backward
glance

at
1975

Air Force Recruiting Service, following a mid-
year reorganization and a change in command, has
closed the books on 1975 and is moving full swing
into the Spirit of '76.

The all-volunteer Air Force continued to attract
the number and quality of people needed to accom-
plish th'e mission as more than 79,000 young men
and women were recruited throughout the year. This
included almost 76,000 men and women without prior
military service, some 600 officer candidates for the
Officers Training School, more than 1,400 enlistees
with prior military service, about 600 registered
nurses, over 300 fully qualified physicians, almost
30 veterinarians, over 50 biomedical science corps
specialists and more than 100 dentists.

Approximately 95 per cent of the non-prior serv-
ice recruits were high school graduates, and 46 per
cent of the enlistees scored in the top two Depart-
ment of Defense mental categories—the highest
quality ever.

All regular recuiting goals for the year were
reached or exceeded. During 1975 the medical re-
cruiting- teams exceeded all previous years re-
cruiting efforts, and are optimistic of reaching the
fully qualified physician objective by the close of
fiscal year 1976 (June 30, 1976).

Recruiting credibility, recruit satisfaction and a
direct communications link between field personnel
and headquarters staff became top priorities dur-
ing 1975 as the Recruiter-Customer Awareness Pro-
gram (RECAP) and the Commander’s DTAL (Direct

Information Action Line) Program were implement- \
ed. Designed as a measure to improve recruiting
effectiveness and credibility, RECAP finds recruiter-
salesmen across the country meeting with Air Force
first-termers and middle managers to discuss the
Recruiting Service mission. Feedback from the meet-
ings is used to enhance recruiting procedures and
to enable recruiters to better “tell-it-as-it-really-is”
to prospective Air Force enlistees.

Recruiting Service members received a direct
telephone link to the Commander with th'e midyear
implementation of DIAL. The system is available
to all Recruiting Service personnel who have new
ideas, questions, complaints or constructive criticism
on recruiting procedures.

Following is a capsule report on some signifi-
cant achievements in Air Force Recruiting Service
during 1975: )

Directorate of Recruiting Operations

Nurse recruiting: In May, nurse recruiting of-
ficers were advised that in FY 76 increased emphasis
would be placed on recruiting baccalaureate prepared
nurses. The emphasis to access a higher percentage
of baccalaureate degrees is expected to increase each
year.

Airman management: All recruiting objectives
were met or exceeded for the year. Efforts to in-
crease recruit productivity and “tell-it-like-it-is,”
coupled with resources conservation efforts, are be-
ing recognized throughout the Air Force. Submis-
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Special
edition

RS now does dll
job classification

Air Force Recruiting Service people now have continuous
involvement with all new enlistees, from the recruiter contact
through job counseling, classification and assignment, technical
training schools and initial assignment to an Air Force base.

“On January 1st, Recruiting Service assumed the job interview
classification and assignment responsibilities for people enlisting
in the four career areas (Mechanical, Administrative, General,
RElectronics),” said Colonel Donald B. Wren, director of Student
Resources, Air Force Recruiting Service. Under the new setup
the 3507th Airman Classification Squadron will perform this func-
tion, officials said. Previously it was done by the 3700th Person-

nel Processing Group at Lackland Air Force Base, Tex.

Transfer of classification responsibilities to Recruiting Service
is a logical follow-on to the Guaranteed Training Enlistment
Program (GTEP), which began in 1972. In this program new en-
listees arrive for basic military training already assigned against
a confirmed Air Force specialty requirement. The GTEP has been
steadily increasing and it is anticipated, officials said, that ap-

(Continued on Page 6)

4 Bulletin:

Just prior to press time, the Department of
Defense announced that the President intends to

\

nominate to the Senate, Brigadier General Andrew
P. losue for promotion to the grade of temporary

km.ior general. o
—— Inside: ——
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OFF TO A GOOD START, Staff Sergeant Ruben Zamora helps launch his Air Force

recruiting career with a television interview. Newsman John Hernandez for KLAR
television in Laredo, Tex., receives cues from the control booth just prior to the start
of the show. The sergeant, a member of Air Force Recruiting Detachment 404,
found several responses to the program when he checked his code-a-phone the next

morning.

Air Force offers limited
base of choice option

Qualified Air Force applicants
desiring an assignment to one
of five “northern tier” bases can
now have the move guaranteed
in writing before enlisting, Re-
cruiting Service officials here
recently announced.

Effective January 1, appli-
cants enlisting in selected Gua-
ranteed Trainin g Enlistment
Program (GTEP) Air Force
specialties for four years, may
elect a guaranteed initial duty
assignment to certain Air Force
bases.

Bases available under the new
enlistment option include Grand
Forks and Minot AFBs, N.D.,
Loring AFB, Maine, and Kinche-
loe and K. I. Sawyer AFBs,
Mich.

Enlistees taking advantage of
the option, available to men and
women without prior miiltary
service, will normally remain
at the selected base for the
duration of their first enlistment
as long as th'ey continue to meet
Air Force standards and remain

qualified in their skill, officials
said. The only exceptions will
be for national emergencies or a
major mission change affecting
the requirements for individual
skills.

Officials pointed out, however,
that personnel who become dis-
qualified for the GTEP or fail
to complete the required train-
ing for their GTEP Air Force
specialty, may lose the base of
choice option.

(Continued on Page 8)
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Applicants considering enlistment in a
military service today have a whole range
of options they can consider. In the all vol-
unteer environment, they can shop around
and compare the various incentives offered
by each service. For example, how often has
an applicant come into your office and said,
“The Army can offer me a bonus of $2,500;
why can’t the Air Force?’ As you searched
for an appropriate response, some of you no
doubt thought, “That’s a good question.”

The Air Force does offer incentives, the most
appealing being the Guaranteed Training Emnlist-
ment Program (GTEP) and a limited Base of Choice
option, but to some recruiters this is not competi-
tive with the seeming multitude of options made
available by the other services. Consider the Army.
Several of their options combine guaranteed train-
ing in a selected Military Occupational Specialist
(MOS) and assignment to a particular area or unit.
There’s the station of choice option, a cash bonus
for enlistees in designated skills and a three-year
term of service option.

The Navy has various school guarantee programs,
an initial assignment guarantee to a coast of the
applicant’s choice and an option that will place in-
dividuals with certain skills acquired as civilians
in the grades of petty officer third class (E-4)
to chief petty officer (E-T). The Marines offer a
three-year enlistment, guaranteed training in vari-
ous areas and an enlistment bonus in designated
skills.

The Air Force has not used such options and has
elected to emphasize becoming a member of the Air

Why
the
difference?

by Lt. Col. Silver C. Crim

Force team rather than differentiating various jobs
and assignments. In the present environment, we
believe Air Force manpower requirements can be
met without the costs and loss of flexibility asso-
ciated with specialized incentive programs. Further,
the declining budget available for recruiting pro-
grams makes high cost incentive programs infeas-
ible at this time,

There are additional factors to consider as well.
Air Force Recruiting Service has developed an out-
standing system of management. Through a sophis-
ticated system utilizing the latest in computer tech-

nology we have been able to guarantee training,
honor this commitment and meet Air Force mission
requirements with maximum efficiency and cost
effectiveness.

A program that enlists individuals in grades of
E-4 to E-7 would conflict with the Air Force prin-

ciple of promotion on the basis of merit. The con-
cept is that experience gained through service in
the Air Force is as essential to promotion as tech-
nical skill.

So, for reasons of policy, money and personnel
management, the Air Force has not adopted various
incentive programs. We are, however, considering a
three-year term of service option for certain skills.
If adopted, it will enhance and supplement our re-
cruiting programs while contributing to the Air
Force’s capability to perform its mission.

We, as recruiters, have a quality product to sell
and our appeal lies in what makes the Air Force
what it is, the Air Force way of life. During the
years of the all-volunteer era, all military services
have experienced a change in emphasis from simply
filling our recruiting objectives to enlisting the
highest quality applicant available. This emphiasis
must continue in the foreseeable future and, in fact,
become more concentrated. The Spirit of 76 objec-
tives, for example, emphasize the contributions a
new recruit will make to the Air Force way of life
rather than only how an enlistment will benefit the
individual. We should look carefully at applicants
who demand considerable guarantees before they will
adopt our way of life. It could be that we cannot
afford them or be able to rely on them when they
are called upon to perform some task which is vital
to our mission.

If additional incentives are necessary in the fu-
ture to achieve required Air Force objectives, they
will be provided. But at present, our emphasis is
on selling a top quality organization with high
standards of personal conduct required of its
members.

ﬁ
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MBO

by Bob Reed
Air Training Command

Office of Information

The Department of Defense is very
high these days on a managerial tool called
Management By Objective. And nowhere
is it being given more emphasis than in our
own bailiwick, Air Training Command
(ATC), where Lieutenant General John W.
Roberts, ATC commander, has assigned it
a top priority.

In its application the concept, program, man-
agement technique—call it what you will—known
as Management By Objective (MBO) is really
less complex than the somewhat impressive title
might signify and is extremely effective. It sets
realistic goals, built on specific steps (“mile-
stones”) leading to them.

Tor those not familiar with MBO, here’s an
example of how it works: A commander gives
his staff personal management objectives that
he feels will improve methods, procedures, over-
all results in his command and asks them to come
up with pragmatic supplementary goals at which
to aim. These might be numerical, an increase
in numbers of actions performed in a given time,
for instance. They could have to do with raising
standards or setting mew ones. Or perhaps in
these days of drastic personnel cutbacks they
might just deal with' how to maintain a current
production rate with fewer people without sacri-
ficing workmanship or performance.

The staff members then consult with their
functional managers, who in turn discuss it with
their workers and get final down-to-earth figures.
The commander’s staff then submits these veri-
fiable, attainable goals to him and they become
functional parts of his MBOs.

As an aside, this process highlights a most
important facet of MBO. Everyone “gets into the
act,” from the top down to workers in shops and
offices. Responsibility is fixed on every level of
the chain. This individual challenge serves as 2
morale builder: Everyone knows exactly what is
expected of him or her. It’s an example of com-

munication at its best—an open pipeline between
managers and workers.

Which is right in line with a topic that Lt.
Gen. Roberts dwells on constantly. Each' time he
speaks of how easy modern communications have
made it to “get the word to our people,” he adds
the warning, “But the problem is insuring that
our people understand what we mean.” MBO does
just that.

After the management objectives have been
set, continuous monitoring follows on every level,
to make sure that each milestone is reached as,
and when, planned. An Objective Status Report
is issued quarterly, serving as a running check
on progress.

MBO is not a “cure-all” approach to man-
agement. It is not intended to be. But it is an
effective, orderly system and guide for both pres-
ent and future commanders and functional man-
agers. In Lt. Gen. Roberts’ words, “MBO will not
only enhance our own efforts, but will make it
easier for those who follow.”

MBO, Management By Objective, gives birth
to another MBO: Reaping the absolute Maximum
Benefit Obtainable from the motivated work of
ATC members and command resources.

In a recent letter to ATC commanders, Lt.
Gen. Roberts stated flatly, “MBO works—and our
command is ideally suited to the program.”

On many other occasions he has made similarly
clear his firm conviction that MBO will play a
vital part in insuring that ATC continues as the
Air Force pacesetter command in high standards
and quality. (ATCPS)
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from James Damon, CINE presi
Directorate of Advertising by the a
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rnational Nontheatrical Events) Golden Eagle is

Air Force Recruiting Detachment 305 comman-

associate creative director, D’Arcy-MacManus & Masius
d the award for the Recruiting Service film “Drift Away”
dent. The film was produced for the Recruiting Service
dvertising agency. (Courtesy Photo)

Recruiting productions
receive nine awards

pﬁ 9 Nine awards, including

two gold medals, were re-
ceived by Air Force Recruit.
ing Service productions at
several film and television
festivals recently.

Representing the United States

in the International Festival of

Military Film at Versailles,

France, was the Directorate of

Advertising’s color film “Drift

P , Away”’ which won the CINE Gol-

\./ U den Eagle Award. The Council

on International Nontheatrical

Events (CINE), a non-profit or-

ganization, established the award

program and selected films sub-

mitted to them by producers and

("), sponsors to be entered in foreign
' festivals.

Out of 780 entries in the in-
ternational competition, 219 Gol-
den Eagles were given out. The
eight-minute minority pilot re-
cruiting film also captured a
gold medal in the business and
government recruiting category
from the Information Film Pro-
ducers, Hollywood, Calif., and a
bronze medal from the Virgin

Islands International Film Fes-

A gold and silver medal were
awarded the Directorate of Ad-
vertising at the 18th Annual In-
ternational Film and Television
Festival in New York. The film
winning the gold medal in the
recruiting category was “Air
Force Missilemen.” A series of
television commercials,
“General Support, Reserve Tech-
nical Training and Reserve Of-
ficer Training Corp (ROTC)”
received a silver medal in the
public service category.

“Popcorn”’, an animated fea-
ture in support of reserve re-
cruiting, won a silver medal from
the Information Film Producers
of America in the business and
government recruiting category.
Last year the “Popcorn” film
was the recipient of a gold medal
at the Seventh Annual Atlanta
International Film Festival and
was the only military film to
receive an award out of some
2,000 entries.

The nonprior service film
“Corner of the Sky” was pre-

sented an Award of Excellence
in the animated commercial cate-
gory at the One Show Festival,
sponsored by the Art Directors
and Copy Club of New York.

Two other Directorate of Ad-
vertising films took special
awards at the film and television
festivals.

An ROTC color film “Clouds”
which' shows opportunities avail-
able in the flight instructor pro-
gram, was presented a Special
Jury Award in the 1975 San
Francisco International Film
Festival. It was entered in the
training for industry, business
or government category. The
U.S. Television Commercial Fes-
tival, held in Chicago, awarded
the reserve recruiting commer-
cial ¢ Walk The Way You Talk”
a Certificate of Outstanding
Creativity.

The award winning films and
television commercials were pro-
duced by the Directorate of Ad-
vertising, Air Force Recruiting
Service here, through its adver-
tising agency, D’Arcy, McManus
& Masius, Inc., of New York.

Lt. Gen. Roberts
gets Luckert Award

WASHINGTON — Lieu-
tenant General John W. Ro-
berts, commander of Air
Training Command (ATC),
has been selected to receive
the 1975 Eugene M. Zuckert
Management Award.

The award recognizes his con-
tribution to Air Force person-
nel resource management as
Deputy Chief of Staff for Per-
sonnel at Headquarters Air
Force, and calls special atten-
tion to his deep personal sensi-
tivity to the needs of our Air
Force people, according to Gen-
eral William V. McBride, Air
Force Vice Chief of Staff.

Lt. Gen. Roberts served as
Air Force personnel chief from
September 1973 to September
1975 when he assumed command
of ATC. From 1970 to 1973, he

also served at Headquarters Air
Force as Deputy Director, and
later, Director of Personnel
Plans and as Assistant Deputy
Chief of Staff for Personnel.

The annual award was estab-
lished in 1965 as a tribute to
former Secretary of the Air
Force Eugene M. Zuckert. Re-
cognizing outstanding manage-
ment achievements of a general
officer or civilian equivalent,
the award is based on Air Force-
wide nominations submitted to
the Secretary of the Air Force
and the Chief of Staff.

Lt. Gen. Roberts was cited
for “exerting a potent and last-
ing influence on the shape,
composition and direction of the
Air Force” and for management
of personnel resources “through
a crucial period of shrinking
budgets and declining
strengths.” (AFNS)

Telling all has become com-
mon practice for Air Force re-
cruiters in talking with pros-
pective Officer Training School
(OTS) applicants, officials here
have announced.

“The emphasis on telling the
complete story just like it
is designed to better inform
prospective OTS applicants of
what they can expect, and what
the Air Force will expect of
them,” said Lieutenant Colonel
Donald W. Ruthrauff, deputy
director of recruiting operations.
“Better informed applicants who
know in advance what to expect,
should help keep attrition to a
minimum,” he added.

Ttems listed as needing in-
depth explanations by recruiters
included financial status, status
of dependents, family support,
image of the Air Force officer,
school curriculum, uniform wear
and Air Force standards.

“Selected officer trainees
should be aware of this informa-

/ ] ® ®
Telling all is
commonplace

tion so they can make every
effort to anticipate and resolve
problems which could require
their immediate attention after
entry into OTS,” stated Lt. Col.
Ruthrauff, “While this is not
always possible, difficulty in this
area could result in the neces-
sity to self eliminate or could
create a psychological disposi-
tion which would prevent full
attention to duty.”

“Adequate explanation of key
subjects is a mandatory part of
the recruiters’ efforts to ensure
that all selectees realize what
will be expected of them during
and after OTS,” the colonel con-
cluded. “This procedure should
increase our, credibility and ul-
timately decrease losses.”

In the past, a significant num-
ber of those individuals who ini-
tiated their own elimination
have stated in writing that they
approached OTS with a “try
it and see” attitude, recruiting
officials pointed out. Every ef-
fort should be made to detect
this type of attitude in both the
pre and post-selection interview.

A backward glance at 1975

X

L/

Air Force women's director
discusses nontraditional jobs

The Director of Women in
the Air Force, Col. Bianca D.
Trimeloni, said recently at an
International Women’s Year
Luncheon at Richards-Gebaur
AFB, Mo., that “in fiscal year
1974, almost 50 per cent of our
women were recruited in non-
traditional jobs — in the mech-
anical and electronics areas.”
She also said:

«, . . Today, there are nearly
30,000 women in the Air Force,

an increase of 80 per cent since
1972, and women are serving in
96 per cent of all Air Force jobs
... Everyone who thinks women
are clamoring to become jet
mechanics, missile maintenance
officers, or space analysts is
mistaken. Anyone who thinks
our schools are turning out lots
of qualified female civil engi-
neers, aeronautical engineers,
and physicians is misinformed.
Many parents and counselors
still are guiding women away

from the technical areas, jobs
with a future in this age of
technology.

«Nonetheless, by taking af-
firmative actions, the Air Force
program is succeeding better
than predicted and looks quite
promising for the future. We
are recruiting and training
women in industrial specialties,
as well as women in adminis-
tration, personnel, and other
traditional areas.”
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sion of Entrance National Agency Checks saved the
Air Force more than one-half million dollars by
identifying ineligible applicants before they came
on active duty.

Plans division: On July 1, 1975, Recruiting Serv-
ice’s organizational structure was changed from seven
recruiting groups and 45 detachments to five groups
and 38 detachments. The change should save Re-
cruiting Service more than two million dollars an-
nually. Also during the year, the Data Feedback
System (DFS) was developed into a management
information system for the analysis of the recruiting
effort. With DFS, monthly projections for the next
six months are evaluated in order to predict poten-
tial management problems and short falls.

One Stop: Entry into the Air Force became a
one-stop process for qualified applicants during the
latter part of the year at Armed Forces Examining
and Entrance Stations (AFEES). The program is
an interim phase-in to the Advance Personnel Data
System-Procurement Management Information Sys-
tem which is scheduled to become fully operational
by late 1976.

Testing branch: Centralized testing for all Arm-

ed Service applicants became a reality on January
1, 1976, when AFEES assumed the responsibility.

AFEES will administer all mental tests, including
spegial tests, to all services’ applicants.

Reserve program: The Reserve Referral Pro-
gram resulted in active duty recruiters referring
some 6,824 applicants to the Reserves, with 2,911
of them enlisting during the year.

Directorate of Student Resources

GTEP increase: The rate of procurement under
the Guaranteed Training Enlistment Program was
increased from 50 to 60 per cent. The increase was
achieved through an increase in the number of GTEP
jobs in relation to Aptitude Index jobs for certain
hard sell specialists, and for skills that enter tech-
nical training on a weekly basis.

Release of jobs: The release of jobs was changed
from a monthly to a daily basis, allowing all indi-
viduals committed against the jobs to be imme-
diately placed into the delayed enlistment program.

Classification transfer: The planned action was
approved to transfer functional management of ini-
tial classification from Lackland Military Training
Center to Headquarters Recruiting Service.

Directorate of Advertising

“Spirit of ’76”: Moving beyond the dimensions
of quantity and quality, “SPIRIT” places emphasis
on seeking young men and women with a desire to

serve their country and a willingness to accept the
Air Force way of life. SPIRIT will represent six
steps used by recruiters to counsel applicants—
Selection, Placement, Instruction, Resolution, Inte-
gration and Tracking.

