. Group Members

Daira Paulson



COMNAVSPECWARCOM

Bob Phillips



Naval Postgraduate School

Evin Thompson



CNSWG-1

Tim Defors’



USS Higgins (DDG-76)

Valerie McCall



USS Constellation (CV 64)

Rob Newson



Seal Team Seven

Tom Grassky



NWC

Robert Fuentes



CNO

Steve Shapiro



FISC Puget Sound/PSNS

S. Lokkifar



USNA

Bill Kowba



FISC Norfolk

II. Purpose:

To assess, evaluate and improve the quality and availability of professional ethical training at all ranks and levels, helping to create and sustain ethical citizen-sailors serving in a Navy committed to “doing the right thing.”

III. Short Term (2 month) Tasking to Center for the Study of Professional Military Ethics (CSPME), located at USNA:

A. Conduct a gap analysis to inventory types and extent of all formal ethical training occurring at all levels of Naval leadership (E-1 to 0-10).

B. Audit FY00 and/or FY01 records of Naval Non-Judicial Punishment to discern possible trends in ethical shortfalls or needs.

IV. Long Term (1-2 years) Tasking, coordinated through CNET, utilizing CSPME and other key active duty leadership as  primary resources:

A. Develop Guiding Principles to flesh out core values.  Place these on a card to be carried by all Sailors.

B. Develop fleet-wide continuous training resources on ethics that are interactive, practical and user-friendly.

C. Integrate systemic ethical training and discussion into PARS, GMT, and other standard training venues.

D. Liaison with other branches of the military to share resources and insights on mutually beneficial approaches and programs.

E. Research and propose to CNO relevant policy statements to nurture ethical vision and behavior throughout the sea services.

F. Give attention to ethical training and education that maximizes media (including Hollywood movie vignettes), contemporary music and portable interactive resources.

G. Research and propose means and methods to identify and affirm Sailors who exemplify ethical heroism and moral courage.

H. Develop software that embodies relevant ethical issues and scenarios for training.

I. Develop and articulate the navy’s Rules of Engagement for general or recurring types of ethically conflicted situations faced by Sailors.

J. Evaluate and upgrade academic and professional education available in ethics at the Naval War College, Armed Forces Staff College, the Naval Postgraduate School.

K. Develop and implement targeted ethics training at all Navy accession points for enlisteds and officers, such as NAPS, OCS, NROTC and RTC Great Lakes.

L. Conduct a Navy-wide billet scrub to identify billets where an ethics P-code is necessary or highly desirable.

V. Possible Indicators of Progress

A. Decline in number or percentage of Navywide NJPs, especially for offenses clearly rooted in ethical violations.

B. Increased perception of “fair treatment” by personnel in Command Climate Assessments.

C. Improved morale at local commands.

D. Decrease in number or percentage of incidents of spouse abuse, DUI and other destructive types of conduct.

E. Improved ability of enlisted and officers of all ranks to clearly articulate ethical ideas and behaviors consistent with Navy Core Values, whether in training sessions, on duty or on liberty.

F. Command confidence in shifting annual ethics training from the JAG to a cross-section of command leaders.

Recorder/reporter:

CAPT. Robert J. Phillips, CHC, USN

Naval Postgraduate School, Monterey, CA

DSN 878-2241/2 

POINTS TO PONDER

“He’s all skill and no character.”

(from ‘The Hustler,” quoted by VADM Stockdale)

“There is no right and wrong.  There is only fun or boring.”

(Hero in movie, “Hackers”)

“Right is what I feel good after; wrong is what I feel bad after.”

(Ernest Hemmingway)

“When faced with a choice between evils, choose the one you’ve never tried.”

(Mae West)

“The man is immortal.  He has no heart, no brains and no guts.  How can he die?”

(Clemenceau on a political opponent)

“Character is fate.”

(Heraclitus)

“It is possible to get all ‘A’s’ and flunk life.”

(Walker Percy)

“He was never publicly wrong nor inconveniently right.”

(description of bureaucrat in ‘The Day of the Jackal’)



	Plane Captain (PC) Pilot

Purpose Statement:
The purpose of this important pilot is to shorten the time between when a rated E-3 and below checks aboard their command and when they actually start work in their rating; while also enhancing professionalism in the plane captain field.

Why:
Every E-3 and below reporting to an aviation squadron finds themselves performing duties outside of their trained profession for large periods of time (above and beyond normal TAD requirements). 


For example, an AMAN checks aboard—the first 30 days are indoc, then the next 90-120 are spent TAD (FSA, First Lieutenant, Barracks, CAG LOX/FOD teams, etc). Once completing these duties, this sailor is now moved to the Line Division (all rates are used), where their initial Plane Captain qualification takes 3-6 months (platform dependent). Once qualified, they remain in the division for an additional 6-9 months. Then, and only then, can they go to their “in-rate” work center, finally getting to work in the field for which they were recruited. The average time for this is currently 22-25 months from date of entry.

What:
Detail 32 ABH’s (aircraft handlers) to VF-103 at post-overseas movement + 30 (early 2003) to assume duties of Line Division.