Way of Life: Advertisements during the bicen-
tennial year will portray the Air Force as a great
way of life and carry a patriotic appeal to the na-
tion’s youth. Projects planned to carry the new mes-
sage include billboards, informational fact folder,
brochures, films and periodical advertisements.

Educational affairs: Twenty major national con-
ventions were attended by Air Force personnel dur-
ing the year and five distinguished educator tours
were conducted to Randolph, Lackland and a tech-
nical training center.

Studies and surveys: A study was conducted of
field personnel on how different types of advertising
were evaluated. Results prompted the dropping of
toll-free telephone numbers on nationally produced
billboards. A survey of radio stations receiving but
not airing Air Force programs produced a consider-
able dollar savings as many stations were deleted
from mailing lists.

Film production: Nineteen films are being pro-
duced for delivery throughout the coming year. They
range in subject area from views of technical train-
ing centers to high-flow, open AI enlistee specialties.
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dial 3425

Philosophy change

COMMENT : ’m a sector superviser and
I have six of these inspection reports from
different IGs, and I am looking at these

things, and with the work already piled up,,

I wish they would provide the references for
these discrepancies they’re finding. The way
it looks, everything seems to be the inspec-
tor’s opinion rather than Air Force or Re-
cruiting Service policy.

REPLY: Through a recent change in
philosophy the Inspector General is now put-
ting emphasis on management oriented in-
spections, looking for things that have signi-
ficant impact on efficiency or effectiveness.
The inspectors aren’t looking as much at
compliance or noncompliance with directives
as they are at broader concepts. Most find-
ings in the reports are viewed as manage-
ment deficiencies and they may or may not
be the result of noncompliance. I encour-
age you to use the IG crossfeed in the man-
ner in which it is designed—to share experi-
ence so that we can all improve and do our
jobs better. The IG is really on our side.

Rug pulling?

COMMENT: What is the reason behind
accepting only an NLN approved school for
nursing after 31 Dec. 19757 I have been
selling the Air Force nurse program at a col-
lege in my town and now they pull the rug
out from under me.

REPLY: The policy dates back to the
decision issued by the Surgeon General,
United States Air Force, last Sept. 19: “All
applicants for appointment to the Air Force
Nurse Corps must be a graduate of a school
of nursing that is accredited by the national
professional agency (NLN) recognized by
the U.S. Commission of Education and ac-
ceptable to the Surgeon General.” As a good
recruiter I am sure you can regain your
balance and bounce back from the rug pull-
ing caper.

Everyone in the act

COMMENT: Your RECAP program is a
good idea but you are using the wrong peo-
ple. You are using commanders and super-
visors in Recruiting Service, and these are
not the ones who should be talking to first-
termers. It should be the production
recruiters.

REPLY: Many commanders and super-
visors have been visiting bases, primarily to
establish rapport with base officials so that
subsequent visits by production recruiters
can be handled smoothly. But you are right
as far as the meetings with first termers are
concerned, the real value lies in getting the
production recruiter and the first-termer
talking. The payoff in RECAP is not the joy
of the headquarters in seeing that all of the
squares are filled, it’s the feedback to the
recruiter on the irritants the first-termer
encounters on the sometimes rocky road to
a successful term of enlistment. Don’t mis-
understand me, I'm not discouraging sector
supervisors and commanders from getting
involved, T want everyone in the act.

Rumors about ENTNACs

COMMENT: I have heard rumors that we
won’t have to initiate ENTNACs, that the
AFEES people will be taking this over. Could
you confirm or deny? Also, I’d like to say
that I appreciate the opportunity to call like
this. It is a good system and I think everyone
in the field appreciates it.

REPLY: After all the brickbats, it’s a
pleasure to be on the receiving end of a com-
pliment. Thanks. Concernin g ENTNACs,
changes are being studied and we are looking
at several alternatives. But nothing’s firm for
a change right now. We'll get the word to
you with the speed of light if the change
occurs.

dial 3425

dial 3425

Vocational books

COMMENT: My complaint is that I just
came back from a school talk today and I saw
vocational books from the Army, Navy and
Marines that have detailed descriptions of
the jobs they are handing out. I think we
need something of this nature.

REPLY: You have a good point, but take
a look at the recently-published ‘“Military-
Civilian Occupational Source Book”. The Air
Force had a big piece of the action in the
effort headed by the Armed Forces Voca-
tional Testing Group to put the book together.
I therefore find it hard to justify the ex-
penditure of additional funds to duplicate the
information in that book.

Commander's

irect

nformation

dial 3425

Que pasa?

COMMENT: Our Det. has taken to heart
your recent letter about wear of ribbons at
all times, including on the short sleeve blue
shirt. Yet in the latest issue of “The Re-
cruiter” there was a picture of you, and you
weren’t wearing ribbons. Que pasa?

REPLY : That’s a semi-gotcha. The photo
was taken here in the headquarters where
we normally are not working with the public
on a day-to-day basis. Therefore the short
sleeve uniform combination is worn with rib-
bons optional. When I, or any of the head-
quarters staff, am in the recruiting environ-
ment, I wear ribbons, just as I've asked you
to do. Be nice.

ction ine

Commanders DIAL (Direct Information Action Line) is designed

to provide Air Force Recruiting Service personnel with a direct line to

the commander. If you have a question, suggestion, comment or com-

plaint, call Autovon 487-3425 or Federal Telephone System/commer-

cial (512) 652-3425.

Lickum-Stickum

COMMENT : To help reduce some of the
lickum-stickum workload for recruiters, what
are the chances of using name and address
labels from the ASVAB testing? The com-
puter could run multiple addresses to peel
off and stick on the envelopes for follow-up
mailings,

REPLY: Someone suggested that a dif-
ferent flavor of lickum for your stickum
would make the current procedure more pala-
table. Really, yours is a good idea, but the
folks at the Vocational Testing Group who
run ASVAB simply do not have the money
to provide mailing labels. The dollar crunch
strikes again. Sorry we have to stick to the
lickum-stickum modus operandi!

No blood

COMMENT: With the inception of OTS
waiver on type standards on January 1. it
appears that we are going after the blue-
eyed blond-haired young man with the Mr.
America body who lived on clouds all his life.
Shortly I expect to be asked to recruit the
Six-Million Dollar Man with bionic arms and
legs.

REPLY : Stop and think. Since the num-
ber we need for OTS is reduced don’t you
agree we ought to be highly selective? Just
for your information the Six-Million dollar
man requires a medical waiver—no blood!

Don't starve

COMMENT: On my way home about mid-
night I heard an advertisement for Air Force
nurses on the radio. Here we are starving
for NPS while spending good advertising
money for nurses. I think it’s a waste.

REPLY: It was a free public service an-
nouncement. About one per cent of the ad
budget is devoted exclusively to the nurse re-
cruiting program. Don’t starve. Ask them to
run NPS spots!

dial 3425

Not big enough

COMMENT: I suggest you take every
piece of paper for a case file on an NPS ap-
plicant and lay it end to end across your desk.
Maybe then yowd understand how much
there is and help us get rid of some. Also,
I don’t understand the L.G. writeup about
having issues of the “Air Force Times” lay-
ing around the office.

REPLY: My desk is big, but it wasn’t

big enough. Seventeen feet seemed like a lot
until I learned that a year ago it took 26 |

feet. We're doing better, and we’ll keep try-
ing. Regarding the IG writeup, it didn’t have
anything to do with the headlines or stories
in the paper. Apparently one office had 15
or so back issues laying around in a clutter,
so the writeup strictly concerned office
housekeeping.

ACC compliment

COMMENT: I would like to pass on a
complimentary note to Operators 27, 4 and
6 in the ACC. I have talked to other people
here in the AFEES and we agree that they
have always been most cooperative, helpful
and polite, and I would just like to say a big
thank you!

REPLY: I wish everyone in Recruiting
Service could sit in for a shift in the ACC.
Then you’d appreciate what a tremendous
job the controllers do under very difficult
circumstances. Thanks for your call, and I
join the operators 27, 4 and 6 in saying thanks
for your thoughtfulness.

Prior service

COMMENT : On DD Form 214, Prior Ser-
vice Leads, can we get a current address from
the base locator somehow, instead of going
to the address where they initially enlisted?

REPLY: If I interpret correctly, what
you’re after is the forwarding address an
individual leaves at the last base. And my
Privacy Act experts say that this information
could not be provided over the telephone.

dial 3425
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Thirty-eight seconds

COMMENT: I just received ODS letter
49 where it says we have to show the film,
“Fastest Six Weeks” to applicants. I don’t
think it portrays a true picture of basic train-
ing. A lot of time is spent on a man and
woman walking around the streets of San
Antonio. In fact, the whole portrayal doesn’t
show what the recruit is going to get into as
far as the aptitude classification zone is con-
cerned. Now that we have mandatory films
to be shown, it uses up a lot of our time and
causes a lot of questions we wouldn’t normal-
ly have.

REPLY : Thirty eight seconds of the 1115
minute film are devoted to San Antonio . . .
and basic trainees get at least one chance to
get to town. The film is designed to help
allay some of the fear of the unknown ex-

.perienced by recruits. It obviously can’t cover

everything but we think it does a pretty good
job in the few minutes involved. I hope it
does raise “a lot of questions we wouldn’t
normally have.” The more the recruit knows,
the greater the likelihood of the individual
coming on board confident that he or she
can handle the program.

Hang in there

COMMENT: Our detachment, in a Pro-
duction Report dated 12 Nov. 1975, says that
the DD forms 369 and 1584 will be completed
by the recruiter. Your ODS letter 49, dated
29 QOct. 1975 indicates that the permission
you gave for other thann AFEES Liaison to

 prepare these forms is rescinded. I think

this is one of the things that would eliminate
a little of the paperwork off the production
recruiter’s back.

REPLY : Paragraph 1 of ODS 49 has been
rescinded. Groups have the option of determ-
ining the level at which these forms will be
initiated. Hang in there—we will get better.

Meal tickets

COMMENT: Regarding the DD Form
652, why can the other services use it to
feed applicants at MET testing while we
can’t? Also, I’d like to know why ‘color vision
is necessary for AFSC 57130.

REPLY : We don’t issue meal tickets sole-
ly for testing because of our strict mental
standards which result in high failure rates.
We've only got so much money and we have
to spend it wisely. I think there are other
areas that we can get more value for our
scarce dollars. 'm told by our Air Force
firefighters that color vision is required be-
cause a fireman must determine the color
of the flames to decide what’s causing the
fire and then determine which fire fighting
technique to use. Sorry, the personnel func-
tional managers determine the standards, not
Recruiting Service—and rightly so.

They are sharp

COMMENT: I wonder if some provision
could be made to enable recruiters to have
a uniform worn without tie during winter
months. It seems inconsistent to me that
we should have a short sleeve shirt without
tie for summer but have to wear a tie in the
winter. I was thinking along the lines of a
long sleeve, dark blue combination without
tie for wear at the office.

REPLY: A new uniform shirt—with tie
—has been approved by the USAF Uniform
board and should be available soon. Give it
a try. If it doesn’t make your office working
environment more comfortable, put your idea
on paper and submit it through the Sugges-
tion Program. The first impressions we as
recruiters make on the general public, and
particularly on applicants, are highly import-
ant. I don’t think it’s any secret that’s why
we insist on absolute conformance to Air
Force standards of dress and appearance. Air
Force Recruiters need to look especially sharp
—because they are sharp.

dial 3425

dial 3425

It is cold

COMMENT: Here in Chicago right now
the temperature is 29 degrees and it is cold!
I would like to know why the Air Force flight
jacket could not be authorized for wear by
recruiters in colder areas like this.

REPLY ;: When we also authorize dog sleds
and teams as standard recruiter equipment,
I'll be glad to reconsider; but until then, I
think that currently authorized uniform com-
binations should fulfill requirements. On top
of that, consider the expense of issuing flight
jackets to recruiters. I'm not cutting you
down, at the heart of the matter is my con-
viction that further uniform variants would
not be consistent with the standards of dress
and appearance expected of recruiters.

No objection

COMMENT : My question concerns page 2
of DD Form 1966, block 28¢ in particular,
concerning present address. Could this be
marked “same as 8¢”, “same as above”, or
something similar rather than have to write
the same address several times, one line right
after the other? I believe it could save us
some time on the paperwork.

REPLY: We checked with Air Force
headquarters and were advised that there
is no objection to using terms such as “same
as above” or “same as item 15”. However,
ditto marks must not be used. Hopefully this
will eliminate some of the repetition and save
time with the paperwork. Thanks for calling
with this suggestion.

(  DIAL of the month )

COMMENT : This is Sergeant Yarnell, and
I have a couple of techniques that seem to
work pretty well up here in Illinois; maybe
they will do some good if tried elsewhere.
One is to use DEPers on a volunteer basis
in the office. There are many tasks they can
do, such as answer phones, handle mailouts
and so on. I give them a little honorary re-
cruiter card and they really do a great job.
Second is a telephone prospecting technique.
Say, for example, I am calling Daniel Wiley.
If he doesn’t answer the phone, I take a call-
back card and put his name and address on
it while dialing the next name. What he gets
in the mail is an official mail-back card
stapled to the call-back card. It’s a bit of
a time saver and I do get results with people
calling back.

REPLY : Thanks. Your calling DIAL with
ideas such as these is also an excellent tech-
nique. We'll publish a DIAL Recruiting Tip
of the Month, or even better, a whole page
of recruiting tips. How about the rest of
you recruiters? If there’s something that’s
working for you, how about sharing the
wealth. Incidentally, the people in my Sales
Training Division noted that your telephone
technique should not only get mail-back re-
sults, but also provide a natural lead-in to
the conversation if the prospect calls. Keep
on calling in those good ideas, we need all the
help we can get.

A good point

COMMENT: Air Force personnel offices
are still briefing personnel getting discharged
that they must report to the draft board
within 10 days after they leave active duty.
This has not been true for more than one
and one-half years. Since they can’t get in
contact with the draft board in many cases,
they call us at the local recruiting office.
Please advise Air Force headquarters to catch
up with the policy changes.

REPLY: Consider Air Force Headquar-
ters advised. Feedback from the personnel
experts says that directives and checklists
were revised to conform with current policy.
However, the problem will be covered in a
bulletin sent to personnel specialists through-
out the Air Force. Thanks for bringing up
a good point.

dial 3425

dial 3425

Personal mail

COMMENT: We have a question about
what constitutes personal mail and what is
official. I feel that mail addressed to a person
at a military address is personal and should
only be opened by him. However, the other
opinion is that it’s mail addressed to a mili-
tary unit and can be opened by anyone.

REPLY: Thanks for calling. A detailed
explanation is on it’s way by mail—official—
and should further explain the policy. In es-
sence, if there’s a military or quasi-military
address on the first line, it’'s official. For
example, “Det. 777 (MSgt. John Doe)”, on
the first line would be official. If it’s ad-
dressed to “MSgt. John Doe” on the first line,
and the second line says “Det. 777, it should
be delivered as personal mail.

Headquarters assignments

COMMENT: In my opinion, too 'many
high-level people are being assigned to Re-
cruiting Service Headquarters who do not
understand the field recruiter’s problems. I
recommend the commander be an ex-group
commander, the executive officer to be an
ex-detachment commander, etc.

REPLY : I guess in the purest sense, your
recommendation is a good one but in reality,
it’s not possible. I keep apprised and so does
the staff by making numerous visits to the
field and participating in sales/training meet-
ings. We don’t operate in a vacuum or from
an ivory tower. How about the Secretary
of Defense being an ex-general and the presi-
dent of Pan Am an ex-pilot?

No one is perfect

COMMENT: I am looking at the October
edition of “The Recruiter” and see two pic-
tures of recruiters working on the Jerry
Lewis Muscular Dystrophy Telethon. I won-
der how you get around the reg that says
we will not support charities other than the
United Way, Federal Campaign, ete., unless
we are volunteers, out of uniform.

REPLY : The Air Force reg says you can
do it, strictly on a volunteer basis, and our
guys volunteered. You’re right, the ATC sup-
plement says no uniforms. Just goes to show
you that no one is perfect, even when sup-
porting worthwhile charities, and represent-
ing the Air Force and Recruiting Service in
community efforts.

Human relations

COMMENT: I think recruiters should be
excused from mandatory human relations
training. Where a one-man office is concern-
ed, it seriously affects production. In case
you people on top haven’t heard, we pro-
duction recruiters are very busy and we
don’t need a week of superfluous training
that makes our jobs even harder. Besides,
if there are recruiters who need this train-
ing, they don’t deserve to be recruiters.

REPLY : It’s no secret that the Air Force,
like the rest of society, has experienced prob-
lems due to the insensitivity of some people
toward others. Our progress in this regard
has been stimulated by two factors, discipline
and education. The matter is so important
that every Air Force member—wearing four
stars or one stripe attends.

Watch those rumors

COMMENT: I keep hearing rumors that
basic training is being extended to eight
weeks. The latest was last night talking to
the father of a young man now at basic
whose TI told him the change would take
place January 1. What have you heard?

REPLY: Watch those rumors. A study
has been conducted to evaluate the exten-
sion of BMT. As of this date no change is
planned.

dial 3425
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DISPLAYING HIS red, white,

and blue motoreycle at

the Edwards Air Force Base,

Calif., Open House, is Staff Sergeant Pat Braden, left. SSgt. Braden and his office
partner, Master Sergeant Ken Lichtenburger, members of Air Force Recruiting De-

tachment 609 assigned to Lancas

ter, Calif., manned a recruiting display at the event.

Thirteen receive
Air Force honors

Twelve members of Air Force
Recruiting Service and one for-
mer recruiter were recently
awarded Air Force medals.

3501st

Technical Sergeant Stanley A.
Staples, a member of Air Force
Recruiting Detachment 106 was
presented the first oak leaf clus-
ter to the Air Force Commen-
dation Medal. The award was
presented by Colonel John ©.
Hanford, 3501st Air Force Re-
cruiting Group commander.

3503rd

Two awards were presented in
Det. 308. TSgt. Dick Norman,
a recruiter in New Albany, Ind,,
received the first oak leaf clus-
ter to the Air Force Commenda-
tion medal.

A former Det. 308 recruiter,
and Staff Sergeant, Violet M.
Nicklen, now a full-time Air
Force Reserve Officer Training
Corps (AFROTC) student, was
awarded the Air Force Commen-
dation Medal. The presentation
was made by Lieutenant Col.

RS now

Roy R. Laferriere, detachment
commander, and Col. Gale L.
Hearn, commander, Detachment
295, AFROTC, at the University
of Louisville. Lt. Col. Laferriere
presented TSgt. Norman ’s
award.

Master Sergeant Sherman C.
Lockard, a Det. 311 sector, super-
visor, was presented the Air
Force Commendation Medal by
Major Bernard M. Stein, detach-
ment commander. The sergeant
earned the award for outstand-
ing performance as a member
of Recruiting Service.

3504th

The Meritorious Service Medal
was awarded to TSgt. Wendell
J. Brunk, a member of Det. 401.
A detachment personnel techni-
cian, he received the award for
his performance while assigned
to Air Force Communications
Service.

Five members of Det. 411 were
awarded medals. Maj. Louis R.
Chierici, Captain James F. Wort-
man, and TSgt. Dana C. Eachus

does

job classification

(Continued from Page 1)
proximately 60 per cent of all enlistees during January-June 1976,
will enter the Air Force under the GTEP. Recruiting officials hope
to boost GTEP entries to 75 per cent this year.

Aptitude area enlistees begin their classification process on
the fourth day of training. They are divided into four groups,
according to aptitude area, and are shown a list of jobs available
to their class. The non-GTEP enlistees are again counseled as to
what aptitude test score is required fo a specific job. Prior to
enlistment, recruiters and Air Force Liaison noncommissioned offi-
cers at Armed Forces Examination and Enlistment Stations inform
the applicant about which jobs in his aptitude area of enlistment
he tentatively qualifies for.

Two days later, after studying informational brochures on
the various specialties, enlistees discuss assignments with former
recruiters, now interviewers. «Thesé sessions,” said Col. Wren,
“with a former production recruiter provides the personal touch
we need as we try to find the right job for the enlistee.”

Concurrent with the transfer, Recruiting Service also began
providing new recruits with drug abuse recertification and pre-
departure briefings as they head for technical training centers
or direct duty assignments.

“Qur plans,” noted Col. Wren, “call for complete utilization
of proven field recruiters as interviewers. The personnel classifica-
tion activity is simply a follow-on task of Recruiting Service.”

He pointed out, however, that interviewers already in place
at Lackland would not be replaced “en masse” with field recruiters,
but will be replaced when their normal rotation occurs.

Current personnel allocations call for approximately 23 recrui-
ter positions within Recruiting Service’s new classification unit.

were presented the first oak
leaf cluster to the Air Force
Commendation Medal. Captains
Bonita K. Ness and Milton W.
McDuff were awarded the basic
medal.
3505th

TSgt. Robert Agin, received
the second oak leaf cluster to
the Air Force Commendation
medal from Capt. J. J. Man-
nion, Det. 506 commander dur-
ing recent ceremonies at Kala-
mazoo, Mich.

3506th

TSgt. Jerry Stehman and
SSgt. Gary Menzies recently re-
ceived the first oak leaf cluster
to the Meritorious Service Medal
and the Air Force Commendation
medal respectively from First
Lieutenant Donald Mask, at the
3506th Air Force Recruiting
Group headquarters. Both non-
commissioned officers were re-
cognized for professionalism
while assigned to Air Force Se-
curity Service.

Domicile-to-duty

policy changed

As a result of a DIAL call
and concerted efforts, a limited
domicile-to-duty transportation
policy for Recruiting Service
sector supervisors has been ap-
proved by Air Force transporta-
tion personnel, officials here re-
cently announced.

Previously, only production
recruiters were afforded the
privilege of using government-
owned transportation between
the office and their private resi-
dences. The policy change ap-
plies only to working supervi-
sors meeting similar perform-
ance criteria as full-time re-
cruiters.

According to tramsportation
officials, domicile-to-duty use of

RS colonel,

promotions

Air Force Recruiting Service
will soon have two new colonels
and fifteen new majors.

Colonel selectees are Lieuten-
ant Colonels Charles H. Keck,
vice commander, 3501st U.S.
Air Force Recruiting Group
(USAFRG), Hanscom Air Force
Base, and Donald E.
Burggrabe, Director of Adver-

Mass.,

tising here.

Those scheduled to don the
major insignia from Headquar-
ters, Air Force Recruiting Serv-
ice are Captains Mary F. Felts,
airman resources division, Direc-
torate of Student Resources;
Robert A. Fuller, advertising
plans, Directorate of Advertis-
ing; Edward B. DeGroot III and
Jerry J. Nugent, medical person-
nel recruiting division, Director-
ate of Recruiting Operations and
Thomas recruiting
division, Inspection Directorate.

Giordano,

government-owned vehicles for
recruiters and supervisors is au-
thorized when the person using
the vehicle has an assignment
away from his regular duty sta-
tion, and must proceed directly
to the assignment in the morn-
ing without reporting first to
the duty station. The only other
time use of the transportation
is authorized is when a recruiter
or supervisor is not able to re-
turn from an assignment to his
regular duty station prior to the
close of the normal duty day.

Officials pointed out that
blanket approval is not author-
ized for permanent or full-time
use of the resident-to-duty
transportation.

major
announced

Also chosen for promotion to
major are Captains Alan M.
Forker, operations officer, Air

Force Recruiting Detachment |

401, Kansas City, Mo.; David J.
Moss, commander, Det. 608, Salt
Lake City, Utah; Jimmie N.
Murphy, operations officer, Det.
311, Nashville; William R. Par-
ker, operations officer, Det. 409,
Oklahoma City; Wayne A.
Tongue, commander, Det. 513,
Cleveland; Gregory L. Griffin,
chief, support branch, Det. 504,
Selfridge Air National Guard
Base, Mich.; Edwin J. Andrews
Jr., medical recruitment officer,
Det. 404, Arlington, Tex.; Wil-
liam W. Dick, chief medical re-

cruitment officer, 3506th US-

AFRG, Mather AFB, Calif.;

David W. Templeton, medical
procurement officer, Det. 412,
St. Paul, Minn.; and Earl s
Welbes, medical recruitment of-
ficer, Det. 609, Los Angeles.

This is to certify that
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Special Orientation

Issue on Recruiting

\

[

by Technical Sergeant
Guy Sann

RIVERSIDE, Calif.—Al-
most weekly, I receive phone
calls from NCOs at nearby
March Air Force Base ask-
ing “what’s it like to be a
recruiter?” I invite them to
the office for a cup of cof-
fee and this is what I pass
along to them . . .

If T had to pick one word
to describe the most import-
ant thing that recruiting
means to me—it would be
“rewarding.” Oh, I don’t
mean monetarily or logistically.
I'm talking about the sense of
feeling that I have at the end
of the day. A feeling that I've
done some good for someone. I
know that may seem trite to
some, but to me it’s a reality.

Also, there’s the feeling that
the day hasn’t been spent tied
to the same routine. I meet peo-
ple from all walks of life in a
day’s work—from mayors, school
officials and parents, to celebri-
ties, newspaper, radio and tele-
vision personalities. In what
other vocation, military or civil-
ian, could a person work with
such a wide variety of person-
alities? Each day brings new
people and new experiences.

But back to the nitty-gritty
—h'ow does a person become a
recruiter ? First of all, go to the
local base personnel office and
ask to see the latest PALACE
FLICK film entitled “The Air
Force Recruiter.” It’s factual
and well made. The film will ex-
plain in detail what I’ll tell you
briefly.

The special assignments peo-
ple at personnel will explain the
requirements to you and decide
if you’re eligible to apply. If
so, they’ll outline the steps
you’ll need to take, such as com-
pletion of the volunteer state-
ment for special assignment;
taking of the family photo, etc.

They will then forward your
application to Headquarters Air
Training Command at Randolph
Air Force Base, Tex., along with
a computer printout of your
field personnel records. Once
you are “tentatively” selected
by headquarters, you’ll be asked
to answer, in your own words,
a questionnaire as to why you
would like to enter Recruiting
Service. If the reasons are pure-
ly selfish, your chances for se-
lection are very slim. You will
then be interviewed by the re-
cruiting supervisor in your geo-
graphical area. Let’s say every-
thing goes smoothly and you
are selected.

You’ll be going on 43 days
temporary duty to attend one of
the toughest training schools in
the Air Force—3AZR99120, Re-
cruiter Course, 299 hours in dur-
ation. Believe me, when I say
it’s a “pressure cooker” type of
school. Six weeks of work, work
and more work. Every minute,
it seems, is taken up with' class-
room, homework and still more
homework. Speeches, sales lab-
oratories, advertising and publi-
city and telephone techniques,
criteria for enlistment or com-
missioning, community relations

—are examples of what you’ll
be taught. The school will bring
your potential to the surface.

Your grades will be marked
satisfactory or unsatisfactory—
you either know the subject or
you don’t. If you don’t, it’s back
to the drawing board until the
technique is smooth or the in-
formation is catalogued. The in-
structors are the finest in the
world, and every effort will be
made to make you the best re-
cruiter-salesman around.

With diploma in hand, it’s
back to your home base for out-
processing and the move to your
new assignment. Personnel com-
ing to the school from overseas
proceed directly to their new as-
signment.

Detachment, or “Det” as most
of us call it, is usually your

first contact with the “inside-
outside” world of recruiting. The
Det. controls a defined part of
the Group territory, and at pres-
ent there are five Recruiting
Groups and 38 Detachments lo-
cated throughout the United
States. For example, my Group
is headquartered at Mather Air
Force Base, and my Det. is in
downtown San Bernardino. Com-
prised of a commander, his
staff, operations, administra-
tion, logistics and advertising
personnel, the Det. is respon-
sible for all recruiting in a spe-
cific geographical area.

You will be working in a one,
two or three man office, and
your boss will be a sector super-
visor, usually a master or senior
master sergeant. He will have
from four to six Air Force re-

cruiting offices to monitor, and
he’ll be the one man for whom
you'll work. There’s no doubt
who your boss is, and this means
a lot to me and the other guys.

Your office? You probably
will not believe it. Generally,
they are wood-paneled, air con-
ditioned and carpeted, with the
latest in modern furniture. Your
transportation—usually a Gov-
ernment Services Administra-
tion-leased vehicle. I know it
sounds hard to believe, but the
Air Force Recruiting Service
has just about done away with
the old, hot and dusty blue
vehicles, or “blue gooses” as we
used to call them, which were
commonplace several years back.

Your JOB? To take all this
training and equipment, add
your personality to it, and re-

-

fulfilling experience at
their new duty assign-
ment, or they become so
disillusioned with the sys-
tem they can hardly wait for
the day of transfer.

In an effort to eliminate
the latter, this special sup-
plement has been designed to
provide Recruiting Service
newcomers, and those consi-
dering applying, an inside
look at how the prestigious
organization functions.

Recruiting — a way of life

Inside

Recruiting duty is a way of life!

An all too often heard expression
I didn’t really know or understand just what I was getting into.”

From these words Air Force families usually transition into a rewarding and

Included are history and
mission articles, along with
feature material depicting
Recruiting Service as a way
of life and how two recruiters
from different parts of the
United States look at the
duty. Also included is a brief
look at the Recruiter School,
considered by many gradu-
ates as one of the toughest,
roughest, and yet most re-
warding schools in tht Air
Force. Articles deal with

by newcomers to any organization is “well,

~

leased government housing
available to recruiters in
some areas, new programs
designed to fine-tune Recruit-
ing Service, and other sys-
tems in effect to aid the
production recruiter, and ad-
ditional pertinent material.

Not everyone can qualify
to don the Recruiting Service
badge, as the school records
indicate. But for those who
do, Recruiting Service is a

rewarding way of life. /

Recruiters seek applicants
for special duty tours

Air Force re_cruiters are helping in the search for qualified career status non-
commissioned officers (NCOs) to meet continuing requirements to replenish the re-

cruiter force,

Recruiters throughout the country have established and actively participate in

campaigns for recruiter
duty applications af bases
in their areas.

Making presentations at
commanders’ calls and other
meetings, and providing base
newspapers with articles on the
subject—periodically released by
Recruiting Service headquarters
— are key ingredients to a suc-
cessful program, officials re-
marked.

Other actions include estab-
lishing rapport with Consoli-
dated Base Personnel Office of-
ficials who can place items in
the daily bulletin, and keeping
an eye open for motivated NCOs
who might make good recruiters.

Officials noted that the work
isn’t easy and the hours are
long, and this should be em-
phasized to prospective appli-
cants. Prospective recruiters
should also be advised that re-

cruiting is one of the most chal-
lenging and rewarding jobs in
the Air Force.

Potential applicants are re-
minded that recruiters repre-
sent the Air Force and may be
the only contact civilians in the
community have with the Air
Force. They counsel and advise
prospective applicants on choos-
ing a career area most suited
to their qualifications and de-
sires, and discuss job and train-
ing opportunities available to
them in the Air Force today.

Benefits prospective recruiters
are told about are the possibi-
lity they may be eligible for
government-leased housing, up
to $150 a month Special Duty
Pay, limited reimbursement for
out-of-pocket expenses and addi-
tional subsistence monies. They
may also expect to serve a sta-

bilized tour and some may re-
ceive assignments near their
hometown.

Personnel of all Air Force
specialties are eligible to apply,
even though they may be frozen
for an overseas assignment.
The freeze status waiver enables
all career-committed NCOs to
apply, but most vacancies, offi-
cials said, are for staff and
technical sergeants. Waiver re-
quests by NCOs in the freeze
zone will be considered on an
individual basis by the Air Force
Military Personnel Center at
Randolph Air Force Base, Tex.

Interested NCOs should con-
tact their Consolidated Base
Personnel Office, Customer Ser-
vice Center, or their local Air
Force recruiter for more in-
formation and application pro-
cedures,

Me an Air Force recruiter?

cruit highly qualified young men
and women for the United States
Air Force. It’s as simple as
that!

How about that QUOTA you
ask? You've got to run them in
by the truck-load to keep from
being fired, right? WRONG!
The Air Force no longer has a
quota system. It is now called
GOALS, and you’ll be told ex-
actly how many young men and
women the Air Force needs you
to enlist. And it will not be
by the truck-load, because we
are demanding quality recruits
—so quantity is not the only
consideration. But your “goal”
doesn’t mean that’s all you can

it next time. Maybe you're
not doing something you
or doing something you

yourself back at your old job.
For me, most of the time, re-
cruiting is a fun job. It's the
fun of meeting a wide variety
of people every day, and of par-
ticipating in community activi-
ties. | Through my job, my fam-
ily has met and been able to
get to know many interesting
people from radio, television, the
movie industry, and from all
avenues of life.
ere are bad times, but it’s
that way in most jobs. One thing
to consider is that you have no
secretary or administrative clerk

related duties.

The exasperating and frus-
trating times come when I have
to tell “Johnny” or ‘ Jane” that
they failed to qualify for enlist-
ment. Then it’s tough, because
usuglly you have to explain to
them and their parents just why
the youngsters failed to qualify.
It’s |times like this that youw’d
like| to be able to rewrite the
book.

ost recruiters that I know
like|the job. It’s not perfect, but
it’s one of the most rewarding
and [fulfilling jobs a person could

(A BiRE e e )

Just prior to press time,
the Department of Defense
announced that the President
intends to nominate to the
Senate, Brigadier General
Andrew P. Iosue for promo-
tion to the grade of tempor-

Q‘y major general. )
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Straight
talk
from the
Top
Air Force
Recruiter

by Brig. Gen.
Andrew P. Iosue

We are going through a
dynamic period in the his-
tory of the Air Force. For
an example of what I mean
by that statement, take a
look at the new aircraft en-
tering the inventory or
under development. Systems
such as the A-10, F-15, F-16
and B-1 represent whole
new dimensions in capa-
bility.

But it’s not just in aircraft;
across the board the Air Force
is continuing to set the pace in
technological achievement.

The other side of the coin, as
we look at this increasing soph-
istication in systems, is the need
for qualified people to maintain,
operate and support them. Quali-
ty is the key word because it
takes intelligent people to handle
the technology, and as the size
of the force decreases, it takes
dedicated men and women to fill
the gaps.

said many times that people
are are most important re-
source. In today’s tight-budget
environment, the personnel area
is the greatest single element
of investment by the American
tax payer. Personnel costs have
increased dramatically during the
past few years, not only in sal-
aries but also in the dollars ex-
pended to house, feed, support
and care for people. While we
have the smallest armed force
since 1950, before the Korean
War, people cost more than they
ever have.

These are fundamental reali-
ties. The correlating factor is
the sheer necessity to make our
already-great Air Force better.
The new technology is in hand;
the rest of the picture is quali-
fied people.

That’s our job in the Air Force
Recruiting Service, at the front
end of the Air Force. We have
to search out, motivate and re-
cruit approximately 75,000 out-
standing Americans annually,
and they’ve got to be top notch
people.

Looking to the years altead,
we see an increasingly difficult

off money for recruiting which
means we, like the rest of the
Air Force, will be trying to do
more with less. The people we
want to recruit are the best, and
there’s always competition for
them in the labor market, re-
gardless of the state of the
economy. And looming on the
horizon, predicted by some
authorities to start impacting in
19717, is the “baby bust” of the
early ’60s. Within a few years,
it could result in a 25 per cent
drop in new entrants to the
labor force.

As we consider the future, we
can devise all sorts of strategies
for applying recruiting resources
more efficiently, advertising
more effectively, streamlining
command and support for re-
cruiting, etc. At the heart of the
matter, however, remains the in-
dividual member of the Air
Force Recruiting Service.

We can wear the recruiting
badge proudly today—with pride
in past accomplishments. We
have done well. And I think we
can look to the future with con-
fidence that we can continue to
maintain the pace, and improve

\_

I am sure you have heard it

task, The budget ax is lopping

further.

~N

This special edition of our
newspaper has been designed to
support our program to continue
fine-tuning recruiting. In addi-
tion to the normal press run,
additional copies of this
special supplement will be print-
ed for selected distribution. The
objective is to reach top quality
Air Force noncommissioned offi-
cers and provide them with in-
formation they need to make a
decision—whether or not to visit
the local Consolidated Base Per-
sonnel Office or the local recruit-
er and check their qualifications
for recruiting duty.

I offer encouragement to those
thinking about recruiting, but
only after you've carefully con-
sidered all the aspects, know the
good and the bad, and are ready
to come into this business with
your eyes wide open.

For the people already in re-
cruiting, this edition can serve
as a refresher or handy refer-
ence. And to you I direct this
message soliciting your continu-
ing support. The challenges we
will face in the coming months
are formidable, but by working
together, we can make them
surmountable.

SPECIAL ENLISTMENT
GROUPS, such as the
Metroplex “Thunderbird
Flight” (at right) which
consisted of 47 Texans, are
used by Air Force recruiters
throughout the United
States to recruit, process
and ship young people to
Air Force basic training as
a unit.

Past to

The United States Re-
cruiting Service was estab-
lished in 1822, but did not
become an effective, stream-
lined organization until af-
ter World War L

During World War 11, Se-
lective Service handled pro-
curement for all branches
of the service. After the
war the Army recruited for
the Army Air Corps. When
the Air Force became a sep-
arate department in 1947,
the Secretary of Defense di-
rected the Army and the Air
Force to continue a joint pro-
gram through the Army’s re-
cruiting organization.

The Air Force assumed re-
sponsibility for its own recruit-
ing on July 1, 1954, and assigned
the mission to the 3500th USAF
Recruiting Wing at Wright-
Patterson Air Force Base, Ohio.

In July 1959, the USAF Re-
cruiting Service was established
at W-PAFB, and in January
1965, the headquarters was
moved to its present location at

present —

Randolph AFB, Tex. Recruiting
Service was elevated to num-
bered Air Force level in June
1966, and remained so until
March 1972, when it was inte-
grated with the Air Training
Command.

Recruiting Service underwent
a realignment in December 1974,
and a reorganization in mid-197 5,
to bring it again to a numbered
Air Force level with the com-
mander of Recruiting Service
also serving as the Deputy
Chief of Staff for Recruiting,
ATC.

On Jan. 1, 1976, Air Force
Recruiting Service was com-
prised of the following units:

GROUP/DET. LOCATION

3501 USAFRG
L. G. Hanscom AFB, Mass.

Det. 101 Pittsburgh, Pa.
Det. 103 Syracuse, N.Y.
Det. 104 Carle Place, N.Y.
Det. 105 McGuire AFB, N.J.
Det. 106 Milford, Conn.
Det. 108 New Cumberland, Pa.
Det. 109 Bedford, Mass.
3503 USAFRG Robins AFB, Ga.
Det. 301 Gunter AFB, Ala.
Det. 303 Patrick AFB, Fla.
Det. 304 Atlanta, Ga.
Det. 305 Bolling AFB, D.C.
Det. 307 Raleigh, N.C.

“There in spirit’’
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ecruiting in review

Det, 308 Louisville, Ky. Det. 409 Oklahoma City, Okla. Det. 513 Cleveland, Ohio
Det. 309 New Orleans, La. Det. 411 Des Moines, lowa Det. 514 Columbus, Ohio
Det. 310 Richmond, Va.  Det. 412 St. Paul, Minn. 3506 USAFRG Mather AFB, Calif.
Det. 311 Nashville, Tenn. 3505 USAFRG Chanute AFB, I11. Det. 601 Bellevue, Wash.
3504 USAFRG Lackland AFB, Tex. Det. 500 Indianapolis, Ind. Det. 603 Sacramento, Calif.
Det. 401 Kansas City, Mo. Det. 501 Det. 606 Alameda, Calif.
Det. 403 Omaha, Neb. Joliet Army Ammunition Plant, IlL. Det. 607 Lowry AFB, Colo.
Det. 404 Arlington, Tex. Det. 504 Selfridge ANGB, Mich. Det. 608 Salt Lake City, Utah
Det. 405 St. Louis, Mo. Det. 505 Milwaukee, Wis. Det. 609 Los Angeles, Calif.
Det. 406 Houston, Tex. Det. 506 Kalamazoo, Mich. Det. 610 San Bernardino, Calif.

Recruiting

people for
tomorrow's
Air Force

r

force.

those with no prior military
service—intelligent youth who
can be trained to handle the
complex duties demanded by
a modern Air Force.

Service
mission:
Quality

Persons with prior military
service may be enlisted if they
meet the requirements of age,
years of prior military serv-
ice, and possess a needed
skill or requisites for retrain-
ing into other skills.