Breakdown of personnel:
              E-7

1






E-6

2






E-5/4

4






E-1/2/3

25 (min)

The above number is for a ten plane F-14B (Upgrade) squadron. The number of other rated personnel (E-1/2/3) would be reduced by a proportional number.

Players: TYCOM/EPMAC/CNPC/SQAUDRON CO 

Pilot Length:  18-24 months

Advantages:

· Increase morale and retention among rated personnel formerly assigned to that division.

·  Increased detailing options and shore duty assignments, as well as broadened professional horizons, for ABH rate.

· Increased professionalism in the Line Division through dedicated aircraft handlers.

· Improved aircraft handling and safety onboard CV/CVN’s due to common training/background.

· The Best Thing: with this in place, rated professionals would be performing the jobs they were recruited for in 10-12 vice 22-25 months, street to shop.



	E-PSD

Purpose:  The purpose of this pilot is to put members’ pay and travel transactions in the hands of the members.  This will reduce overhead, the middle man, transaction time, and simplify the current bureaucratic system using current and future web-based technology.

Group Members:  
Barbara McGann




Paul Brown




Jason Parkhouse




Mike McCormack




Thomas Shugart




Richard Arriaga




Patricia Wright

Description:   Today’s youth/ tomorrow’s Navy are raised in a technology rich/ web based environment.  Upon entering the Navy today, there is an experienced regression into a 50’s bureaucratic structure.

We do have E/M Self Service, however it is not robust enough to handle the full gamut of member initiated Pay/ Pers transactions.  It is possible to do almost all of these transactions online.  The result:  a member-driven system similar to that which exists throughout the civilian world.

The pilot could begin at NSCS Athens and at one afloat unit to ensure feasibility ashore and afloat.

The issue of money and development time are driving / limiting issues.  The technology is available for complete exploitation.  Since this is an apparent expansion of the current E/M SS system, the expansion is a matter of code.  

Key Players:   
NSCS Athens



One afloat unit



DFAS



CISCO Systems



Funding agent

Timeline:  This Pilot could begin as early as the spring / summer of 2002, however money is a limiting issue.  There is also the question of Law.  If there are any issues which may require the changing of public law, that will inhibit the pilot.  DFAS will provide guidance with this issue.

Short-term actions:  

ACTIONS


HELP NEEDED FROM

DUE DATE

Contact DFAS-CL to

DFAS-CL


21 Dec 01

check viability of

enhancing current E/M SS

Inquire as to changing

DFAS



21 Dec 01

Law wrt travel transactions

Obtain funding


?????



31 Jan 02

Long-Term Actions:

Meeting between NSCS

DFAS



28 Feb 02

and DFAS reps to develop 

the pilot system for input

of transactions

Initial Staff member test of
NSCS/ DFAS


15 Apr 02

pilot system and debugging


Final Pilot system ready for
NSCS



15 Apr 02   

use by incoming 

NSCS class (02-003)

Enroll all 02-003 students

NSCS



22 Apr 02 

in E/M SS

Input travel claims

NSCS



29 Apr 02

for 02-003


Pilot feedback


NSCS



15 May 02

	VALUING DIVERSITY AI SUMMIT

Members:

· Keith Goosby

· Doug Healey

· Clyde Marsh

· Deborah Ray-Brooks

· John Nathman

· Barbara Fletcher

· Leanne Braddock

The purpose of this important pilot is to bring about a Diversity AI Summit to decide on the overt purposeful activities to grow and value diversity in the Navy.  This is a bit different from other diversity initiatives, in that it will focus more generally on the concepts of valuing and embracing diversity as a strength.  Earlier programs (and some current programs) have focused more on the complaint/compliance model, which tends to send the message of “tolerating” rather than valuing diversity.  We want to gain insight and answer to the following questions: 

a. What is diversity?

b. Do we value diversity?

c. Are we diverse?

d. What are the values of being diverse?

a. Retention

b. Different Experiences

c. External Appeal

d. Trust – Internal and External

e. Combat Capability

We plan to conduct an AI Summit:

a. Horizontal and Vertical – Admirals to Seamen.

b. Policy makers and Fleet representation involved.

c. As a short-term action we recommend a planning meeting concerning the development of the summit to be held no later than February 2002 with the summit taking place June 2002.

d. The long-term action plan is to have a more purposeful plan for recruiting, mentoring, and retention. 

	ANCHORING COVENANT LEADERSHIP IN THE CULTURE OF OUR NAVY

Discussion:  The philosophy that we are embracing in our Navy today which will allow our people to explore their true capabilities is that of covenant leadership.  The fact that what each of us can do is a product of what each of us can be, drives us to the conclusion that allowing the full development of all of our Sailors (E-1 to 0-10), both professionally and personally, is essential to the maintenance of our maritime warfighting superiority.

Each of us is a Sailor first, and each of us is required to establish a covenant relationship with both our shipmates as individuals and our Navy as a whole.  In order to establish that relationship we must articulate what it encompasses.  The design of the Sailor’s Oath will achieve that goal.