Recruiting Service is also

responsible for recruiting
physicians, dentists, nurses,
veterinarians and biomedical
scientists from civilian soure-
es to fill the requirements of
the Air Force Medical Serv-
ice—and to recruit students
to fill Air Force scholarships
in the Armed Forces Health
Professions Scholarship Pro-

gram.

Air Force Recruiting Service has the mission of
recruiting, classifying and assigning from c ivilian
sources qualified men and women to meet the man-
power requirements of today’s all-volunteer aerospace

By far the largest number of people recruited are

Obtaining college graduates
qualified to become officers
through Officer Training
School (OTS) is another Re-
cruiting Service responsibi-

lity.

Besides enlisting personnel,
Recruiting Service also is res-
ponsible for initial job classi-
fication of new enlistees and
the knowledge/understanding
of their jobs as well as man-
agement of the student pipe-
line flow through basic mili-
tary training (BMT), techni-
cal training schools, and the
initial training assignments
of flying students. Recruiting
Service also manages person-
nel procurement advertising
for the Air Force, with the
exception of the Air National
Guard.

\
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(Dynamic organization meets needs

The commander of Re-
cruiting Service functions
in a dual capacity. He is
also deputy chief of staff
for Recruiting Service at
Air Training Command.
Under his control are three
directorates — Operations,
Student Resources, and Ad-
vertising—and five field re-
cruiting groups.

Headquarters Recruiting
Service staff assists and
monitors the activities of
the field groups, 38 detach-
ments, and approximately
1,000 recruiting offices manned
by some 1,800 recruiter-salesmen
assigned geographically through-
out the 50 states, Puerto Rico
and Germany. Because of the
large number of Americans liv-
ing in Europe, a recruiter-sales-
man is also stationed in Ger-
many.

Changing Times

Recruiting Service is ever
changing to meet the current
needs of the Air Force. Late in
1973, it acquired new respon-
sibilities in three recruiting

areas—minority officers, health
professionals and women—and
specialized teams were formed
to meet recruiting objectives.

Five minority officer recruit-
ing teams were assigned to the
recruiting groups, concentrat-
ing on recruiting minority col-
lege graduates in an effort to
raise minority officer strength
within the Air Force to 5.6 per
cent by 1980.

Thirty-two medical recruiting
teams are assigned to areas
which' have a high density of
medical schools and health pro-
fessionals. They seek to enlist
physicians, dentists, and other
key health professionals.

All noncombat career fields
have been opened to women and
the classification of women was
expanded into more technical
fields. Women receive equal pay
and allowances, and can serve at
most Air Force installations. The
number of women in the Air
Force is expected to total 44,000
by 1978.

Headquarters Staff

To assist in managing this

widespread organization, the

commander of Recruiting Serv-
ice has the directorates of Re-
cruiting Operations, Student Re-
sources and Advertising.

The Directorate of Recruiting
Operations developes, formulates
and implements policies and pro-
cedures in support of all per-
sonnel recruiting programs. It
monitors the progress of the re-
cruiting groups in meeting their
assigned objectives and estab-
lishes policy concerning the
training of recruiter-salesmen.
The directorate also monitors
recruit processing, and develops
guidance regarding enlistment
eligibility criteria and reviews
officer applications. It also mon-
itors the current and long-range
recruiting programs for the
commander.

The Directorate of Student
Resources assists the comman-
der in policy and procedure per-
taining to the flow of students
into and through military and
technical and flying training
courses. This includes personnel
requirements, procurement, pro-
cessing, classification assign-
ment, and training.

Student Resources is also res-
ponsible for the accession con-
trol center, the single point of
issuing authorizations to per-
mit nonprior service and prior
service enlistments. The center
will convert from “telephone
line” operations to computer
terminals in the Armed Forces
Examining and Entrance Sta-
tions (AFEES), by late 1976 as
Recruiting Service introduces
the Advanced Personnel Data
System — Procurement Manage-
ment Information System
(APDS/PROMIS) into the re-
cruiting process. Under APDS/
PROMIS, Air Force enlistees
will be computer cross-matched
against Air Force requirements
and job preferences.

The flow of enlistees by apti-
tude, numbers, and dates to
meet training schedules is also
managed within this directorate.
It currently monitors actual en-
listments, the Guaranteed Train-
ing Enlistment Program, and
maintains, or interfaces with,
seven automated systems in sup-
port of recruiting accessions in-
to the Air Force.

The Directorate of Advertis-
ing creates, produces and distrib-
utes all advertising in support
of Air Force military personnel
procurement and retention pro-
grams. It develops and operates
nationwide advertising and pub-
licity policy and programs to en-
hance the recruiting environment
and assist recruiters.

It also conducts a continuing
cost-effectiveness evaluation of
Air Force recruiting advertis-
ing. The directorate has an “in-
house advertising ageney’” cap-
ability at Randolph AFB, and
also uses a civilian agency to
employ modern methods of me-
dia utilization. In addition, it
conducts an extensive commun-
ity relations program and coor-
dinates recruiting activities with
units such as Air Force Air
Demonstration Squadron, “Thun-
derbirds,” Air Force bands and
Orientation Group. The director-
ate deals with educators, in-
forming them of all levels of
career opportunities, Air Force
training and the significant con-
tributions of the Air Force as
a national resource.

Recruiting — it's a great way of life

In the cool, filtered sunlight of Louisiana’s picturesque timberlands, trickling

streams are born.

Meandering southward, they merge and swell i
River. Silently it snakes through rural lowlands,

rice, to the southern city
of Lake Charles, La.

Here, amid a storybook,
bayou setting, Air Force
Master Sergeant Bobby R.
Carter lives and works.

To many Pelican State resi-
dents MSgt. Carter is someone
very special. He's a friend, a
neighbor, a kid’s baseball coach,
and a United States Air Force
recruiter.

To more than 100,000 people
he is Mr. Air Force.

“Tt’s like no other profession,”
emphasizes the enthusiastic ser-
geant. “It’s much more than just
a2 job—it’s a challenging and re-
warding way of life.”

The Air Force is MSgt. Car-
ter’s life, and he loves it. “. . .1
love young people too,” he quick-
ly adds. “And as a recruiter,
I feel I can help young men and
women in my community build
a solid, lifetime career founda-
tion, and at the same time help
maintain the finest Air Force
possible.”

Stationed almost 100 miles
from the nearest Air Force base,
the professional Air Force coun-
selor and salesman works inde-
pendently with minimum super-
vision. He operates from a com-
fortable, modern, wood-paneled
office strategically nestled
among popular shops of a down-
town mall.

A typical day for the sergeant
and his office partner begins
early and moves fast.

From his handsome wooden
desk he contacts several people
who, he has learned, may be
interested in hearing more about
Air Force career opportunities.

“ . . Fine, I'm looking for-
ward to meeting with you and
your wife tomorrow at noon.”

While the recruiters are set-
ting up several future appoint-
ments by telephone, a shopper
who was viewing an Air Force
display in the mall steps inside
to obtain some information.

“Hi, ’'m Bob Carter . . .”
Using his personality. MSgt.

Carter quickly puts the pros-
pective candidate at ease.

In an informal conversation,
employing eight weeks of inten-
sive, professional training he re-
ceived during recruiting school
at Lackland Air Force Base,
Tex., the sergeant learns a bit
about the prospect’s qualifica-
tions, background, likes, dislikes
and future plans.

After establishing that the in-
dividual is tentatively qualified,
the Louisiana native shows the
candidate how an Air Force car-
eer can fit into his plans and
help him reach his goal.

“A recruiter’s personal ex-
periences are very valuable when
he is telling the Air Force
story,” points out the sergeant.
“People can easily identify with
things that you have done in the
Air Force.”

Many young people, however,
have pressing questions to be
answered or fears that need to
be overcome before they will
consider enlistment, or even dis-
cuss the Air Force in a favorable
light.

“How tough is basic training ?
Do you really live in tents? Why
do you have to march so much?”
are typical examples.

“You’ve really got to be on
your toes and have the facts,”
stressed MSgt. Carter. “But
most important—BE HONEST.
Tell it like it is. If you don’t,
you are buying big trouble for
yourself and the Air Force. Re-
member, you have four years
here.”

With his partner watching the
office, MSgt. Carter heads for
a local high school to explain
the guaranteed training program
to a senior class and to brief a
new counselor about the Com-
munity College of the Air Force.

The sergeant, who was the
Air Training Command and Re-
cruiting Service Outstanding
Senior Noncommissioned Offi-
cer of the Year for 1974 is able
to communicate with people of
all ages.

He is at ease talking with
both the youngster wanting to

nto the lazy, glistening Calcasieu
past rippling carpets of growing

know “all about jets” and the
college dean interested in what
the Air Force can offer his stu-
dents if they apply for a com-
mission.

At a luncheon engagement, he
speaks to a civic organization
about how the Air Force is help-
ing th'e community through the
education and training of its
members, of whom a large num-
ber return with valuable, voca-
tional skills to enhance the com-
munity’s skilled labor force.

On the way back to the of-
fice, he swings by the college to
deliver some literature about the
Air Force flying training, scien-
tific and engineering programs,
and Air Force nursing careers.

Back at his desk, he settles
down for his first afternoon ap-
pointment and begins preparing
the paperwork necessary for en-
listing an applicant.

Before locking the office,
MSgt. Carter calls several more
applicants to congratulate them
on passing their qualifying ex-
ams and answers some corres-
pondence requesting informa-
tion.

Enroute home, he stops to talk
with the parents of a young lady
who is interested in enlisting.

“There are many, long, hard
hours involved,” admits the ser-
geant, who sometimes travels as
much as 175 miles carrying the
Air Force message to rural com-
munities in his area.

“Actually, I'm a recruiter 24-
hours-a-day. I love my work and
talk about the Air Force every
chance I get— on and off duty,”
he smiles.

¢ Although he works to earn
them, a recruiter’s rewards are
real,” emphasizes th'e sergeant.
«I think the greatest satisfac-
tion is being able to help the
community and the Air Force.”

(Editor’s Note: MSgt. Carter
has been promoted to Senior
Master Sergeant and is current-
ly serving as “A” Sector Super-
visor for Air Force Recruiting
Detachment 409 in Oklahoma
City, Okla.)

AN ENTHUSIASTIC ATTITUDE is one of the most

important attributes of a successful Air Force recruiter,
as pointed out in the Air Force Recruiting School at Lack-
land Air Force Base., Master Sergeant Bobby R. Carter’s
enthusiasm helped win him prominence in the bayou
country and acclaim as Top Recruiter for Air Force
Recruiting Service in fiscal year 1974.

Force” by local residents.

INVOLVEMENT IN COMMUNITY

. 4
ACTIVITIES, such
as Pop Warner Football, is a vital ingredient to a success-
ful tour with Air Force Recruiting Service. Air Force
recruiters are often the lone military representative in
many communities and are looked upon as “Mr. Air
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School measures potential

Many who attend call it grueling! Others prefer
hectic! And some just roll their eyes skyward and quietly

PROPER TELEPHONE TECHN

Letters provide

good feedback

Recruiting Service officials have asked that all Air
Force recruiters establish a program of maintaining per-
sonal correspondence with applicants once they have en-

tered active duty.

Since this action compliments the Recruiter-Customer
Awareness Program, officials said, it is felt that a Re-
cruiting Service-wide program to perpetuate the rapport

and personal relationships es-
tablished in the Air Force re-

ODS speeds

vital guidance

Air Force recruiters receive
important operational guidance
from Headquarters, U.S. Air
Force Recruiting Service more
rapidly, via the Operations Dis-
tribution System (ODS).

ODS enables Headquarters re-
cruiting officials at Randolph
Air Force Base, Tex., to dis-
patch operational instructions
and update existing instructions
directly to all recruiting loca-
tions.

One copy of each dispatch
goes to each 99120 (recruiter)
authorization at all Air Force
recruiting groups, detachments,
offices, medical recruiting
teams, and Armed Forces Ex-
amining and Entrance Stations.

The system is used to trans-
mit important information re-
quiring immediate attention. It
is designed to considerably re-
duce the time it takes this vital
information to reach field re-
cruiting personnel.

Each ODS item is numbered
in sequence for easy monitoring
and accounting, and any changes
in address, including office open-
ings and closing, should be re-
ported to USAFRS/RSAAA
through appropriate channels.

cruiting office would be appro-
priate and timely.

In order to maintain this re-
lationship, they pointed out, re-
cruiters should make every ef-
fort to correspond with their
enlistees during basic and/or
technical training school.

“Letters,” remarked a Recruit-
ing Operations spokesman,
“should include appropriate
congratulations, an expression
of confidence that the enlistee
will satisfactorily complete
training, and comments relating
to the pride of the family and
friends toward accomplishments.

Many Air Force recruiters al-
ready have implemented such
programs. Following are exam-
ples of letters received from
newly enlisted men and women,
which provide their recruiters
with avenues of “perpetuation:”

“Dear Sarge, it’s my ninth
day here at Happy Valley, and
it’s not as bad as you made it
out to be. But I'm thankful for
the way you briefed me, because
I was prepared for anything

b2

“ . . Remember me? The
guy that was so ready to join
the Air Force until it was time
to ship. I’ve never had so much
fun in my 18 years as I have
in the eight weeks I've been a
member of the Air Force. I am
now stationed in Maryland for
tech school. Well, I just thought
I’d drop you a line letting you
know that I’m really enjoying
the Air Force .. .”

murmur “frustrating.”

Yet almost all graduates of the Air Force Recruiter
School at Lackland Air Force Base, Tex., agree that “it
was the toughest, most demanding school they had ever
attended — but it was great!”

As the six weeks of school
pass, students learn and practice
the skills necessary to begin
their tours as Air Force re-

cruiters. During the first few
days, unfamiliar words such as
AIDA, MATTRESS, COI, Bor-
den Speech Plan, Klamp Safe
Driving Plan, and seemingly a
million other tidbits of informa-
tion are discussed, reworked
and cataloged for future refer-
ence. Students are also taught
telephone techniques, criteria
for enlistment or commissioning,
how to meet and obtain centers
of influence (COIs), and how to
tell the Air Force message to
radio, television and newspaper
personalities.

Midnight oil burners are com-
monplace at the school as stu-
dents perfect sales techniques.
The time-proven AIDA sales
formula refers to the Attention,
Interest, Desires and Action
counseling process. Students use
the MATTRESS of benefits

The school is tough and de-
manding — but then — so is
the job. As knowledge grows,
sales labs enable recruiters-to-
be to practice and perfect skills.
With practice comes confidence,
and the beginnings of a pro-
fessional Air Force recruiter.
the
“rookie recruiter” is assigned to

Following graduation,

a field unit in one of Recruiting
Service’s five groups and 38 de-
tachments. Representing the Air
Force, the recruiter seeks appli-
cants, counsels them about Air
Force job opportunities, and
helps select top quality recruits
to fill the needs of the Air
Force.

Not everyone can qualify —
as the school’s records reflect.
Only the best will don the dis-
tinctive recruiting badge that
only the select can wear. But
those who make the grade, who
bear up under the hectic frus-

IQUES, as taught in the U.S. Air Force Recruiting
School at Lackland Air Force Base, become a part of most recruiters’ daily lives. Other
school subjects instilled in new recruiters include Sales Techniques, Advertising and
Publicity, Criteria for Enlistment and Commissioning and Oral Communications.

trations for six short weeks,
readily testify that this is the
most rewarding job in their en-
tire Air Force career — that of
an Air Force recruiter.

(Money, Advancement, Travel,
Training, Recreation, Education,
Security and Satisfaction) to
help tell the Air Force story to
prospective newcomers.

=

Recruiters who are primarily responsible for pro-
curing the Air Force’s manpower needs receive a step-
increase special duty assignment proficiency pay, accord-
ing to a Department of Defense ruling.

The increase in special duty assignment pay is aimed at
recruiters serving at detachments and below, and personnel en-
gaged in the recruitment of minority and medical personnel at
detachment and group level.

An Air Force recruiter, with six months or less recruiting
experience, will be awarded the first step (P-1) $50 a month
special pay. Those with 6 to 18 months recruiting experience are
eligible for step two (P-2) $100 a month, and those with 18
months or more are eligible for step three (P-3) $150 monthly
SDAPP.

Recruiters with prior recruiting experience may receive credit
for their previous experience; however, airmen returning to re-
cruiting duty must have 12 months creditable recruiting experience
on their new tours to become eligible for P-3.

Officials pointed out that Recruiting group and detachment
commanders will evaluate each recruiter’s proficiency or training
progress in determining if additional training is necessary to
assure proficiency has been attained. In the event an individual
fails to attain or maintain the required level of proficiency after
an appropriate training period, the entitlement to SDAPP will be
terminated and reassignment action initiated, officials said.

Recruiters assigned to group level, other than minority and
medical recruiters, are not eligible for the increased special duty
pay, and will receive only step one (P-1) $50 a month. Recruiters
assigned to headquarters Recruiting Service are eligible for P-1
only, regardless of recruiting experience.

Special pay
available to

recruiters

AIR FORCE RECRUITING OFFICFS are located in more than 900 communities
throughout the United States. While some offices are co-located with the other mili-
tary service’s recruiting stations, many are located in shopping malls, executive build-
ings, post offices and other locations.
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SPIRIT seeks motivated enlistees

Headquarters Air Force
Recruiting Service is seek-
ing a new dimension in re-
cruiting with the “SPIRIT
OF ’76” recruiting program.

Moving beyond the di-
mensions of quality and
quantity, “SPIRIT” places
emphasis on seeking out
young men and women with
a desire to serve their country,

and a willingness to accept the
Air Force way of life.

The acronym SPIRIT, as used
in the slogan, represents six
fundamental steps used in the
applicant counseling process.
They include Selection, Place-
ment, Instruction, Resolution, In-

tegration and Tracking.

Explaining the concept behind
SPIRIT, Brigadier General An-

drew P. Iosue, Recruiting Serv-
ice commander, said, “Our trans-
itional success from the draft
years to the all-volunteer Air
Force was primarily caused by
our emphasizing the ‘benefits’
of the Air Force. Young officers
and airmen who join only to ac-
cumulate Air Force benefits
overlook the single most import-
ant factor for success in the
military—the personal desire to
serve one’s country.

“Today, recruiters emphasize
to each enlisted or officer appli-
cant,” he explained, “that al-
though there is much to be gain-
ed by joining the Air Force, a
primary incentive for enlistment
shiould be service to country.
Thus—the creation of SPIRIT.”

Through SPIRIT,

emphasize Air Force standards

recruiters

to applicants, and the need for

Applicants receive
quality screening

Air Force Recruiting Service uses a six-step screen-
ing process to help select top quality applicants for Air

Force enlistment.

The steps include initial screening, moral, mental
and physical examination, advanced screening and coun-
seling, and enlistment processing.

During the first of several interviews, the recruiter

insures applicant eligibility
in regards to age, education,
citizenship, 1a w violations
and other pertinent data.
He also determines if the
applicant has illegally used, sold
or transported drugs. Based on
the interview, the recruiter may
deny enlistment or request high-
er authority evaluation.

During the second quality
check, the recruiter determines
applicant moral qualifications by
completing a police records check
on the individual. Since this is
not always possible due to state
or local restrictions, an Entrance
National Agency Check is ini-
tiated on all tentatively qualified
enlistees before they are enlisted
on active duty. Under the check,
the Defense Investigation Agen-
cy screens all available records,
and the results are received prior
to enlistment.

Also under the second quality
screening checkpoint, recruiters
conduct a preliminary physical
review of the applicant’s h'eight,
weight, vision, records any his-
tory of medical abnormalities
and insures any pertinent medi-
cal documentation needed by the
applicant is available prior to
taking the entry physical exam-
ination.

The third quality step used to
screen for top quality applicants
centers around the Armed Serv-
ices Vocational Aptitude Bat-
tery (ASVAB) tests. Nation-
wide, approximately 40 percent
of those tested fail to qualify on

In 1829, seven years after the
General Recruitng Service was
founded, recruiting stations
signed up some 1,800 men. In
calendar year 1975, USAF Re-
cruiting Service enlisted or com-
missioned more than 79,000 men
and women applicants. If you
would like to be where the action
is, see your CBPO for more
information and recruiting duty
application procedures.

the ASVAB which measures the
applicant’s aptitude in each of
the four areas to which all Air
Force jobs are keyed.

To lessen the possibility of
compromise, the tests are ad-
ministered and scored independ-
ently and the recruiter and ap-
plicant are then informed of the
results.

Quality Step Four insures that
all applicants who qualify men-
tally are given a physical exam-
ination at one of the Armed
Forces Examining and Entrance
Stations prior to enlistment. At
this point, the applicant’s phy-
sical qualifications are determ-
ined.

Assuming the applicant has
passed the mental, moral and
physical screening, they are then
counseled on jobs available for
which they are qualified. Three
major factors are considered in
this process—the Air Force
needs, applicant’s qualifications
and applicant’s desires.

At this point, some applicants
fail to enlist for various reasons
—unqualified for desired job,
training vacancies not available,
have secured other employment,
and others just decide to “think
it over.”

The final quality measure
check includes the preparation
for enlistment whereby all forms
and documents are again re-
viewed for accuracy and satis-
faction of criteria. Each item of
the enlistment contract is re-
viewed by the applicant and the
liaison officer assigned to the
AFEES, and both' verify by ini-
tialing the contract. Also, the
enlistment officer reviews the
contract, explains the penalties
for withholding disqualifying
information, and finally, admin-
isters the oath of enlistment.

Recruiting officials believe the
stringent screening process is
necessary to maintain quality
recruiting for a quality Air
Force.

dedication and commitment to
mission accomplishment and the
Air Force life style.

It involves selecting the right
person for the right job based
on existing standards, placement
into a vocation that matches
manpower requirements with in-
dividual qualifications, and pro-
perly instructing and tracking
the newcomer from day one
through his or heer first enlist-
ment to measure productivity.
It also insures that the applicant
understands and is willing to
accept the Air Force way of
life and that he or she has a
smooth transition into the Air
Force environment.

‘ Recruiters insure that all ap-
plicants know that Selection is
based on very high standards,
that Placement in a job will de-
pend on Air Force requirements
and individual qualifications, and

that Instruction begins with the
basics of military life as taught
in basic military training and
continues throughout the tour.
Each applicant is also asked for
Resolve, to accept, the Air Force
as a way of life, make a commit-
ment to perform at the best of
his ability, and enjoy a smooth,
successful Integration into the
Air Force family. To help mea-
sure the first five steps of
SPIRIT, Air Force newcomers’
progress will be tracked through
basic training, tech school and
into the operational units
throughout their first enlist-
ment. Officials noted that al-
though each applicant under-
goes a rigorous screening pro-
cess, some still cannot adapt to
military life and consequently
leave the Air Force prior to the
end of their enlistment contract.

When this happens, officials

FORESIGHT AND LOCAL INGENUITY PAID dividends for these two Southern-area

trace back in the system—all
the way to the recruiter who
enlisted the individual—to see if
there was any way the lack of
adjustment could have been
avoided.

To insure complete under-
standing of what is expected of
newcomers, Recruiting Service
has reoriented its advertising
strategy and sales techmniques.
Recruiting messages now blend
the present image of the Air
Force as an excellent place to
live, work and learn, with a new
dimension of service and com-
mitment.

Recruiter sales presentations
still include the numerous Air

Force benefits, however, Recruit-
ing Service officials say that
there will not be any doubt in
the applicant’s mind as to the
quality and orientation of the
people the Air Force is seeking.

.

Air Force recruiters in the form of qualified enlistments. Borrowing a bus from a
nearby Air Force base, they conducted a tour of the base for 75 high school senior
students. Similiar programs are conducted throughout the U.S. by Air Force recruiters.

HE’S ONE OUT OF ABOUT 200, but if he’s your Sec-

tor Supervisor, he’s your boss! Recruiting Service sector
supervisors, usually masters, or senior master sergeants,
monitor the production of recruiter-salesmen under their
jurisdiction and serve as liaison between production re-
cruiters and detachment personnel. Supervisor courses
are conducted periodically by the Air Force Recruiting
School at Lackland AFB, Tex.

©
Film tells
[ ] ® ®
it like it

. ®
really is

A frank, unrehearsed dis-
cussion of Air Force life
is the subject of a film
available to help better tell-

is-like-it-is when counseling
prospective applicants.

Produced by the Air Force

Recruiting Service Director-
of Advertising, the 19-
minute color film, entitled “What
You Should Know About the
Air Force,” features candid com-
ments from six first-term air-

ate

men. Topics of conversation cen-
ter around basic training, tech-
nical school, shift work, person-
al appearance standards, remote
assignments, the occasional 14
to 16 hour work day, and other
facets of Air Force life.

The film was designed to help
insure that prospective enlistees
get an honest and complete pic-
ture of Air Force life.

Officials noted that recruiters
should show this and other films
to interested young men and
women at the recruiting office,
so they can be available to an-
swer any questions that might
arise.
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Often the deciding factor

Recruiter's wife plays important

Being an Air Force re-
cruiters’ wife is a truly
demanding profession. If
there was ever a classified

ad for the position, it would
read something like this:
Wanted, mature women to
take care of children, home,
pets. Must be able to cope
with transient husband and
be qualified in plumbing,
auto and bicycle repair,
yard care. Experience in
helping a hard-working
spouse manage the house-
hold is a vital prerequisite. On
the job training provided.

Tt is definitely an occupation
hard to handle. It is a job which
requires stamina, tenderness
and unending patience. It is a
profession that can lift you to
the upper levels of joy and ful-
fillment, or lower you to the
depths of boredom and despair.

The Air Force recruiter’s wife
is envied by some, pitied by
others. Her stories of far-flung
travel bring envy to the hearts
of many women while her
military based counterparts feel
sorry for her because she doesn’t
have immediate access to such
things as the commissary, base
exchange, medical facilities, and
a host of other benefits. What

cruiter’s wife is considered by
many to be “Mrs. Air Force”
to her civilian friends and neigh-
bors.

When she tells them about
the Air Force in general, or a
program in particular, she re-
presents the Air Force to all.
The way she runs the household,
maintains her lifestyle and man-
ages the family affairs epito-
mize what her friends perceive
to be “the Air Force Way.”

Other women who come in
contact with her find it hard
to understand how she can cope
with evenings of separation as
her husband helps build the Air
Force of tomorrow with a seem-
ingly endless schedule of ap-
plicant interviews. For the most
part, the civilian wife feels
secure in knowing her husband
will be home each evening. The
recruiting wife feels secure and
proud that her husband is doing
his part to insure that Ameri-
cans can conduct their lives in
any manner they choose.

When long office hours seem
to become routine rather than
occasional, the Air Force Re-
cruiting Service wife becomes
the household manager. She is
responsible for the care and well
being of the children, kissing

Dealing with the children is
probably the most trying task.
Kids have a keen sense of get-
ting to the root of a situation
with questions such as “Why
is Daddy working so late, Will
Daddy always have to work on
Saturdays, Does Daddy seem
to be rather uptight these
days ?” The questions are sim-
ple but the answers are diffi-
cult and are often accompanied
by watery eyes.

Somehow the readjustment
period passes, her husband es-
tablishes himself in the job and
community and the family once
again becomes a unit. The Air
Force recruiter’s wife knows
that now all the places at the
dinner table will be filled. She
knows that now she can enjoy
watching him kiss skinned el-
bows, and hear him praise color-
ing book masterpieces.

No one seems to know what
secret ingredients go into the
make up of an Air Force re-
cruiter’s wife, but admittedly
everyone’s glad they are there.
It often is the Air Force Re-
cruiting Service wife who makes
the difference between a ful-
filling tour or just a job. Her
stamina, tenderness and patience
gives the Air Force recruiter-

WIVES OF AIR
in their husbands’ success or failure while assigned to
Air Force Recruiting Service. Understanding, sympathy,

role

i

FORE RECRUITERS play a major role
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Recruiter
Customer
Awareness
Program

_

Air Forcerecruiters,
oftentimes the lone mili-
tary representatives in civ-
ilian communities through-
out the United States, are
appearing at Air Force in-
stallations frequently under
operation RECAP—the Re-
cruiter/Customer Aware-
ness Program.

Designed as a measure to im-
prove recruiting effectiveness
and credibility, RECAP is a
program implemented by the
Recruiting Service commander.

“QOn numerous trips I’'ve made
to the field during the past
year,” explained the Air Force'’s
top recruiter, “I have talked to
hundreds of airmen about how
they perceive the recruiting pro-
cess — and how they look at
their recruiter.

“While most are complimen-
tary,” he continued, “some still
feel that the recruiter is the
bad guy — a person who will
resort to any means to make a
mark on the wall. For those
people, whether they be first-
termers or Air Force middle
managers with years of military
experience, we have developed
an eyeball - to - eyeball briefing
program to tell it like it is —
RECAP.”

RECAP finds recruiter-sales-

men across the country meeting
with middle managers and ex-
plaining the “whys and where-
fores” of Air Force recruiting
efforts, and steps taken in the
recruiting process to improve
quality recruiting. The program
also allows for candid discus-
sions about recruiting duty.
Middle managers also hear the
Recruiting Service story at man-
agement courses, leadership
schools, noncommissioned officer
academies, and other internal
military gatherings.

In a complementary effort,
recruiters meet with first-
term airmen at military units.
These meetings are geared to-
ward, but not limited to, Com-
manders Call programs, special
“rap” sessions, flightline en-
counters, and anywhere first-
termers congregate.

“Through these visits,” ex-
plained the commander, “we are
showing our Air Force new-
comers that recruiter-interest
does not stop once the enlistee
is shipped to basic training. By
meeting and talking with them
at their first duty assignment,
we are able to get some first-
hand information on recruiting
problems, and areas we should
improve in the recruiting pro-
cess.”

Air Force recruiters use this
informational feedback to im-
prove the excellence of their
recruiting. This allows them to
better “tell it like it is,” to
improve the credibility of their
presentations to other Air Force
prospects, and to provide more
meaningful, current information
to applicants. It also presents
the Recruiting Service big pic-
ture to Air Force commanders
and supervisors at all levels.

“Let’s face it,” continued the
commander, “our recruiters have
long since been physically separ-
ated from the beginnings of an
Air Force career, and many of
them are not fully aware of
what our newcomers face once
they have completed the initial
training portion of their enlist-
ment. RECAP puts us back
at the grassroots level and bet-
ter enables the recruiting force
to speak with more authority
when talking to prospective ap-
plicants.

“Our meetings with supervi-
sors and commanders through-
out the Air Force,” he continu-
ed, “provides them a better
understanding of our recruiting
process, the quality checks we
make before enlisting an air-
man, the problems we encounter,
and some of the recruiting res-

trictions we operate under \

After all, it’s imperative that
the Air Force continues to oper-
ate under a ‘one-team’ con-
cept — from recruiting, through
training, to initial job assign-
ment, and finally to the profes-
sional Air Force member. Inter-
change with Air Force supervi-
sors gives us a better feel for
field command problems and
needs.

“My immediate concern, and
basically the reason behind RE-
CAP,” he explained, “lies with
the Air Force first-termer who
feels that his recruiter was less
than honest with him. Person-
to-person contact between him
or her and the local recruiter
returns enormous dividends. The
airman knows that we are in-
terested in him, and in improv-
ing the process by which he or
she was enlisted, and the re-
cruiter becomes aware of the
airman’s perception of his re-
cruiter.

“If the newcomer isn’t satis-
fied, whatever the reason, it is
in our interest to find out why,
and correct it if at all possible.
That’s just good management,”
he concluded.

It’s also RECAP — Air Force
Recruiting Service’s Recruiter/

Customer Awareness Prograry

them goodnight and insuring empathy, kindness, ingenuity, and thriftiness, although

however,

many of them fail to realize,

is that often a re- mornings.

Leased housing defined

Move doesn't h

A well planned, permanent change of
station move to a recruiting assignment
doesn’t have to be traumatic, particularly
when trying to solve the problem of find-
ing a place to live.

Although some recruiters may be as-
signed to offices within a reasonable distance of
an Air Force or other military installation where
base housing can be secured, most will be assigned
many miles from anything resembling a base.
Basically these people are on their own. Right ?
Wrong! They are no more on their own than
people assigned to a base.

Government leased housing programs provide
housing support for some recruiters similar to
the way on-base housing supports personnel
assigned there. There is one significant difference.
If you like to live on base, you apply and wait
your turn. Leased housing is provided only when
a NEED for assignment has been established.
And leased quarters are provided only to some
grades; senior and chief master sergeants plus
captains and higher are not eligible.

How is eligibility for leased housing deter-
mined ?

Three basic items of information must be
known and compared.

First, Congress has set maximum and average
cost limits for leased family housing. Not more
than $325 per month can be spent for any single
lease; all the leases must average less than $245
per month. Incidentally, these cost figures include
the monthly rental PLUS all utilities and services
except telephone.

Second, the Department of Defense figures
that an airman should be able to pay a certain
amount each month out of his own pocket for
housing. This amount is different for each pay
grade and is called the Maximum Allowable
Housing Cost (MAHC). Each MAHC is set by
comparing regular military pay (base pay plus
allowances for quarters and subsistence — BAQ
and BAS) with the gross income received by
civilians. An airman drawing total pay and
allowances of $12,000 per year should be able
to pay the same amount for housing as most of
the civilians having gross incomes of $12,000.
The old “rule of thumb” is still valid. The maxi-
mum amount this man would be expected to pay
would be $250 per month — 25 per cent of his
gross income.

The third essential item of information is the
cost of adequate housing in the area where the
recruiter is assigned.

Eligibility for leased housing is now a matter
of simple comparison. For example, the MAHC
for a master sergeant is $293 per month — 25
percent or less of the typical master sergeant’s

they brush before school in the

salesman the support he often
needs.

total pay and allowances. If the cost of adequate
housing in the local area is less than $293, he
is not eligible for a government lease. Should
adequate quarters cost more than $293, he would
be eligible providing, of course the cost does not
exceed $325 — the maximum authorized by law.
What does the term “adequate quarters” mean?

There are too many specific, technical factors
to list them all here. From a practical standpoint,
“gdequate quarters” means housing within a one-
hour commuting time from the duty location
comparable to the on-base quarters for which
the airman would be eligible. There is one specific
difference worth noting here. Grade is not a
determining factor for bedroom size in the
leasing program. Only size and composition of
the family are considered.

How does a recruiter go about finding gquarters?

Before an airman accepts a recruiting assign-
ment, he should check on housing costs in the
local area and be familiar with the basic “rules”
on the government leasing program. Information
on leasing is included in the “Fact Sheet for
Recruiter Applicants” provided by Air Training
Command (ATC) Personnel.

When orders are received, new recruiters con-
tact the detachment housing officer who is usually
the support officer. Current information on the
availability and cost of adequate, permanent quair-
ters, as well as advice on temporary housing until
permanent housing is obtained, is available.
Other recruiting personnel in the area will also
watch for quarters to meet newcomer needs.

When reporting for duty, check again with
the detachment housing officer as he may have
already located several possible sets of quarters.
If none have been found, he will brief new
arrivals on the ground rules for house/apartment
hunting and assist in the search.

Remember, if the decision is to buy or if
housing rents for less than qualified MAHC,
personnel are on their own. If housing rents for
more than MAHC, and your grade qualifies for
leased housing, the housing officer will assist in
completing an ATC Form 1344, Request for
Leased Quarters. When approved by the group
headquarters, the appropriate U.S. Army, Corps
of Engineers District is given a lease directive.
They contact the owner and negotiate the lease.
When the lease is finalized (30-60 days) and
recruiters move into the unit, BAQ is stopped.
Can the quarters be occupied before the lease
becomes effective?

Yes. However, the owner will probably want
a private lease signed for this interim period.
Recruiters are on their own in this area, but a
few words of advice are offered for protection.
If a security deposit is required, be sure the
lease requires the owner return the deposit when

not prerequisites, are desired in
wives. (Courtesy Photo)

/

ave to be traumatic

the government lease becomes effective. Also,
because the new tenants are responsible for pay-
ing the rent until the government lease becomes
effective, the private leases should allow for can-
cellation within a reasonable length of time
(say 80 days) if for some reason the Corps
of Engineers cannot negotiate a government lease.
What about bachelors or unaccompanied person-
nel?

The basic procedures also apply to bachelors
and unaccompanied personnel, however, bachelor
quarters are limited to one bedroom. The maxi-
mum cost is $225 per month; the average is $210.
Furnished units are provided and unfurnished
units can be authorized at Group level. Leased
Quarters Eligibility Cost (LQEQ) is used instead
of the married MAHC. Again, the detachment
housing officer is the contact point.

The keys to avoiding the housing hunt trauma
are planning ahead and staying in contact with
the detachment housing officer.

Maximum Allowable Housing Cost

0-1 $243
B-1 $293
E-6 $252
E-5 $213
E-4 (over 2 yrs. service) $197
Leased Housing Bedroom Eligibility
Number of
No. of Dependents (Excluding Wife) Bedrooms
None 1
One
Two, except as follows oo 2
_one 10 years Or OVer .. oo 3
—one 6 years or over and other
opposite sex < LB
Three, except as follows. -3
—two 10 years Or OVer ... - 4

__one 10 years or over, and other two op-
posite sex, with one 6 years or over... 4
Four, except as follows..... oo 3
—one 10 years or over
—one 6 years or over, and all of the
other three opposite sex of the one... 4
—two 6 years or over of opposite sex,
and other two same S€X oo 4
—two 10 years or over, and other two op-
posite sex, with one 6 years or over.__5

—_three 10 years O OVer .. o 5
Five, except as Eollowrs e mill SRR
— two or more 10 years or over.... 5

__one 10 years or over, with one 6 years
or over, and of the opposite sex of

the other Fhreer s ol udeiei ., L HeES
Leased Quarters Eligibiilty Cost
0-1 $175 E-5 $135
E-7 $180 E-4 $120
E-6 $155 E-3 $110
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Computers help recruiters to get job done

A new computer process
to help match qualified ap-
plicants with available Air
Force jobs should be in
operation in 1976.

The new system is a
management improvement
which capitalizes on data
automation to enhance the job
of the recruiter-salesman and
provide more meaningful and
credible information to each ser-
ious Air Force applicant.

The innovative approach will
involve computer-matching and
assigning applicants via remote
terminal devices to specific job
specialties and vocational apti-
tude areas in which they are
most qualified to perform.

Designed and developed as a
cooperative effort between Air
Force Recruiting Service and
the Military Personnel Center,
the new system has been tabbed
the Advanced Personnel Data
System - Procurement Manage-
ment Information System
(APDS-PROMIS).

Similar in use to an airline
ticket reservation system, the

modernized recruiting program
will involve a computer terminal
link established at each of the
Armed Forces Examining and
Entrance Stations (AFEES)
throughout the United States,
tied to the Advanced Personnel
Data System computer site at
Randolph Air Force Base, Tex.

APDS-PROMIS will enable
skilled Air Force job counselors
at the AFEES to input indivi-
dual applicant selection factors
such as age, education, physical
condition, aptitude and skill pre-
ferences into a computer “job
bank,” and within seconds pro-
vide the applicant with a list
of available Air Force jobs
which best match Air Force re-
quirements with individual qua-
lifications and preferences.

One-stop processing at each
AFEES was implemented
throughout Recruiting Service
in October of 1975 as an interim
phase-in to the new system with
the AFEES counselors calling
the Accession Control Center to
book jobs.

Qualified applicants processed

§, =

UTILIZING ADVERTISING MATERIALS furnished by
Recruiting Service’s Directorate of Advertising and local
ingenuity, this California-based recruiter decorates a
downtown window to depict travel opportunities avail-
able in the Air Force. Advertising materials supplied each
recruiting office compliment the MATTRESS of benefits
(Mone_v-Advancement-Travel-Training-Recreation-Educa-
tion-Security-Satisfaction) and allow recruiters to change

recruiting themes regularly.

through the computer center
will fall roughly into five cate-
gories, officials pointed out.
These include applicants who
accept jobs but do not desire
enlistment in the Air Force’s
delayed enlistment program
(DEP) awaiting active duty;
persons who accept a job and
do enter the DEP; those who
desire placement into an in-
system waiting list (QUEUE)
for a particular job not imme-
diately available; individuals
who qualify for, but do not ac-
cept a specific job; and finally,
those who are not currently eli-
gible for any available or pro-
jected job.

“There are numerous advan-
tages to the new APDS-PROM-
IS program,’ emphasized the
project officer for PROMIS.