In aligning every leader at every level with the simple swearing or affirming of a common oath, we will ensure that the basic tenants of covenant leadership are instilled and maintained as a part of our culture.

Utilization of the oath would be as follows:  


In conjunction with required oaths, at every major career milestone, advancement, assumption of command or charge, reenlistment, etc, and at appropriate times outside that description, the major participants in the event would recite the Sailor’s Oath, in front of as many of their shipmates as proper for the situation.  This Oath, an example of a possible Oath listed below, would be a common thread from Admiral to Seaman and would serve to provide a bond and commitment between each and every Sailor in the Navy.

SAILOR’S OATH

I, (state your name), do solemnly swear/affirm, that I will embrace the Navy’s core values of HONOR, COURAGE and COMMITMENT; that I will uphold the traditions of our Naval Service; that I will trust, respect and develop my shipmates; and that I will place my ship and shipmates ahead of myself.

A pilot could be composed of introduction of the Oath and it’s use to a platform or shore command and after an appropriate period of time evaluate the impact on command climate.



	ELECTRONIC/VIRTUAL SEABAG

Table 4:  

Purpose:  To test the feasibility and usage of a government issued laptop computer to increase Sailors’ rate of learning and to enable them to better integrate into their commands through information obtained via a personal portal web page and sponsorship.

What:  Issue government procured laptop to Sailors upon graduation from Recruit Training Command

Procurement:  Via NMCI contract (Line Item Entry)

When:  Preferably in Spring 2002 (dependant on procurement timeframe)

Where:  Recruit Training Command:  One Recruit Division (88 Sailors)

Length of Pilot:  Minimum 12 mos (A-school to first command)

Measurement:   Continuous feedback from participants and gaining commands

Champions:  CNO N6, CNET, RTC GLAKES, 88 Participants, Gaining Commands

Group POC:  MCPO Pratt (RTC Glakes) 

	ACCELERATION OF THE CPO LEADERSHIP INITIATIVE

A. The CPO Leadership Initiative begun in Dallas in June 2001 provided a set of core competencies required in all CPOs.

a.  Leadership

b. Development of junior officer and enlisted Sailors

c. Communicating the core values and standards of the Navy

d. Serving the chain of command and fellow CPOs with loyalty

B. It is believed that the work done to date is the 80% solution and enough to forge boldly ahead with two courses of action to capitalize on the core competencies.

C. Pilot:  In concert with CEE staff and CNET obtain and pilot a course to a small group of CPOs from this years CPO selects.  Evaluate the benefit of and modifications required to provide the training to the CPO selects of 2002.  Time frame for accomplishment is February 2002

D. Conduct an AI based group intervention with select members from the officer and CPO participants of the current Leadership Summit.  The goal will be to identify and to clarify the respective roles, expectations and improvements to the relationship of the officers and CPOs that will produce an improved cohesive combat leadership team improving Navy mission accomplishment.  Time frame for completion is January 2002




	CREATE COMMAND INDOCTRINATION LEADERSHIP COURSE
PURPOSE:  Implement a philosophy of Leadership at the lowest level.
GROUP MEMBERS:  RPC David Aguirre, NC1 Zak Carpenter

DESCRIPTION:  Bring our vision of leadership to new Sailors (E1-E4) beginning with new check-ins in Indoctrination Class in the form of First Term Leadership Workshop onboard USS Belleau Wood (LHA 3).
Short Term Action




Help Needed
· Generate a proposal for Command

Chain of Command (CMC, XO, CO)
Leadership Summit Members from BWD

· Develop curriculum with existing

Leadership Summit Members from BWD

resources

Long Term Action
· Feedback (Tracking System)

 


· Specific Response Questionnaire at 6, 12 and 24 month to compile data and results


	ACCELERATED  SAILOR  ASSIGNMENT  PROGRAM  (A.S.A.P.)

1.  Purpose:  To link Sailors and their Families with their future:  Allowing them to identify with their new command and its leadership environment even before they arrive.  We will accelerate the initial assignment of the Sailor to his/her command and follow on advanced training, allowing for earlier command intervention.  

2.  Partnerships Required:  TYCOM/EPMAC/CNPC/NTC

3.  Pilot Length:  24-36 Months

3.  Pilot Description:  

· CNPC working with TYCOMS will identify BG/ARG for conduct of this pilot.

· CNPC working with TYCOM and EPMAC will identify the total number of GENDET billets needed man BG/ARG to BA.  GENDETS will then be billeted by BSC to the individual BG/ARG component.

· Once this process is complete the BG/ARG will be notified to allow sponsorship program to be implemented.  BG/ARG should arrange with NTC to sponsor recruit divisions, which will provide fleet familiarity.

· GENDETS will be issued 36 Month orders. Individual commands will ensure that GENDETS are qualified for “A” School assignment 12-15 months from report date.

· CNPC will conduct “A” School Detailer visit/contact at 12-15 month point to screen GENDETS for “A” School assignment.  The goal of this visit is to issue orders for GENDETS to allow member to detach at the 24-month point.  Mbr will be required to Obliserv for “A” School IAW ETM.