“Tor example,” he pointed
out, “an applicant who accepts
a job will have it immediately
reserved for him in the system,
and a computer-generated job
description called an ‘opportun-
ity card’ will be printed for him
whether he enlists into the DEP
or the Regular Air Force. It will
describe the ‘type” of work he’ll
be doing, list his reservation
number, date of enlistment and
tell him in what grade he’ll be-
gin his service tour. If applic-
able, it will also provide him
with the name of the technical
training school he’ll be attend-
ing and the class duration time.

“The Air Force newcomer,”
he continued, “can take this
card along to study and to in-
form the family about the type
of work he’s been selected for.
This, in itself, is a major im-
provement over the present
system.”

A separate file will be estab-
lished to serve as an in-system
waiting list for applicants who
desire and meet qualifications
for a job which is not currently
available. As new job openings
are made available, applicants
on the waiting list (known as
the QUEUE) may be considered
first for them.

In all cases, officials stressed,
the most important ingredient in
the process will be the recruiter.
This is particularly so in the
case of the undecided applicant.
It will be the recruiter’s respon-
sibility to closely follow-up

APDS-PROMIS processing with
individual attention, and to make
the job easier, an applicant qua-
lification card will be provided.
This will list the individual’s
qualifications and the Air Force
job(s) which hold the greatest
opportunities for him at the
specific time of his application.

There will continue to be a
few applicants, who although
they meet the minimum enlist-
ment requirements, will still not
have jobs available to them.
Since this may be a temporary
situation, it will again be im-
portant for the recruiter to
maintain follow-up contact with
the applicant and the processing
team in case job openings occur.

Commenting on the impact
APDS-PROMIS will have on
the total recruiting effort,
officials said that “in spite of
the obvious emphasis being
placed on the new system, the
production recruiter is, and will
remain, the key element in qua-
lity recruiting. An applicant’s
faith in the Air Force is often

based on his or her faith in
the recruiter.”

Actually, about the only dif-
ference in recruiter roles with
the APDS-PROMIS system in
operation, they continued, will
be the emphasis placed on tell-
ing the overall Air Force story,
while the AFEES counselors
will deal with specific jobs
through their interaction with
the computer system.

Air Force recruiters will re-
main responsibility for initially
contacting, interviewing and
quality screening applicants, and
working with the AFEES pro-
cessing teams in the event an
applicant is undecided on the
Air Force. They will also be
called upon to maintain appli-
cant interest and to deal with
the myriad of pre-enlistment
applicant questions and prob-
lems.

Vital to the success of this
ambitious project, officials
noted, will be the professional-
ism and knowledge of the people
who will make it work,

HE’S SHARP, KNOWLEDGEABLE, and honest as he
te}ls the Air Force story “like-it-is” to prospective ap-
plicants. He’s an Air Force recruiter and to many people
he comes in contact with during the average day, he
is “Mr. Air Force.”
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Gateway to AF-some 75,000 enter annually

Annually, some 75,000
young men and women en-
ter the Air Force and begin
their military careers at
Lackland Air Force Base,
Tex.

More than 50 per cent of the
new enlistees arrive at the
“Gateway to the Air Force”
already programmed to receive
training for a specific job spe-

TELLING THE AIR FORCE STORY becomes an easier

cialty. For the remainder —
those who elected to enter in one
of four career areas (mechanics,
administration, general or elec-
tronics) their classification pro-
cessing is just beginning.

At the recruiting office, coun-
seling is done by Air Force
recruiters so their enlistees will
be able to explain their enlist-
ment options to parents and
friends, and also make them

task as recruiter-salesmen throughout the Nation work
more and more closely with radio and television stations.
Supplementing professionally produced radio and tele-
vision spot announcements provided by the Directorate
of Advertising, many recruiters have their own daily or

weekly radio programs.

Common terms defined

more confident during initial
processing at Lackland and sub-
sequently more satisfied with
their job assignment.

Upon arrival at basic, airmen
who require special testing are
tested and the results are made
available when they are coun-
seled on available jobs. They
also receive a sound-on-slide
briefing explaining assignment
and classification procedures.
They are advised that they can-
not change to another aptitude
area, request jobs which are not
in their enlistment career area
or change from a four to six-
year term of enlistment.

They are given a listing of all
jobs available in their week
group in their career area and
are instructed to line out all jobs
for which they cannot qualify
due to test scores, education lev-
el, special tests, etc.

The airmen then know which
jobs are available to them and
are provided printed job des-
criptions to acquaint them with
the specific duties and responsi-
bilities of these jobs.

They then consider their pre-
ferences and those desiring to
take a bypass test for an Air
Force specialty are advised of
the administrative procedures to
follow and are informed that
their assignment is determined
by Air Force requirements. If
they pass the test but are not
selected for a direct duty assign-
ment, the by-pass test results
will be entered in their records
for possible future use.

The second career guidance
session is a personal interview

Al NPS, ASVAB, GIEP,

As with most new assign-
ments, newcomers are faced
with learning a different
type of “military jargon,”
and Recruiting Service is no
exception.

To assist prospective recrui-
ters better understand the
“lingo,” following is a list of
common terms, abbreviations
and their meanings:

AIDA : The sales formula used
by the Air Force Recruiting
School which refers to Attention
(giving the prospective appli-
cant attention), Interest (tak-
ing a genuine interest in the
applicant), Desire (listen to the
applicant and determine what
his or her desires are), and
Action (take the action neces-
sary to fulfill those desires by
finding the right Air Force job
for the individual).

MATTRESS: Used by the
Recruiting School to list the
benefits most often desired by
prospective applicants and used
by recruiters to help sell their

The typical Air Force produc-
tion recruiter is a 32-year-old
technical sergeant with some 13
years active duty. He is a high
school graduate and a family
man with two children. He has
superior job knowledge, is skill-
ed in sales and counselling tech-
niques and enjoys working with
people. He provides the Air
Force with high quality people
to help it grow in effectiveness
— a vital job. It might be one
for you. Contact your consoli-
dated base personnel office for
details.

product — the Air Force.
(Money, Advancement, Travel,
Training, Recreation, Education,
Security and Satisfaction)

NPS (Non Prior Service):
Men and women enlistees with-
out six months prior military
service.

PS (Prior Service): Former
members of the armed forces
who served a continuous period
of active duty exceeding six
months or more.

AFEES: Armed Forces Exam-
ining and Entrance Station.
Facility conducting physical
examinations, mental tests, ad-
ministrative processing, enlist-
ing and shipping of applicants
for the armed forces.

Applicant: Persons who apply
for enlistment and are tenta-
tively qualified.

ASVAB: Armed Forces Voca-
tional Aptitude Battery. A series
of tests administered to appli-
cants to measure their aptitude
in four Air Force career areas
— mechanics, administration,
general knowledge and electro-
nies.

AT (Aptitude Index): Directly
related to the above mentioned
four areas (MAGE).

GTEP (Guaranteed Training
Enlistment Program): An en-
listment program whereby ap-
plicants are guaranteed train-
ing for a specific Air Force
specialty prior to enlisting.

Malpractice (recruiting): Any
action which directly or indirect-
ly misadvises or misinforms an
applicant about any aspect of
the Air Force.

A&P (Advertising and Publi-
city): Used by Group/Detach-
ment Advertising and Publicity
personnel and production recrui-

ters to assist in production.

COI (Center of Influence):
Community leaders who assist
Air Force recruiters in telling
the Air Force story to prospec-
tive applicants.

DEP (Delayed Enlistment
Program): A program whereby
applicants can enlist in the Air
Force for up to six months
prior to entering Active Duty
status. While in the DEP, en-
listees accrue time-in-service for
pay purposes only.

with a counselor. At this time
the enlistees make their job pre-
ference known. The counselor in-
sures they are aware of all as-
pects of each of the jobs and
makes a record of their special
qualification or training in these
job areas. All information is re-
corded and placed into a compu-
ter. Each enlistee’s qualifications
are compared by computer with
all other enlistees who have in-
dicated a preference for that
job. Those with the highest
overall qualifications are given
assignment to the job within the
existing training requirements.

Enlistees who do not get
their first preference are then
considered for their second
preference in competition
with other enlistees desiring
that job. This procedure is then
repeated for those who do not
get their second job preference.
The fact that a person has a
higher career area score than
the minimum does not guaran-
tee his selection over the person
who has a minimum score.

It all boils down to the enlis-
tee entering the Air Force under
an aptitude area of enlistment
that does not have a guaranteed
training specialty and the words
mechanical or administrative
comprise a large meaning. Just
because an individual comes in
under the mechanical field does
not mean he will be a mechanic,
nor does an individual under the
administrative field necessarily
become a clerk or typist.

Recruiters must advise appli-
cants that they are permitted to

. etc. explained °

APDS / PROMIS (Advanced
Data System/Pro-
curement Management Informa-
tion System): A computerized
job information bank whereby

Personnel

cross-matched
with available Air Force jobs
based on education, experience,

applicants are

desires and other pertinent data.
Computers installed at AFEES
will be tied to the main job
bank at the Air Force Military
Personnel Center.

qelephone link ties
field to commander

Air Force Recruiting Service members have a direct
telephone line to the Commander.

The system, called Commander’s DIAL (Direct Information
Action Line), is located in the Recruiting Service commander’s
office, and is designed to improve communications between the

recruiter and the commander and his staff,

to help identify

problems and better ways of doing things.

“It’s a free-wheeling, wide open way for recruiters to reach
the top — fast,” explained system creator and Recruiting Service
commander, Brigadier General Andrew P. Iosue.

Persons using the communications link are not required to
identify themselves unless they would like a personal reply from
the commander. Unidentified callers will receive query feedback
through .THE _AIR FORCE .RECRUITER _newspaper’s . DIAL

column.

Recruiting personnel can call in with new ideas, suggestions,
questions, constructive criticism or just complaints pointed out the
commander. All replies and questions will be reviewed by the

commander.

To use the system, dial Autovan 487-3425 (D-I-A-L) or
Federal Telephone System/commercial (512) 652-3425.

state job preferences from a list
of available jobs in their apti-
tude index of enlistment, for
which they are fully qualified,
but that the individuals will be
assigned based on their qualifi-
cations and the needs of the Air
Force. Desires of the individual
are considered but do not over-
ride the needs of the Air Force.

Selection is competitive and
the individual is competing with
other enlistees who may prefer
the same job. Since job assign-
ments are competitive, it is pos-
sible that some individuals will
not be assigned within their ap-
titude range.

For instance, an enlistee with
scores of 80 and above could
be assigned to a job with a mini-
mum requirement of 60.

The Classification Squadron
is available to help whenever
an individual needs help. And if
the recruiters will provide their
enlistees with concise counsel-
ing on the aspects of an apti-
tude area enlistment, questions
can be answered before the en-
listee arrives at Lackland AFB.

The first class of Air Force
recruiter-salesmen trainees re-
ceived instruction at Lackland
Air Force Base, Texas, in 1954.
Twenty-two years later, some

1,800 recruiters were operating

out of more than 1,000 recruiting
offices throughout the United
States, Puerto Rico and Europe.
If you are interested in a chal-
lenging job with Recruiting
Service, see your CBPO today.

ACC (Accession Control Cen-
ter): The single point contact _
for recruiters desiring to pro-‘/
cure an assignment for an ap-
plicant. Due to be replaced with
the full implementation of
APDS/PROMIS.

AFVTG (Armed Forces Vo-
cational Testing Group): A joint
armed forces organization res-
ponsible for adminstering the
ASVAB in support of the DOD
High School Testing Program.

SPIRIT (Selection, Placement,
Instruction, Resolution, Integra-
tion, Tracking): Places empha-
sis on seeking out young men
and women with a desire to
serve their country, and a will-
ingness to accept the Air Force
way of life. Used by recruiters
in counseling prospective appli-
cants.

DIAL (Direct Information
Action Line): A direct tele-
communications link to the of-
fice of the Recruiting Service
commander, available to all
Recruiting Service personnel.
Autovon 487-3425 / commercial
(512) 652-3425.

ODS (Operations Distribution
System) : Direct dispatch of im-
portant operational guidance
from Headquarters Recruiting
Service to each recruiter.

In 1956 the first direct ap-
pointment of Air Force women

. officers was recruited by the

3500th Recruiting Wing, fore-
runner of today’s Air Force
Recruiting Service. Recruiting
Service may be interested in
you, if you’re a top-notch NCO
and you enjoy meeting people.
See your CBPO for further in-
formation.

\.«'l

January 1976

THE AIR FORCE.RECRUITER

/

by Master Sergeant Hartwell E. Edwards

the air with a swish.

“STEEERRIK E!” shouted the umpire.

“Candy” had come through again.

Hattabaugh, is an Air Force recruiter here.

day state finals where it placed second of 32 teams.
school at Perkin, Ind.

Air Force cereers.
“I relate because I'm on the same wavelength,” she says.
I don’t like about the job.”

unlimited, and considers herself fortunate to be a part of it.

I think its great . .
in her presentations to prospective Air Force applicants.

most certain to be a plus for recruiting efforts in Det. 514.

COLUMBUS, Ohio—A slender, 5-foot-2 woman step-
ped to the mound. Seconds later, 38 feet away, a bat sliced

Star pitcher for the Columbus Diamonds, Sergeant Candace

The 95-pound, member of Air Force Recruiting Detachment
514, pitched her team to a first place district championship this
year over its 16 competitors. She also led her team to the three-

Now in her second year with the Diamonds, a local woman’s
softball team, Sgt. Hattabaugh got her pitching start in grade

I.n the recruiting office, the sergeant is equally successful.
She is able to relate well with the young people she counsels about

Comparing her recruiting job to her softball pitching, Sgt.
Hattabaugh said, “I like the challenge they offer. There’s nothing
She thinks the opportunities for women in the Air Force are

“The Air Force is the best thing that ever happened to me.
., she said. And her attitude is reflected

A pitcher like Sgt. Hattabaugh on the Air Force team is al-

(Air Force Photo by Master Sergeant Hartwell E. Edwards)

It's usually a strike

“STRIKE!” IS USUALLY the umpire’s call when Sergeant Candace Hatta-
baugh pitches for the Columbus Diamonds, a local women’s softball team.
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‘Spirit of ‘76

Volunteers'

by Captain Ted Guest

ATLANTA, Ga.—The nation’s
200th birthday will take on a
special meaning for many in the
area of Rome, Ga.

Air Force Recruiting Detach-
ment 304 recruiters there are
sponsoring an enlistment group
called the “North Georgia Spirit
of 76 Volunteers.” The group
will be enlisted in a special bi-
centennial ceremony on July 4,
1976, according to Lieutenant
Colonel P. F. Rossacci, detach-
ment commander.

The idea for this group ori-
ginated with the two recruiters

Force during the bicentennial
year more meaningful to our
applicants,” explained TSgt.
Barton. “If you’re going to en-
list during 1976, why not do so
on America’s 200th Dbirthday?
Our supervisors agreed and our
own local bicentennial project
was initiated,” continued MSgt.
Edwards.

‘“Exact details of the ceremony
are still being developed,” MSgt.
Edwards admits, “but we’ve al-
ready coordinated our plans with
the Rome-Floyd County Bicen-
tennial Commission and the
Cartersville Bicentennial Com-

MSgt. Pat Langston, recruiting
supervisor for the region. MSgt.
Edwards and TSgt. Barton have
also been making talks to seni-
ors at local high schools. An
intensified direct mailout will
furth'er insure information about
the program reaches the eligible
age group.

“In a few weeks we’ll have a
pretty good idea on the size of
the ’76 Volunteers,” stated Seni-
or Master Sergeant Patrick O.
Williams, Det. 304 operations
supervisor. “Presently, we’re in-
volved in the initial steps of
mentally, physically and morally

¢ : mittee.” The Rome recruiters S5 -
® in the Rome recruiting office, lope feleRm e o of screening interested applicants.”
o en I s Master Sergeant Bobby Edwards ]l bicentennial committees in Arrangements are being made
%ndt’l‘echmcal Sergeant Bernard their five county area. for the “North Georgia Spirit of
af on. ) To date there has been good ’76 Volunteers” to fly en masse
a The Air Force has been spe- response from the area resi- as a special group to San An-
cial for me fqr the pas.t 17 years. dents. “We hosted a dinner on tonio. There they will train to-
We were trying to think of how Dee. 15 to explain the program gether for six weeks at Lack-
to make an enlistment in the Air to the community leaders, said land Air Force Base.
Several Air Force advertising projects, de- able at the Publications Distribution Center in GS i
‘ i ¢ 5 75-36 Thunderbird
51gnefi' to support the nonprior service (NPS) February. NPS 73-1 14:1 nteanI‘d Fa(:«t AFolder
recruiting program, including SPIRIT of 76, are NPS 75-2 is an eight-panel fact folder which Cﬁc- e ChptamEC sty
scheduled to become available to recruiters soon. will cover technical training, education oppor- ‘s
- . sy = (13
Sales aids directly supporting SPIRIT, are a tunities and advancement in the Air Force as A F'?’lder, e e
fact folder, GS 76-43; leaflet, GS 76-44; and well as career benefits. This project is scheduled Catect)
— poster, GS 76-45. Other literature for the NPS to be available for ordering next month. NRS:%8:8= “Buct Folder Muiler, giifliars iNavw
J program includes What You Always Wanted To NPS 76-1, will explain the delayed enlistment -+ - Time Is Light”
. Know TAhont Thel At ForceRButRBiarte Koy program to the prospective applicant. It is de- NPS738-4 TFact Folder, “A Job You Like”
Who To Ask, GS 75-4; What Lies Ahead, NPS signed as an individual hand out and should be NPS173-5 Fact Folder, “Have You Got What
75-1; Step Into The Future, NPS 75-2; and the available in May. It Takes?”
Delayed Enlistment Program Fact Folder, NPS Most of the literature will contain “The Air NPS 73-6  Brochure, “The Choice Is Yours”
76-1. : Force — a Great Way of Life,” theme. NPS 73-13 Brochure, “Air Force Style Basic
The three SPIRIT of ’76 projects should be In addition to these new advertising materials, Training”
in recruiters hands by the end of this month, NPS and GS projects still suitable for the re- P . « .
according to Air Force Recruiting Service, Direc- cruiter to use include: Wkt g?li’i’FOIder’ e b
torate of Advertising officials. They are designed LITERATURE NPS 73
; -24 Fact Folder, “M -
to help recruiters seek young men and women GS 73-38 Fact Folder, “Another First For the tions E;rly”’ e
with a desire to serve their country, and a will- Air Force” NPS
| : . : 74-1 Fact Folder, “C i
ingness to accept the Air Force way of life. GS 73-40 Card — “Congratulations On Your With (;)urs”’ i
GS 75-4, a prestige brochure, will list the Graduation” NPS
GS ; _ 2 74-2  Fact Folder, ¢
major jobs available to enlistees, contain several GS 73-72 Brochure, “The AF Vocational Cﬁzice”o B v
pages of Air Force benefits, and have many Assistance Program” NPS 7 i
" ! ) 4-3 Fact Folder M g
photogmphs to enhance the recruiter’'s sales GS 74-16 Fact Folder, “An Education” In The Joe; M:xl'%:ert,” PR
preseptatlon. It is scheduled to be available for GS 74-48 Brochure, “CCAF” NPS 74-6  Brochure, “Air Force Style Basi
ordering at the Publications Distribution Center GS 75-3 Educational Opportunities Folder Training”’ Y e
next month. GS75-6 A, B, C Note book inserts NPS 7 i
. . ) , B, 4-8 Card, “C
NPS 75-1, also a prestige brochure, will out- GS 75-7 Bookcovers Grad,ua.tigillgratulatmns g
line basic military training, technical training GS 75-12 Community College of the Air Force NPS
. ST : 74-17 Fact «
\and on the job training. It should also be avail- Fact Folder I:cLifF;OIder,” Y i Goals/
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Safety training

MASTER SERGEANT James Battle, Recruiting Detach-
ment 104, receives last minute instructions from police
Sergeant Robert Shoemaker, Emergency Vehicle Opera-
tor’'s Course, supervisor, prior to running the course.
Local recruiters from the New York City detach-
ment are receiving training in order to emhance their
driving skills and give them practical experience to draw
on in case they ever have to take evasive action to avoid
an accident. (Air Force Photo by Staff Sergeant Al

Levine)

AF gives limited

base of

choice

Continued from Page 1

Air Force specialties included in the guaranteed base of choice i ot

option are:
27130 32530 42430
29130 32531 43131
30434 32830 43230
30534 32831 44330
31630 32833 46130
31632 32834 46230
32130 42132 46330
32131 42133 47231
32231 42231 47232
32430 42330 51130

53131 55235 67232
53133 56631 70230
54130 57130 73230
54230 60330 81130
54231 60531 81230
54330 62230 90230
54730 63130 90630
55130 64530 91530
55131 64730 92230
55230 67231 98130

Officials pointed out that not all specialties are available at

all bases.

Best buy for buck
key for managers

Sound financial manage-
ment and accurate report-
ing of expenditures will re-
sult in monetary stability
for Air Force Recruiting
Service in days ahead, bud-
get officials here recently

emphasized.

~ In identifying 22 varied mone-
tary areas as vital to the re-
cruiting mission, budget officials
for Air Training Command noted
that justification for future
monies and the accurate report-
ing of same rests with the in-
dividual.

“Recruiters and support per-
sonnel,” said Captain Edmund
K. Maloof, budget officer, “make
many temporary duty trips an-
nually, and use other financial
resources and someone must
budget these expenses. And this
involves justifying the real need
for the money.”

“As consumers of resources,”
he continued, “Air Force Re-

cruiting Service personnel have
a direct say in how much bang
for the buck’ they’ll continue
to get for the greenback.”

Areas identified as needing
close scrutiny by all personnel
include civilian pay, applicant
travel, administrative travel,
GSA vehicle rental, bus rental
(for tours), and transportation
for detachment/office reloca-
tions. Other areas that should
be closely monitored include
leased family/bachelor housing,
equipment rental, telephone-toll
communications, printing, appli-
cant meals and lodging, adver-
tising and others in direct sup-
port of recruiting.

“It is becoming more evident
that recruiting dollars will con-
tinue to shrink, both in numbers
and purchasing power,” Capt.
Maloof continued. “Individual
efforts toward sound financial
management will help to ensure
that the resources remain avail-
able for Air Force Recruiting
Service to continue its outstand-
ing past record.”

by SSgt. Al Levine

CARLE PLACE, N.Y. —
Master Sergeant Jim Battle
had a death-grip on the
steering wheel as he swung
his car into a 180-degree
turn and screeched to a slid-
ing halt.

He had just run the course—
the Emergency Vehicle Oper-
ators Course (EVOC), that is.

MSgt. Battle was one of 15
Air Force Recruiting Detach-
ment 104 members completing
the course as part of a detach-
ment-wide safety program. The
class is conducted by the Nassau
County Police Department of
New York.

According to Police Sergeant
Robert Shoemaker, EVOC super-
visor, “the purpose of the course
is to instill defensive driving
habits in students, make them
aware of public safety, give
them the ability to anticipate
pre-accident situations, have
them understand their vehicles

el

and their own limitations and
finally, bring out their driving
skills in collision-avoiding ma-
neuvers.”

Students start off with a two-
hour classroom indoctrination
session. “They come at you
straight,” says MSgt. Battle.
“None of the familiar ‘blood
and guts’ movies other safety
programs start off with.”

He adds that “you may be a
good driver to start with, but
the class builds on your skills,
making you an even better
driver.”

After the classroom training,
the students head for the driv-
ing range for six hours of
hands-on application. The course
extends over parts of a former
runway at a long-closed airfield.
It would even challenge the driv-
ing skills of Mario Andretti or
A. J. Foyt.

Maneuvers call for judgment,
coordination, steering control,

braking and car positioning, ac-
cording to Sgt. Shoemaker. “The
exercises represent emergency

He had just run the course

situations and develop collision
avoidance techniques.”

Except for the 50 - to 60 -
mph “double lane change,” all
maneuvers are designed to be
accomplished in the 30 - 40 -
mph' range, says the sergeant.
“But the maneuvers are set up
within the tightest dimensions
in order to stress both driver
and car under extreme condi-
tions.”

According to Captain Lannis
Larson, detachment safety offi-
cer, “We’re starting off by
sending key personnel through
the course, then sector supervi-
sors and recruiters from high
accident areas.” Eventually, all
personnel will have an oppor-
tunity to attend the training
as police scheduling permits,
says Capt. Larson.

MSgt. Battle sums up the
exeprience saying, “This course
makes you realize the skills re-
quired to handle a motor vehicle
and reminds you of the basic
techniques many of us take for
granted.”

EXECUTING A 180-DEGREE turn while moving at 30 miles per hour takes skill, "r\

knowledge and a lot of self confidence. Members of Air Force Recruiting Detachment
104 are taught accident avoidance techniques at the Emergency Vehicle Operator’s Course
conducted by the Nassau County Police Department. In many maneuvers car stress
is close to vehicle limitations (front left tire). The course takes its toll on the steel
belted recaps, since the average life is 400 miles for the front rubber and 700 miles
for the rear. (Air Force Photo by Staff Sergeant Al Levine)

MATHER AFB, Calif.—Want
a hobby that incorporates a
sense of culture, history, reli-
gion and tradition? “Try brass
rubbing,” suggests Technical
Sergeant Bob Contreraz, 3506th
Air Force Recruiting Group il-
lustrator.

TSgt. Contreraz first learned
about this unusual pastime while
stationed in England. Many
churches in England, Spain,
Germany and Belgium have
brass images of long-deceased
individuals embossed on chapel
floors and walls, said the ser-
geant.

Religious orders of the 10th
century began making brass re-
lief figures as an off-shoot of
the traditional stone base-relief
on tombs, according to TSgt.
Contreraz, who has done re-
search about his brass rubbings.
Individuals so memorialized in-
clude priests, monks, landlords,

" “Iry brass rubbing’
says group illustrator

knights and “estated” people of
the era.

“The symbolism is extremely
interesting,” noted the sergeant.
“For example, when a dog is at
the feet of the effigy, it means
the individual died in peace. A
lion, on the other hand, would
indicate ‘died in battle’.”

Other symbols are skeletons
in shrouds showing that survi-
vors felt the deceased had not
made peace with God at death,
and his monument means others
were praying for his soul.

Explaining the mechanics of
brass rubbing, TSgt. Contreraz
said, “The first thing required,
of course, is to get local clergy
approval.

“When the church approves,
the next step is to take con-
struction paper to the church,
find the figure you want to
‘ift’, put the paper over it, and

start rubbing. Normally, black
paper is used, and once the re-
lief is impressed, a gold or silver
crayon brings out the image,”
he said.

Many Air Force people over-
seas are interested in this ac-
tivity.

“I first found out about it
through the base newspaper at
Upper Heyford. People going
overseas who might want to
take up the hobby should be
sure to dress warmly and take
knee pads. Those churches are
cold, and each rubbing takes
up to two hours,” said TSgt.
Contreraz.

During his England tour, he
made 30 brass rubbings. He tra-
veled up to 40 miles to find
some of the older monuments.
The pastime is also profitable.
For one of the rubbings of a
knight, he has been offered $300.
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TSgt. Campbell

meets
under

firemen

RECAP

Technical Sergeant Ellis
R. Campbell, like Air Force
recruiters throughout th e
country, has begun putting
the machinery of Project
RECAP in motion.

RECAP is the Recruiter/Cus-
tomer Awareness Program, de-
signed to improve recruiting
effectiveness and credibility.

TSgt. Campbell, a member of
Air Force Recruiting Detach-
ment 309, recently met with
five members of the fire depart-
ment at Columbus Air Force
Base, Miss.

Reaction to the new program
was favorable, according to de-
tachment officials.

All five firemen said their
recruiters did a fine job. They
indicated however, that the re-
cruiters did not provide enough
information about basic train-
ing. Most had not seen the film
about basic.

One airman felt that recrui-

ters should do more screening
for quality enlistees.

In other RECAP activities
throughout the country during
the last couple of months, the
majority of first termers in-
dicated that they were satisfied
with the way their recruiters
prepared them for the transi-
tion to the Air Force environ-
ment,

In Duluth, Minn., Air Force
recruiters have launched a cam-
paign to reach all first term
airmen assigned to Duluth In-
ternational Airport.

Informal rap sessions are
planned to allow airman to dis-
cuss Recruiting Service and
their dealings with recruiters.

“We feel that if we find out
how the airman has reacted to
what his recruiter told him,
then we can get out and better
tell it like it is,” said TSgt.
Russ Thompson, a member of
Det. 412 assigned to Duluth.

A “Recruiting for Quality”
briefing is now being used by
recruiting representatives across
the nation to reach Air Force

field managers and supervisors.
It outlines the recruiting pro-
cess, checks and balances used
to insure high quality recruit-
ment, and generally tells the

“what,”’ “how,” and “why” of
Air Force recruiting.

Colonel James G. Sandman,
3506th Air Force Recruiting
Group commander, recently pre-
sented the briefing to a senior
noncommissioned officer dining-
in at Mather Air Force Base,
Calif.

At Blytheville AFB, Ark.,
Chief Master Sergeant John
Lindsey, gave the briefing to
45 senior NCOs.

“The audience was pleased
with the presentation and indi-
cated that this is a good way
to keep line supervisors up to
date on our recruiting activi-
ties,” said CMSgt. Lindsey,
operations superintendent at
Det. 405. The briefing was fol-
lowed by a 30-minute question

Calif.

Date
Jan.
3-4
5-6
7-8
10-11
1

14
15-16
17-18
21-22
24

25
27-28
29

31

Feb.
1-2
5-6
7-8
11-12
13-15
17-18
19-20
21-22
25-26
28-29

March

4y

11-12
13-14
16-17
18-19
20-21
24-25
27-28
31

April

Recruiters are encouraged to be on hand to
answer any questions visitors may have.

Following is the schedule for Operating Loca-
tion (OL) #1, Bolling Air Force Base, D.C.,
OL #2, Wright-Patterson AFB, Ohio, OL #3,
Tinker AFB, Okla. and OL #4, McClellan AFB,

Operation Location 1

Site

Pensacola, Fla.

Fort Walton Beach, Fla.
Bonifay, Fla.

Port St. Joe, Fla.
Panacea, Fla.
Chiefland, Fla.

New Port Richey, Fla.
Saint Petersburg, Fla.
Tampa, Fla.
Bradenton, Fla.
Venice, Fla.

Fort Myers, Fla.
Naples, Fla.

Miami

Miami

Coral Springs, Fla.
Lake Worth, Fla.
Cocoa, Fla.

Orlando, Fla.
Daytona Beach, Fla.
Saint Augustine, Fla.
Jacksonville, Fla.
Brunswick, Ga.
Douglas, Ga.

Baxley, Ga.

Ludowici, Ga.
Savannah, Ga.

Hilton Head Island, S.C.
Beaufort, S.C.
Charleston, S.C.
Georgetown, S.C.
Myrtle Beach, S.C.
Florence, S.C.
Fayetteville, N.C.
Southport, N.C.
Wilmington/New Hanover, N.C.

Wilmington/New Hanover, N.C.

Operating Location 2

Date
Jan.
7-8
9-11
13-15
16-18
20-21
22-23
24-25
27

28
29-30
31

March
il

3-4

5

6-7

9
10-11
12-14
16-18
20-21
23-25
26-27
30

31

P
Defense Department sets van schedule

The three month schedule for the four
Armed Forces Bicentennial Caravans tour
beginning Jan. 3, 1976 has been announced
by Department of Defense officials.

Representing the Air Force, Army, Navy and
Marine Corps, the four separate caravans each
contain specially designed vans presenting the
theme “Thee History of the Armed Forces and
their Contributions to the Nation.” The Air Force
van is a 36 seat mini-theater where spectators
view a 16-minute multi-image show depicting
the part the Air Force played in the development
of aviation. The caravans will be traveling around
the country throughout the Bicentennial year,

16-18
Site 20
22-24
Florence, Ala. 25
Huntsville, Ala. 21-28
Gadsden, Ala.
Birmingham, Ala. March
Tuscaloosa, Ala. 1-2
Selma, Ala. 4
Montgomery, Ala. 5-7
Tuskogee, Ala. 9
Troy, Ala. 10
Andalusia, Ala. 11
Mobile, Ala. 12-14
16-17
19
Mobile, Ala. 20-21
Baton Rouge, La. 24-25
New Orleans 27
New Iberia, La. 28-30

Lafayette, La.

Lake Charles, La.

Operating Location 3

Date
Jan.
7-8
9-10
11-12
14
15-17
18

20

2
22-23
24-25
26-27
29

31

De Ridder, La. Date

Alexandria, La.
Natchitoches, La. S

Monroe, La. -8
Ruston, La. 9-10
Bossier City, La. E-i%
Shreveport, La. 18-19
20-21
Shreveport, La. gg_gg
Texarkana, Tex./Ark. 27
Camden, Ark. 28
Warren, Ark. 31
Rison, Ark.

Pine Bluff, Ark. Feb.
Hot Springs, Ark. 1
Little Rock, Ark. 2
Fort Smith, Ark. 3
Fayetteville, Ark. 5-6

Springdale, Ark. 7-8

Newport, Ark. 9-10
West Memphis, Ark. 11
13-15
16-18
Site 2l
22-23

Stillwater, Okla. 24
Ponca City, Okla. Ll
Bartlesville, Okla. 28

Miami, Okla. -
Tulsa, Okla. March
Muskogee, Okla. 1
McAlester, Okla. 34
Ada, OKkla. 5-7
Ardmore, Okla. 9
Durant, Okla. 10-11
Sh'erman, Tex. 12
Sulphur Springs, Tex. 13-14
Marshall, Tex. 17-18
19-20
21

Longview, Tex. 22-23
Nacogdoches, Tex. 25

Beaumont, Tex. 26

Pasadena, Tex. 27

Houston 28

Galveston, Tex. 30

Operating Location 4

and answer session.

Lake Jackson, Tex.
Bay City, Tex.
Corpus Christi, Tex.
Robstown, Tex.
Brownsville, Tex.

Laredo, Tex.
Three Rivers, Tex.
San Antonio
New Braunfels, Tex.
Gonzales, Tex.
Schulenburg, Tex.
Austin, Tex.
Bryan, Tex.
Temple, Tex.
Killeen, Tex.
Waco, Tex.
Cleburne, Tex.
Fort Worth, Tex.

Site

Victorville, Calif.
Redlands, Calif.

Del Mar, Calif.

San Diego
Escondido, Calif.
Oceanside, Calif.
Coronado, Calif.
Chula Vista, Calif.
National City, Calif.
Imperial Beach, Calif.
El Centro, Calif.

Brawley, Calif.
Calipatria, Calif.
Holtville, Calif.
Yuma, Ariz.

Lake Havasu City, Ariz.
Kingman, Ariz.
Wickenburg, Ariz.
Phoenix, Ariz.
Tempe, Ariz.
Globe/Miami, Ariz.
Safford, Ariz.
Willcox, Ariz.
Douglas, Ariz.
Bisbee, Ariz.
Sierra Vista, Ariz.

Sierra Vista, Ariz.
Nogales, Ariz.
Tucson, Ariz.
Eloy, Ariz.

Casa Grande, Ariz.
Florence, Ariz.
Scottsdale, Ariz.
Sun City, Ariz.
Prescott, Ariz.
Sedona, Ariz.
Flagstaff, Ariz.
Winslow, Ariz.
Holbrook, Ariz.
Window Rock, Ariz.
Show Low, Ariz.
Panguitch, Utah




which they participated,
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ach, Linda England, after a parade in
t William K. Shealy.

The sergeant is

a member of Air Force Recruiting Detachment 303, assigned to the West Palm Beach
area. (Air Force Photo by Technical Sergeant Buddy C. Ward)

roup budget officers
attend five-day course

Budget officers from each Air
Force Recruiting Group (US-
AFRG) attended a five-day
Budget Officer Course conducted
here recently.

The course was designed to
orient the newly assigned bud-
get personnel with their respon-
sibilities as group budget offi-
cers and the role they will play

in accomplishing the Recruiting
Service mission.

«This course will help you to
act as a technical advisor to
your commander on fiscal mat-
ters, and help manage his funds
in such a way that he can meet
all of his goals,” stated Colonel
Donald D. Binford, vice com-
mander, Air Force Recruiting

Airmen need six months
time in service for E-2

A change in promotion eli-
gibility for, Air Force newcomers
has recently been announced.
The eligibility change reflects
a Department of Defense ruling
affecting all services.

«Ajrmen who enter active duty
on or after June 1, 1976, will
not be eligible for promotion
to airman (E-2), until they com-
plete six months time in serv-
ice,” explained Chief Master
Sergeant Thomas H. Foulds,

Production Control Division, Di-
rectorate of Recruiting Oper-
ations. Previously only four
months time in service was re-
quired for promotion eligibility.

Advanced enlisted grades for

special programs, such as Civil
Air Patrol or Reserve Officers
Training Corps experience, as
well as the promotion program
for six year enlistees, remain
unchanged officials said.

‘Complete recruiter

i ‘Rookie
ROBINS AFB, Ga—A man
who has been described by his
commander as “the complete re-
cruiter” is Air Force Recruiting

Service’s Rookie Recruiter of the
Year for fiscal year 1975.

He is Technical Sergeant Tom-
my R. McDonald, a member of
Air Force Recruiting Detach-
ment 303.

His selection came on the heels
of his being named Det. 303 and
3503rd .Air Force Recruiting
Group Recruiter of the Year and
Top Recruiter of the Year for
FY ’75.

In nominating the Cocoa, Fla.,
recruiter, Lieutenant Coloneé 1
Gerald E. Teeter, former Det.
303 commander, now group
deputy commander, referred Fo
him as a complete recruiter In
all aspects of recruiting.

This stems from the way he
fulfills his duties as office man-

of Year

ager, his outstanding high school
folders and his meticulous at:
tention to detail which result in
error free files, reports and ef-
fective production, according to
the colonel.

During the year, the sergeant
met or exceeded all of his as-
signed goals and recruited for
programs for which he had no
goal.

TSgt. McDonald enlisted 103
people into the nonprior service
program against a goal of 29
and placed 121 into the delayed
enlistment program against a
goal of 18.

The sergeant is also involved
in community activities. He is
a member of the appropriations
committee for the Crippled
Children’s Hospital, the Elks
Lodge and other community or-
ganizations in Cocoa Beach.

Qervice, to the course attendees
during his opening remarks.

Lieutenant Colonel Richard D.
Paul, Recruiting Service execu-
tive officer, presented a briefing
on the Recruiting organization
to provide the attendees a bet-
ter working knowledge of the
mission of Recruiting Service
and the budget officer on the
group staff. p

Attending the course were
Phyllis D. O’Sullivan, 3501st Us-
AFRG, Bettye J. Doss, 3503rd
USAFRG, Pauline M. Jarvis,
3504th USAFRG, Margaret F.
Dickson, 3505th USAFRG, and
Captain Guy V. Allen Jr., 3506th
USAFRG. Also attending was
Carolyn D. Del Toro, Headquar-
ters Air Force Recruiting Serv-
ice.

The course was conducted by
Capt. Joseph E. Robeau III, De-
partment of Comptroller Train-
ing, Sheppard Air Force Base,
Tex. Col. Joe D. Bishop, director
of budget, Air Training Com-
mand (ATC) and Capt. Edmund
K. Maloof, Recruiting and Head-
quarters Branch, ATC, also
participated.

BELTING OUT AN ARRAN
MecChord Air Force Base en i
The occasion kicke
bicentennial activities and help_ed S‘gaff
recruiter, increase rappo

in Renton, Wash.

cruiting Detachment 601

Response Card
system changed

The system for completing
Advertising Response Cards on
prospective Air Force applicants
has been revised.

Air Force recruiters are now
required to fill out the cards
on walk-in and call-in prospects
only during the month of May,
according to Air Force Recruit-
ing Service, Directorate of Ad-
vertising officials here. The re-
quirement for collecting data
during November, February and
August is being dropped.

«The Advertising Response
Card system has provided a

great deal of valuable data on
media effectiveness,” said Lie-
tenant Colonel John D. Williams,
chief of the Analysis and Evalu-
ation Division. “We now have a
data base large enough to allow
us to drop to a one-month-a-year
reporting requirement. However,
we do see a real need to retain
the capability to collect data on
this one-month-a-year basis,”
he explained.

“The revised system will en-
able us to continue to obtain
the information we need, while
helping ease the recruiter’s
workload,” he continued.

Leased housing gets
monetary increase

Government-leased hous-
ing, available in many areas
to Recruiting Service per-
sonnel, recently received a
Department of Defense
monetary increase, officials
here have announced.