· CNPC will fill gaps created by those detached to attend “A” School.

· “A” School length will determine follow-on assignment from “A” School. Member may opt for return to previous assignment in new rating.

4.  Measure of success:  At the 24-36 month point re-enlistment and cohort attrition rate for the BG/ARG will be compared with other BG/ARG.  Additionally, all members of pilot will be requested to complete ARGUS survey to gather additional data.  


	EXPANDING CAP

The Pilot’s Vision:  The Navy wants to promote the best qualified candidates to fill leadership positions.

Will expanding CAP accomplish this?

To limit size of pilot, the issue of whether shore commands should be included in CAP will be addressed. There is great support, however, for the expansion of the percent CAP quotas currently applied to sea going commands. This pilot should provide the groundwork for a future pilot with the sea going CAP goal in mind.

Who owns the pilot?  The ownership of this program should reside with the Chief of Naval Personnel.

CNP will designate one or two shore commands to institute CAP following the same guidance currently applied to sea going commands (specifically, same CAP percentages)

Measure of the pilot’s success:  To measure the success of this pilot an objective comparison must be made amongst various groups. The proposed groups would consist of the following:

From pilot shore command

CAP’d personnel vs. PNA

Advanced personnel vs. PNA

From sea command

CAP’d personnel vs. PNA

Advanced personnel vs. PNA

Notes:

1) Comparisons will be made only between same rates.

2) PNA are the top 5 personnel (highest final multiple) from the same rate who were not advanced in the advancement cycle following CAP cycle.

3) This variety of groups is to provide for sufficient control group comparison.

The idea here is that those PNA personnel are those who were displaced as a result of the personnel who were CAP’d.

To make the objective comparison the following rules should be adhered to:

· CAP Expansion Validation Board (those making the comparison) should consist of: command qualified officer, junior officer, and senior enlisted of same rate.

· CAP Expansion Validation Board members are not be in COC of those being compared.

· If the process is to include an interview it should be in civilian clothes so judgments can be made without knowing if the individual was advanced or not.

The CAP Expansion Validation Board task is to finalize a ranking of those personnel in each rate being compared.

The rankings are then to be compared to determine if the results of the CAP cycle consistently promoted the better candidates or not.

When to initiate the pilot?  Beginning Jan 02, coincident with the start of CAP cycle.



	PROFESSIONAL CERTIFICATIONS FOR NAVY SCHOOL GRADUATES

Purpose: The purpose of this important pilot is to provide professional certification for Sailors graduating from their Navy schools.

WHO:  AMS, Aircraft Mechanical Structural Rating

WHAT: Provide Professional FAA Certification for Graduates of AMS “C” school by Partnership with Federal Aviation Authority Certification Teams.

WHY: Improve AMS retention, Improve Professional Pride in the AMS Rating, Enhance Aircraft Readiness, Provide Tangible Benefit to AMS Sailor’s and their Families. 

WHEN: Within one year.

HOW:

SHORT TERM ACTIONS

Actions

Help Needed From

Due date

Develop AMS Senior Rating Working Group

AMS “C” School

Jan 2002

Meet with FAA Cert Team

FAA Leadership

Feb 2002

Advertise the Pilot Project in LINK, Navy Web site

BUPERS

March 2002

LONG TERM ACTIONS

Actions

Help Needed From

Due date

Adjust AMS “C” School Ciriculum to match FAA Cert Requirements

AMS “C” School

July 2002

Identify Resources Within Schoolhouse

AMS “C” School

July 2002

Get FAA to Certify the First AMS “C” School Class

AMS “C” School

Dec 2002



	GRADUATE EDUCATION OPPORTUNITIES AT EVERY LEVEL
Purpose:  Open military graduation programs to qualified enlisted personnel E-5 and above.   This, we believe, will also inspire retention, meet educational expectations, and add diversity to the military force and to the educational programs, as well.

· Promote the whole person concept.

· Develop parity between the military and civilian work force.  ( Corporate models have proven education is paramount to retention.)

· Seeking new goals and going to the next level is in line with the Navy’s philosophy.

· Recruiting tool for excellence.

Action:   The following recommendation is not intended to limit enlisted personnel strictly to the NPS.  This recommendation presents a viable option that creates a  point of reference for future options. 

Matriculate 10 qualified enlisted personnel into a relevant post-graduate program at NPS.  Track academic achievement while in school and post- school professional performance for a period of two years.  Each student will incur a four-year obligation to include a degree utilization tour.  

Pilot will exist for four years, ten enlisted personnel matriculating each year.  Selection will be conducted at the Force and Fleet Master Chief level with the MCPON having final approval authority.  

NPS chosen for the following reasons:

1.  Institution and academic programs of study are already in place.

2.  World-class military sponsored education.

3.  Easily tracked.

4.  Ease of application process.
POCs:  BMCM(SEAL) Will Guild: wbguild@aol.com
 CNOCM(SW) Harry Kantrovich: profharry@aol.com

	LEADERSHIP DEVELOPMENT PORTAL

The purpose of this portal is as follows:

1.  Provide interactive web site to share leadership experiences

· Chat room

· Posting site

· Leadership-in-the-spotlight stories (video) depicting strong deck plate leadership.