The Maximum Allowable
Housing Costs (MAHC), used
to authorize government leasing
of community housing for Air
Force recruiters and support
personnel in selected areas of
the United States, have been
rounded off to the nearest dollar
effective with the increase. Pre-
viously, figures were rounded to
the nearest five-dollar incre-
ment.

MAHC funds are used when
local housing is deemed too ex-

pensive for individuals to rent
without encountering financial
hardship

According to local housing of-
ficials, MAHC is increased for
each military grade following
pay increases, because it is cal-

culated on the basis of average

housing costs paid by civilians
of comparable income. (For re-
lated, in-depth article, see Page
6, Special Supplement.

Recruiting Service personnel
using government-leased housing
do not receive their basic allow-
ance for quarters, the same as
when utilizing on-base facilities.
Leased quarters are provided
only to some grades; senior and
chief master sergeants and cap-
tains and above are not eligible.

Following are the old and new MAHC rates:

GRADE

First Lieutenant

Second Lieutenant

Master Sergeant

Technical Sergeant

Staff Sergeant

Sergeant (Over 4 yrs. ser.)

Leased Quarters Eligibilty Cost
(Bachelors)

First Lieutenant
Second Lieutenant
Master Sergeant
Technical Sergeant
Staff Sergeant
Sergeant

Force Photo by Staff Sergeant Vickie M. Graham)

GEMENT of “Midnight Cowbo;
tertains at a Bicentennial even
d off the community’s year-
Sergeant Homer Stamper, an
rt with resi

NEW MAHC OLD MAHC
$322 $310
243 230
293 280
252 240
213 205
197 175
$228
175
180
155
135
120

y” the jazz ensemble from

t at Lindberg High School
long schedule of
Air Force Re-
dents in his zone. (Air
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Twenty seven end
recruiter training

LACKLAND AFB, Tex.—Re-
cently graduated from two re-
cruiting courses here were 27
Air Force noncommissioned of-
ficers.

Selected as the honor gradu-
ates were Staff Sergeants Neal
J. Westwood, Air Force Recruit-
ing Detachment 608, Salt Lake
City, Utah, and Daniel Altenes,
Det. 609, Los Angeles.

Going to the 3501st Air Force
Recruiting Group (USAFRG)
are SSgts. Gregory Carroll, Det.
105, McGuire Air Force Base,
N.J., William W. Oakland, Det.
106, Milford, Conn., and Edward
G. Anderson, Det. 101 Pitts-
burgh.

Reporting to the 3503rd US-
AFRG are TSgt. Willie H.
Thompson and SSgt. Edward
C. Spangler, Det. 310, Rich-
mond, Va.; SSgts. Ronald L.
Harding, Det. 305, Bolling AFB,
D.C., and Dennis L. Winburn,
Det. 311, Nashville,

The 3504th USAFRG gained
nine new recruiters. They are
SSgt. Russell R. Fitzgerald,
04th Gp, Lackland AFB, Tex.;
MSgt. George E. Klaus, Det.
401, Kansas City, Mo.. TSgt.
Larry A. Buff and SSgt. Daniel
M. George, Det. 405, St. Louis;
SSgts. Dennis W. Fisher, Victor
Sabala Jr. and Walter L. Webb,
Det. 406, Houston; TSgt. Jerry

D. Parks and Sgt. Jimmy D.
Stevens joined Det, 409, Okla-
homa City.

Moving to the 3505th are
TSgt. Joseph L. Zimmer, Det.
501, Joliet, Ill.; SSgt. Lonnie
W. Weaver, also going to Det.
501; SSgt. Kenneth G. Metzger,
Det. 505, Milwaukee, and SSgts.
Charles G. Carroll, Curtis J.
Hill, and Michael G. Harrell,
Det. 506, Kalamazoo, Mich.

New recruiters assigned to
the 3506th USAFRG are TSgt.
James A. Anderson and SSgt.
Bernard I. Morrin, Det. 603,
Sacramento, Calif., and SSgt.
James L. Priest, Det. 609, Los
Angeleg,

Supervisory course
graduates 22 students

LACKLAND AFB, Tex. —
Recently graduated from the
three week special supervisory

&\/ course here were 21 Air Force

Recruiting Service sector super-
visors and one operations super-
visor who will soon become a
sector supervisor.

Officers

LACKLAND AFB, Tex. —
Eleven officers recently gradu-
ated from the three week Air

_am. Force recruiting officer course

here.

Graduates were First Lieu-
tenants Michael Puckett, nurse
recruitment officer, Air Force
Recruitin g Detachment 104,
Carle Place, N.Y.; David W.
Johnson, medical recruiting of-
ficer, Det. 405, St. Louis, and
Douglas R. Reber, support offi-
cer, Det. 401, Kansas City, Mo.

Other graduates were Cap-
tains John M. Callen, advertis-
ing and publicity officer and
Earl J. Welbes, medical recruit-

The three-week course, de-
signed to provide for the maxi-
mum exchange of information
and ideas, includes sales man-
agement and training.

Honor graduates for the class
were Senior Master Sergeant
David L. Bush, Air Force Re-

finish

o recruiting class

ing officer, Det. 609, Los An-
geles; Joseph L. Rupp, medical
recruiting officer, Det. 607,
Lowry Air Force Base, Colo.;
Harry F. Cook, support officer,
Det. 109, Bedford, Mass.; James
F. Wortman, support officer,
Det. 411, Des Moines, Iowa;
Lana A. Shpiar, nurse recruit-
ment officer, Det. 409, Oklaho-
ma City and Gayle A. White,
support officer, Det. 601, Belle-
vue, Wash.

Also completing the course
was 2nd Lt. Michael K. Wong,
Air Force Reserves, Travis
AFB, Calif,

Prior servicemens’
eligibility easy to get

Prior servicemens’ re-
entry eligibility can now be
ascertained within minutes,
with the creation of a new
system by the Manpower
Research Data Analysis
Center (MARDAC), Re-
cruiting Service officials
here have announced.

Located in Monterey, Calif,,
MARDAC maintains a file on all
eligible prior service personnel
for all branches of the Armed
Forces. The new system became
a necessity in mid-1974 when the
Department of Defense (DOD)
deleted the use of Reenlistment
Codes on reports of separation
from the Armed Forces, in line
with Privacy Act requirements.

According to Colonel Willis
G. Womack, director recruiting
operations, “This new system

has eliminated much previously
wasted time that was expended
on ineligible personnel, and en-
ables recruiters to concentrate
their efforts on eligible Air
Force applicants.”

An interim plan established
by DOD prior to the system’s
inception, allowed Air Force re-
cruiters to contact the Accession
Control Center here for needed
information. The delay came
when ACC officials had to go to
another source for the data. In
most cases responses were pro-
vided within 24 hours, however,
officials said, others required
days or weeks for final replies.

With the MARDAC, Air Force
recruiting group or detachment
operations officials call the
center direct for an instant
response.

cruiting Detachment 308, and
Master Sergeant Talmadge N.
Brown, Det. 309.

Additional graduates were
TSgt. Robert P. Keller, Jr., Det.

104; SMSgts. Walter J. Rouse,
Det. 304 and Raymond P. Burns,
Det. 401; MSgts. Carol E. Hass-
ler, Det. 403, Roger Q. Harmon,
Det. 406, Bobby R. Carter, Det.
409, Harvey A. Catron, Det. 506,
Paul W. Vest, Det. 607, and
John J. Blenn, Det. 103.

Also graduated were MSgts.
Bruce B. Lidback, Det. 106, Wil-
liam J. Wheeler, Det. 108, John
F. Welby, Jr.,, Det. 109, Roger
L. Morgan, Det. 305, and George
K. Martin, Det. 311; SMSgts.
William L. Phillips, Det. 504,
George J. Knipfel, Det. 505,
William H. Lewis, Det. 514,
John R. Willis, Det. 601, Thur-
man Ward, Jr., Det. 607 and
Headley S. Chambers, Det. 610.

‘Smokey’'—
still riding
fire wagon

BEDFORD, Mass. — After
battling more than 5,000 fires,
“Smokey” is still riding the fire
wagon.

Master Sergeant Bob ‘‘Smo-
key” Eldridge is a sector super-
visor with Air Force Recruiting
Detachment 109. He is also a
volunteer fireman.

During his Air Force career,
he has been a member of seven
volunteer fire departments, and
has been asisstant chief of three
of them.

MSgt. Eldridge received Out-
standing Citizenship Awards
from two communities he served
as a volunteer fireman.

Presently a member of the
North Reading Fire Department
the sergeant is a volunteer and
supplements the paid employees.

MSgt. Eldridge believes that
a person only gets out of a
community what he puts into it.
By being a member of the local
fire department the Sergeant
feels he is doing his part to
make his town a better place
to live,

Pa_ge 11
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Here ‘n there
In Recruiting

State Fair

Recruiters from Air Force Recruiting Detachment 404, Ar-
lington, Tex., were among approximately 3,200,000 people at the
Texas State Fair in Dallas recently. Recruiters manned a booth
and handed out recruiting literature. Air Force Orientation Group’s
T-37 and T-38 static displays and the Air Force Band of the West
from Lackland AFB, Tex., supported recruiting efforts at the Fair.

Supercook
“Dan’s Dump Cake,” published in the 1975 issue of Kitchen
Edition Cookbook, was submitted by an Air Force Recruiting De-
tachment 309 recruiter. Master Sergeant Madison Singleton, refer-
red to in the Detachment as “supercook,” specializes in low calorie
dessert recipes, and was a winner in the 1975 STAMA Royal Recipe
Sweepstakes sponsored by a local newspaper.

Take your pick
On Sunday mornings at 8:830 in the San Antonio area,
you can tune into any one of five local radio stations and hear re-
cruiting produced programs. KTSA and FTFM radio programs
feature Technical Sergeant Timothy Dannelly. Wolfman Jack can

be heard on KONO radio and Roger Carroll on KSAQ and KQAM
radio stations.

Opens new office
Miss Junior Teen for 1976, Tracy Travers, officiated at the
opening of a new recruiting office in Canoga Park, Calif. recently.
She is the daughter of Staff Sergeant Gary Travers, a recruiter in
Air Force Recruiting Detachment 609. The new office will be man-
ned by her father’s former partner, SSgt. Ralph Duggan.

Dixie Dude
The 3508rd Air Force Recruit-
ing Group has retired their mas-
cot and nickname ‘“Bushbeater”
and replaced it with “Dixie
Dude.” A multi-colored sign
carrying the new nickname was
produced by Technical Sergeant
Russell G. Caudle, group illus-
trator, and is displayed outside
group headquarters.

Rewarded
Hamburgers and a big bag of candy got 5,000 pieces of direct
mail stuffed in Air Force Recruiting Detachment 406, Houston,
recently. Denise and Deborah Petee, Andy Knapp and Paul Knapp,
children of Master Sergeants Charles Petee and William Knapp,
advertising and publicity section, spent their day off from school
inserting the direct mail letters in envelopes. As payment for their

good work their dads treated them to lunch—hamburgers and a
bag of candy for later.

AFA recognizes
Captain Sara List, Air Force Recruiting Detachment 603 nurse
recruitment officer, was recently recognized as an outstanding re-
presentative of Air Force Recruiting Service by the Fresno, Calif.,
chapter of the Air Force Association. The occasion was the 11th
Annual Air Force Honors Night Banquet and Awards Ceremony.

Oops!
Master Sergeant James O. Elkins, a member of Air Force
Recruiting Detachment 601, was the honor graduate from a recent
sector supervisor course conducted at Lackland Air Force Base,

Tex., A list of graduates, published in the October issue of the
Air Force Recruiter, omitted his name.

Utah honors recruiters

Citing the role of the Air Force in the defense of the Nation,
Utah Governor Calvin L. Rampton recently signed a proclamation
honoring Air Force recruiters throughout the state. Attending the

ceremony at the state capital were members of Air Force Recruit-
ing Detachment 608.

Best in A&P

Ail.' Force Recruiting Detachments 304 and 311 were selected
as having the best overall advertising and publicity program in
the 3503rd Air Force Recruiting Group.

Public service billboards
to be posted this year

Four hundred public service
billboards, carrying the “Air
Force A Great Way of Life”
theme, will be posted through-
out the United States during
1976, advertising officials here
recently announced.

Provided by Recruiting Serv-
ice’s advertising agency in New
York, D’Arcy-MacManus and
Masius, the boards represent a
bonus worth more than $40,000.
The majority of the boards will

be posted this month, officials
said.

On a dollar-for-dollar basis,
according to D’Arcy officials,
the billboards represent almost
three advertisements in Senior
Scholastic magazine, or nearly
six ads in Jet magazine, or al-
most a full black-and-white page
in TV Guide. Thiey also repre-
sent in excess of one 30-second
spot announcement in most Class
A prime nighttime network tele-
vision programs.
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PUTTING THE FIRST “Air Force” decal on a 3503rd Air Force Recruiting Group

vehicle is Master Sergeant Charles F. Campbell, group transportation noncgmmission_ed
officer. The decals have been distributed for placement on General Services Admin-
istration vehicles used by Recruiting Service.

AF officials propose
two-level E-4 grade

WASHINGTON — Per-
sonnel officials have an-
nounced several proposed
changes in the enlisted force
structure. Among these is
a two-level E-4 grade: the
E-4 apprentice, and E-4
noncommissioned officer
(NCO).

It goes like this: all E-4s,
upon assuming that grade,
would be designated E-4 “ap-
prentices.” They would retain
all existing E-4 entitlements and
continue to be addressed as
“sergeant.” Upon selection to
E-4, they would receive a 15-
hour leadership / management
orientation course. This would
be part of a two-phased super-
visory training program that
would be mandatory before
achieving “NCO” designation.

To visually differentiate the
E-4 apprentice from the E-4
NCO, Air Force is developing a
new insignia for the E-4 “ap-
prentice” (and for grades E-2
and E-3). Essentially, it will be
the insignia now in use, but
without the star.

Upon meeting the following
criteria, E-4 “apprentices”

would be designated E-4
“NCOs”:

a. 12 months in grade as an
E-4;

b. 36 months in service;

c. completion of Phase II
supervisory training pro-
gram;

d. recommendation by the
unit commander.

Additionally, officials say
they are looking at a written
examination as a fifth criterion.

After meeting the criteria, an
E-4 would attend a formal NCO
designation ceremony.

At that time, officials say Air
Force would give the new NCO
a certificate of appointment to
NCO rank and authorize him to
wear NCO insignia.

Officials say this program
reduces the shortcomings of the
present system that designates
all E-4s as NCOs without re-
gard to experience, training, or
ability to serve as an NCO. Now,
added experience is needed be-
fore becoming an NCO.

The program also gives those
first-term airmen with leader-
ship and supervisory ability the
incentive to progress to NCO
status. It provides unit com-

New uniform okay
with or without coat

WASHINGTON — The Air
Force has a new uniform that
is expected to offer greater
flexibility, comfort, and conven-
ience.

The new optional uniform
combination was recently ap-
proved for both Air Force men
and women. With grade clearly
visible, the new combination is
a complete uniform when worn
with or without the uniform
coat, Air Force officials said.

For the men, there is a long-
sleeve blue shirt in a new de-
sign, while the women can
choose a new overblouse. Both
feature shoulder mark insignia
on epaulets for officers and
sleeve chevrons for the enlisted
member.

The new combination, without

_the uniform coat, is authorized

for year-round wear. Provisions
for onbase/offbase wear are the
same as now in effect for the
short-sleeve service uniform or

the overblouse when worn with
collar insignia.

The men’s shirt and the
shoulder mark insignia differ
slightly from those tested earlier
in the year, officials said. The
shirt has been tapered for a
better fit and the pockets re-
designed to more closely resem-
ble those on the uniform coat.
Standard size insignia have
been adopted for the shoulder
marks. Marks for general of-
ficers have a wider stripe on the
shoulder edge and a narrow
stripe on the collar edge. Field
grade officers have a narrow
stripe on the shoulder edge. The
shoulder marks for company
grade and warrant officers will
have no trim.

It is anticipated that these
items will be available some-
time between January and April
1976 through commercial sources
and the Army and Air Force
Exchange Service. (AFNS)

mander involvement in the de-
signation process, a more sys-
tematic approach to NCO orien-
tation and supervisory training,
and formal transition to NCO
ranks. Finally, officials em-
phasize, it makes the NCO grade
of E-4 an earned achievement
rather than an automatic desig-
nation.

The changes will apply only
to those airmen promoted to
grade E-4 after the announced
implementation date. Those al-
ready in grade E-4 at that time
will remain NCOs.

In a separate but related ac-
tion the Air Force announced
plans to provide “below-the-
zone” (BTZ) promotion for E-4.
It is designed to provide com-
petition and incentive. Key fea-
tures of the program include:
nomination by units to a central
base selection board that meets
quarterly; using the whole per-
son concept; personal appearance
before the board by the nomi-
nee; and promotion of selectees
up to six months early.

Initial implementation is
planned for this month with the
first BTZ promotions occurring
March 1. (AFNS)

Ads to“carry

patriotic

New approaches to tell
the Air Force story are be-
ing developed by Air Force
Recruiting Service officials
here.

Advertisements will portray
the Air Force way of life and
carry a patriotic appeal to the
nation’s youth.

“The Air Force is a great
way of life,” said Brigadier
General Andrew P. Iosue, Air
Force Recruiting Service com-
mander. “We think the Spirit
of 76 is a necessary motivation
for success, and we’re looking for
productive people to join us so
we can make a great Air Force
just a little bit better. Our new
approach to advertising is de-
signed to do just that.”

Projects planned to carry the
new message include billboards,
informational fact folders and
brochures, films and magazine
advertisements. The first bill-
board scheduled to carry the
motivational message was
slated for posting this month
for a two-month period. It de-
picts an F-16 aircraft, painted
red, white and blue, and will
read “Air Force — a Great
Way of Life.”

The first periodical advertise-
ment, slated for the February

issue of a major monthly maga-
zine, reads in part, “You can
serve your country with dignity
and pride as part of the, world-

wide Air Force community. . . & ;

It’s a great way of life for those
young men and women dedicated
to the continuation of 200 years

of American spirit and freedom.
”

Two feature films incorpor-
ating the way of life and patrio-
tic theme were scheduled for
release this year. They are the
“Thunderbirds — A Salute to
America” and “200 Years of
Freedom.” The nine-and-one-half
minute “Thunderbird” feature
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was to be distributed to recrui- -

ters for local use beginning last
month, and the film will be
shown in theaters throughout
the United States during 1976.

The 21-minute “200 Years”
film features Dr. Nicholas
Nyaradi, professor at Bradley
University and naturalized Ame-
rican, speaking on.the concept
of freedom and the American
way of life. The movie is for
use by Recruiting detachments
and groups at civic and special
events.

As projects are developed, the
new ad strategy will be in-
corporated.

Women pilot training
test program planned

WASHINGTON — General
David C. Jones, Air Force Chief
of Staff, has announced plans
for implementing a limited test
program on the training and
use of women as pilots. Details
of the test program are still

being worked out, but the first
group of women could begin
training in the summer or fall
of 1976.

Officials say the students in-
volved would be selected ini-
tially from qualified women of-
ficers already on active duty.

The Air Force is studying
what curriculum changes may

need to be made to accommo-
date women trainees. In addi-
tion, noncombat pilot require-
ments for the Air Force will
be evaluated as the first step
in determining how many women

might eventually be used as”®

pilots.

Female applicants for Air
Force flying training will meet
the same mental, physical, and
medical criteria as males. De-
tails of the test program will
be announced as soon as they
have been approved by the ap-
propriate Air Force agencies.

(AFNS)

TOWING A PATRIOTIC float in the Darlington, S.C. “500” parade is Air Force Re-
cruiting Detachment 307’s red, white and blue van. The float carried Miss Darlington
“500” who was also Miss Florence, S.C. for 1975. The parade, conducted annually in
conjunction with the “Darlington 500 Stock Car Race”, attracted an estimated 75,000
spectators. Technical Sergeant Hal Tyer, from the Florence recruiting office drove the
van, Also in the parade was the 581st Air Force Band, Robins Air Force Base, Ga.
and a float displaying the theme, “Look Up. Be Looked Up to. Air Force.” Local re-
cruiters TSgt. Len Fields and Staff Sergeant Pat Northern, also participated.
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