2. Leadership Training Toolbox

· Pre-packaged lessons

· Reading lists/current leadership articles (CNO, CMC, other)

· Interactive training videos

3. Monthly leadership videos

· CNO

· MCPON

· Senior Leaders (enlisted and officer)

4. Site functional by end of January

· CNET (LTC) lead, with support from Senior Enlisted Academy, Naval Postgraduate School and the Fleet

· Team with TF Web?

5. Business rules/funding/updates to follow…

	EARLY DELIVERY OF LEADERSHIP TRAINING: E-1 THROUGH E-5

WORK CENTER SUPERVISOR TRAINING 

Send E-1 through E-5 to E-5 Naval Leadership Training Continuum.  The reason for the early training is that E-1 through E-5 often get put in positions of leadership before they receive formal leadership training.  Providing the E-5 LTC to more junior sailors will prepare them for future work center supervisor and other leader roles.  Opportunities for “recycling” through the course would be available as a refresher as students promote and become more senior.

The pilot class make-up will include all communities (i.e. surface, aviation, submarines, etc.) 

Pilot will take place on both coasts (Coronado and Little Creek NLTUs).

CNET LEAD Division will take responsibility for identifying class membership, and coordinating the initial class (and follow-on classes) with the NLTUs.  E-1 to E-5 members of the Summit Group proposing this pilot have expressed interest in participating in these pilots.  CAPT Rodger Krull has indicated that CNET can provide the support for this project.

Additionally, CNET will devise a feedback instrument to administer to pilot participants immediately following completion of the course to determine their assessment of relevance and application.  Follow-up will be done after 90 days with an online/electronic assessment of the students and their supervisors to determine effectiveness in the work center.

Points of contact:

Proposed by GM2 Meagan Voigt, voigt_gm2@higgins.navy.mil
FC3 Julia Gibson, gibsonj_fc3@higgins.navy.mil
SK2 Marcey Britt, britt_sk2@higgins.navy.mil



	DESTINY WORKSHEET

Members:

Captain Sain (Insane)

Captain Davis (Smoke)

CDR Coolidge (Cool)

LCDR Devany (Chubby)

FT2 Gill (Fish)

Pilot Name:  Officer Basic School(OBS)

Background:  While USN enlisted have single accession point training culminating in an emotional Battle Stations drill, Officers do not have the same single source foundational training.  The USMC has successfully institutionalized a foundation leadership development (TBS). 

The purpose of this important pilot is to establish a baseline leadership foundation, develop Navy Esprit de Corps and provide the appropriate tools that are common to all naval officers.  Leveraging the success of TBS, the Navy should establish a similar opportunity.

The Navy Officer Basic School will be required for all naval officers regardless of community.  The school will follow accession and prior to any community training pipeline.  The location is TBD, but envision either single or dual site.  Officers will learn and apply the basic skills and leadership principles required of every junior officer in a blended environment, culminating in a Crucible type rite of passage.  Through OBS, Officers will graduate with the seed firmly planted that we are all leaders in one Navy.

Short term:

Actions



Help needed from


Due Date

Define Requirements

TF Excel/USMC/USA


02/02

Consult TBS/OBS

USMC/USA



02/02

Identify location


CNET




03/02

Run Pilot


Bupers/CNET



06/02

Assess Pilot


CNET/Fleet



09/02

Long term:

Actions



Help needed from


Due Date

Implementation


Bupers/CNET/USMC


10/02



	UNIT LEVEL LEADERSHIP TRAINING

Group Members:  

CAPT Marnee L. Finch Command Leadership School



LT Steve Whear  SUBLANT (N12)

Purpose:

Enhance mission readiness through constant reinforcement of leadership 

principles



Reinforce leadership concepts and techniques



Improve relationships within and throughout the command



Further develop the CPO mess and CPO/WR relationships



To build on the basics provided in existing continuum in a unit setting



Improved productivity and risk taking

Description:
Conduct unit level leadership training, designed to improve everyday

interactions among all levels of the chain of command and reinforce the 

importance of current and relevant leadership topics.  The training would be conducted at pack/pack minus commands (as identified by the TYCOM or ISIC), where the CO/XO team has been in place at least 6 months and have 6 months remaining on their tour.  “Classes” would contain a cross section of the workforce (see Fig 1).  The training would occur within a repetitive one year cycle (see Fig 2).  Training will be drawn from existing curriculum and delivered (at least in the first increment) by trained facilitators from CLS/SEA/NLTUs.

End state:
People are valued



Enhanced respect and professionalism

E1-4
E5
E6
E7-9
DIVO
DH
CO/XO

---------------------


--------------------------



-----------------------------




-------------------------------------




Fig 1

Jan 

Apr

Jul

Oct

Ext MTT
Cmd CTT
CMC

SOY




Fig 2

Timeline:
Jan 02 – 
Modify curriculum



Feb 02 -
Work with TYCOM/ISIC to identify units





Identify training team





Conduct team training



Mar 02 - 
Identify metrics





Conduct baseline climate assessment



Apr 02 - 
Deliver unit training (ext MTT)



Jul 02 - 
First internally delivered training (Cmd CTT)



Oct 02 - 
Conduct follow up climate assessment

Actions: 
Identified above

Help needed from:



Lead TYCOMS (Surf/Sub/Air)

Due date: 
See above

	ENHANCE THE “CAN-DO” CULTURE AT SERVICE SCHOOL COMMAND, GREAT LAKES, USING AI TECHNIQUES
Purpose:  Energize staff at every level to seek innovative ways to enhance our “A” School (military) training at SSC.  

   Military is in parentheses because it is not the sole focus of this program, which is expected to have lasting, widespread results.  However, it will be the first area of focus, because Fleet feedback indicates this could have a very visible impact and give the group a quick payoff/enabling success.

Short-term actions: 

   Establish Steering Group – Jan 02

   Large Group Intervention (LGI) with 200 staff instructors and stakeholders – Spring 02

Long-term actions:

   Develop ways to continue the changes and encourage the groundswell

      (i.e., we need to get the message “this is how we do things here” to incoming people

What we need:

   A few thousand dollars to hire professional trainers for the LGI.  Must send the signal that this is important, and we have to train our implementation core team well!

Measure:    Fleet’s perception of our “A” School graduates’ military bearing.  

	CLARIFYING THE VISION OF THE NAVY

The purpose of this pilot project is to establish a vision statement and guiding philosophy  so that our Naval identity is clarified for all sailors.  This will include an enduring motto coupled with timely catchphrases.  The motto will tie together both the CNO’s and SECNAV’s top priorities into a concise statement to which all sailors can relate and recognize.  The catchphrases will be used to target specific audiences.  (An example of a motto is “Semper Fidelis”; an example of a catchphrase is “The few, the proud, the Marines”.)  The following organizations will draft a one page vision statement and philosophy, as well as a motto and catchphrase:

Naval War College (one class)

Senior Enlisted Academy

30 Something Group (should have a cross-section of the Navy)

These organizations will have 30 days to complete this task.  Upon completion, each of their products will be submitted to the CNO for review and decision.



	DECKPLATE SNAPSHOT

Why:  We have a great story to share with our senior leaders and congressional stake holders and our senior leaders have great insight to pass on to our deckplate sailors.

What:  Educate our seniors, our juniors and our civilian leadership on the great things our sailors do on deployment through a cross-section, cross-function area dialogue.

How:  With a cross section of sailors and officers that have completed a deployment within the last two months and a cross section of those deployers, conduct a brief to the CNO, SECNAV, SECDEF and Commander in Chief on what they did during their deployment.  Each of the sailors and officers will give a two minute vignette of what they did to the senior leadership of our Navy.  Every 6 months one of the two fleet commanders will delegate what ranks and talents will be briefed and TYCOM, Group and Squadron Commanders will send the sailors to consolidate at the Fleet Commander level to go forward.  The meetings of the deployer team will be a dialogue where the deployers will tell the senior leaders what they did but also the senior leaders can and should provide mentorship and insights to the sailors.

When:  Coordinate today, start in Jan with the Enterprise Battle Group.  

Where:  Starts at the fleet and goes to DC.

How:  Make me the a virtual CNO Assistant to make this work.  CNO gives priority for MILAIR to fly the team and TAD funds to move this small group of people

Who:  

The Deckplate team: 

The Functional Areas

E1





Destroyer Sailor

E2





Cruiser Sailor

E3





AO Sailor

E4





Flight Deck Sailor

E5





P3 Sailor

E5





Amphib Sailor

E6





Airwing Sailor

E7





FMF Sailor

E8





SSN Sailor

E9





Airwing Sailor

O1





SEAL

O2





CV non-flight Deck

O3





SEABEE

O4





SSBN Sailor

O5





Special Choice by Fleet CDR

BOTTOM LINE:  A BG Deployment cycle employs over 10,0000 man years of our sailors time.  We believe that the leadership has an hour to listen and mentor them for their efforts.

	PROTOTYPE FOR COMMUNITIES OF INTEREST PORTAL
Championed by:
RDML Nancy Brown 

Purpose: 
Create communities of interest portal that link to the Navy’s portal (created by Task Force Web).

Focus: 

Leverage the work being done by the new IP community professional development portal project. 

Short term deliverables: 

· Jan 02 – Define objectives and metrics to monitor progress/success (coordinated  with TF Web effort)

· Feb 02 – Portal framework developed, and distributed to stakeholders.

· May 02 – Portal light-off/IOC

Long term:

· Link to Navy’s Task force web portal

· Expand concept to other Navy communities.



	LEARNING ENVIRONMENT SEMINAR

Group members:  Barnett Pierce, Capt Rodger Krull, Capt Dave Begrodt

Purpose: The purpose of this pilot is to enhance the learning environment within a Navy command

Description:  This pilot involves developing and conducting a one-day (maximum) seminar for all leaders (officers, chiefs, petty officers) assigned to a command. Maximum use will be made of available off-the-shelf material when developing the curriculum.  The seminar will be designed to enhance each leader’s understanding of:

· How people learn.

· What motivates people to learn.

· The strengths and weaknesses of various instructional strategies.

· Techniques to maximize learning effectiveness (to include concrete examples of situations where such techniques have been successfully employed).

In concert with developing the seminar curriculum, an evaluation plan will be created, to include measurable criteria, to assess the impact of the seminar on the subsequent learning environment within the command.

The seminar will be administered to up to three individual commands in order to help assess its impact, which will be done over the subsequent six months.

Short Term Action:

Action item





Responsibility

Due
Develop seminar curriculum


CNET


Feb 02

Develop evaluation criteria/plan


CNET


Feb 02

Identify seminar leader(s)



CNET


Feb 02

Identify pilot platforms (Norfolk-based

Norfolk Submarine
Jan 02

submarine(s))




  Squadron Support







  Unit CO

Schedule/conduct seminar



SSSU CO/CNET
Mar/Apr 02

Evaluate impact




SSSU CO/CNET
Fall 02

Share lessons learned



SSSU CO/CNET
Fall 02

Assess revision/expansion of seminar to additional
SSSU CO/CNET
Fall 02


units




	CHOICE NAVY

Purpose:  To provide prospective recruits insight and avenues to explore career options.

This pilot program would provide a website that would show portfolios of all ratings in the navy community vice recruiters deciding what potential recruits need to know.

Website would include:

(1) Direct access via e-mail to career counselors that would connect the potential recruits with a fleet sailor that would e-mail them about their job and what it entails.

(2) Have on-line video presentations of a day in the life of each rating to provide a visual aid.

(3) Have hand-outs that have information avenues to educate potential recruits

The idea behind this program would be to make the person comfortable and allow them to look at all options they have in their potential career.

Long-term goal:  All recruiting stations make this the basis for recruiting the next generation. 



	A SERIES OF PILOTS THAT BUILD UPON ONE ANOTHER TO ADDRESS LEADERSHIP TRAINING FROM THE EARLIEST PERIODS OF A NAVAL CAREER

1. Augment the current teaching in leadership and values at boot camp and throughout the leadership continuum with dramatic stories from naval history that will be remembered long after boot camp or the course.  

2. Institute brief leadership training periods at each command for E1-E3 personnel.  The course would be scenario driven and concentrate on applications for real situations.

3.  Reinvigorate the concept of the Leading Seamen.  Any time that three Seamen are assigned together, one should be in charge and learn leadership through that experience.  The position should be rotated weekly.

4. Bring leadership training into a command’s daily routine.  For example, during drills onboard a ship, remove key players such as the CO or XO from play and fleet subordinates up to learn leadership by filling higher billets in a dynamic, fast paced, but safe situation.

The first pilot would fall to CNET and would take from 6-12 months to develop.  The other initiatives could be implemented via an ALNAV within a month or two with some additional support from CNET for the Seaman leadership training period following a few months later.  



	INTEGRATING THE FAMILY INTO NAVY LIFE

- Purpose: The purpose of this important project is to develop a program that makes family members feel like valued members of the Navy.

- Action: Structure an AI inspired large group intervention to share positive experiences, help tell the Navy story, and welcome spouses into the Navy family.  The group will develop a pilot program to link families more closely to the Navy family support structure throughout a Sailor’s career.

- Location: Norfolk and San Diego

- Sponsors/Champions: CHNAVPERS, MCPON, Ombudsmen, Mid-Atlantic and Navy Region Southwest Regional Commanders 

- Date:  February 2002 



	21-CENTURY FACILITIES FOR A 21 CENTURY NAVY

Current Status: Make do with 19 century facilities

Vision:  WORLD CLASS FACILTIES TO SUPPORT A WORLD CLASS INTER- CONNECTED NAVY.  (Personnel buildings, utilities, as well as parking structures, piers, etc.) 

Champions:  PWC and Base CO’s, Regional Commanders, Congressional Leaders, etc.

Possible Locations: Fleet concentration areas, San Diego, Norfolk

Possible Commands: AIRPAC (Any command needing support facilities)

Possible Impacts:  Provides an infrastructure, utilities and environment that supports a world class Navy.

When should it be started:  Now

Group Members:  Al Jo, Paul Crecelius,  Dennis Narlock

Project Name:  21-Century Facilities for a 21 Century Navy

Purpose Statement:  To provide world-class facilities to support, maintain and enhance a world class Navy.  

Proposal:  Compare two squadrons. Build a world-class facility for one squadron. Compare the squadron moral, retention and operation in the world-class faculty to the one in the old existing facility, by interview with the squadron members and metrics. 

Short Term:

Actions:  Obtain command support, define possible locations

Help needed from: Base and Senior level Commands, Congress

Due Date:  ?????

Long Term:

Actions:  Integrated facility plan developed for each base and continuous support and Commitment to build new facilities!

Help needed from:  Base and Senior level Commands, Congress

	THIRD Fleet Leadership Summit 

Issue to Consider: 

When our Sailors go home for Christmas Leave in a few days … each of their parents families, and friends will give every one of us the “Go Home” Test.

The test is simple … and applies across our entire nation.  How does the Navy value what our families hold most precious … the extensions of their very lives … and the future of our society, namely: our people?  Does our institution value every person’s role, contribution, and potential … no matter what their job?  When we think about

that during this year’s Holiday Season and in the coming years, can you imagine how satisfied we’d be if there was no doubt about our success and excellence in this central area?

Challenge:

Covenant Leadership demands that we rise to this challenge ... and make the stewardship of those entrusted to us a real, meaningful, and tangible priority. This is central to strengthening our culture of service, enhancing mission accomplishment, improving our institution, and fulfilling our promises to one another.

Action: 

To extend the momentum of this CNO Summit and Covenant Leadership, C3F will conduct a "C3F Leadership Summit" for our staff, focusing on the professional and personal development of all our team members.  We see this as a high potential next step, featuring Leadership by example, from the 3 Star, Numbered Fleet Commander.  This project is envisioned to be a vehicle that enables every C3F staff member to be an empowered and valued innovator. This event can be a key forum for improving our Self Talk ..."Focusing on the Fleet" ... to enhance empowerment, job satisfaction, performance, and the life enrichment of every team member.

One of the compelling aspects of the C3F venue is the unique leveraging potential with our Fleet operating forces, Fleet training commands, and our array of Sea Based Battle Lab (SBBL) partners .. in DoD, the military services, academia, industry, and other organizations in the public and private sectors.  The diversity, span of influence, and synergy of this network intersects with other key "Big Navy" initiatives in this spirit, including Task Force EXCEL and Center for Executive Education (CEE) programs.  There's no partner more important to us in this regard than NPS ... our Corporate University and California neighbor.  The C3F Leadership Summit Pilot Program is a prime example of the potential represented by the Fleet-NPS relationship, that we've prioritized and nurtured in recent years.  The intellectual capital of the school, and the operational and innovation focus of C3F, are the key ingredients in this dynamic and exciting partnership.

This all fits into the C3F identity of: Operate, Educate, and Innovate.  We want our people to be the beneficiaries of that identity, as well as the mission ... and we aspire to share this effort throughout our institution.

We see the C3F Leadership Summit as a significant opportunity for the entire Fleet, and "Big Navy" as a whole.

We also look forward to partnering and leveraging with the other Leadership Summit pilot projects, including the interesting efforts proposed by USS BELLEAU WOOD, Service School Command (SSC) Great Lakes, and others.



	








LT Fred Dini, SC, USN
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3-4 Month Deployment Pilot

Purpose:  To improve recruiting and retention by changing one of the greatest downsides to the Navy over jobs in private industry and the other military services: lengthy 6-month deployments away from loved ones (especially young kids and new relationships).
Possible scenarios to investigate:


- Blue-Gold or Red-White-Blue crews for ships


- Change 18-month cycle:



- 12 month: 4 out, 8 in



- 9 month: 3 out, 6 in


- Change cycle for certain pilot groups:



- Only ships on East or West Coast



- Only ARG's



- Only Battle Groups



- Only land-based squadrons (eg. P-3's)


- Forward-deploy more ships
Pilot:


1.  Name:  Saving Time Away from Your Closest Loved Ones by Sailing Efficiently TO


Help recruit and retain Our Most Effective sailors -- "STAY CLOSE TO HOME"


2.  Investigate research the Navy has already done in this area – through CNA, NPS, OPNAV staff


3.  a.  Conduct research into feasibility of listed possible scenarios– request help from NPS, CNA


     b.  Choose forum and approach large group of sailors, all ranks, Navy-wide: survey their preferences and brainstorm other possibilities


4.  Use computer modeling to address feasibility of proposals


5.  Introduce proposals to senior Navy/Fleet/TYCOM leadership


6.  Fleet testing

Makeup of pilot team during Leadership Summit:


- JO's and mid-grade officers, Enlisted E4 to E9, Navy dependents

Benefits:


- QOL:  Universal desire.  Less time away from families/kids at one time


- Measurable recruiting and retention benefits – more choices


- Increase theater knowledge of sailors by returning them to deployment sooner


- Reduce complacency from repeated ops during 6-month cycle


- Education possibilities between deployments

Obstacles:


- 18-month cycle mentality


- Perceived benefits of 6-month deployments



- Longer inport period between deployments



- 1 month stand-down after deployments



- More time during deployments for port visits


- Transit time / less time in theater


- Blue-Gold rotation raises manning concerns


- A 3 month in / 3 month out Blue-Gold rotation means one crew stuck to Xmas schedule


- Need for experience and resources to support further research


- Timing during war on terrorism
Initial Lessons:


- Blue-Gold crews a probability in next 18 months in SURFPAC


- 3 submarines due to forward-deploy to Guam soon
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