The purpose to this section is:

· Express a consistent leadership philosophy to provide unit cohesion.

· State the mission, provide a point of historical reference regarding the success and/or challenges experienced in the past year, identify the significant factors expected to play a role (plus and minus) in the team’s making mission, a review of the team’s state of manning, and to identify major areas/themes the team will focus on throughout the coming year.

· Provide essential terms and definitions to provide aid in the continuity of production and processing diagnostics. 

· Be a viable diagnostic tool to aid the Officer Programs Officer (OPO) by identifying deficient recruiter and processor core knowledge areas for remediation (marketing/lead development/ prospecting, professional selling skills (PSS), direct specific contact management reporting criteria, and applicant processing).
-----------------------------------------------------------

A. OVERVIEW

The purpose of the Navy Recruiting District Officer Programs Department is to access qualified men and women into the U.S. Navy Officer programs.  To this end, we will use all financial, personnel and organization resources available.  For the second year in a row “TEAM XX” has come together to form a cohesive team, maintaining our status as one of the most productive recruiting districts in the nation. Accessing 129 officer candidates (142% of the command annual goal) demonstrated to the region and nation that our team concept was a complete success. As we look at FY03, we must again adjust our focus and look to new ways to achieve success. We will again focus on training new recruiters to sell all programs. With about 60% of our recruiting staff new to the area and recruiting in general, all must work even harder to help each member of the team be successful. We will focus our team training on specific selling skills relative to Diversity recruiting and develop senior team members to be system experts to aid in program management in the critical areas of Diversity recruiting, Collegiate Management, NUPOC and Medical recruiting. Overall, FY03 promises to be a great challenge for NRD XXXXX Officer Programs.

Manning.  Our success has to be attributed to our recruiter teamwork, positive attitude and billet experience.  We start FY03 with a manning deficit, 4 recruiters short of FY02. In addition, of the 10 recruiters assigned for FY03, 60% have less than a year experience.   The OPO Department is broken down into three teams, General Officer, Engineering and Medical.  Each team leader is responsible to oversee their respective program. This is to include training the recruiters, developing their portion of the ADPLAN and ensuring they maintain adequate coverage on each college campus.  Each recruiter has the responsibility to develop a positive relationship and promote navy awareness on their assigned campus. In order to evaluate recruiter progress, each recruiter submits a weekly status report to include: tests given, PRT status, physicals and date packages mailed to CNRC. Program ownership will be primarily maintained by the team leaders; however all recruiters will work as team in order to achieve the overall production goals.  Our largest concern will be the loss of our Medical Team leader and all recruiters stationed at NORS in remote areas. Early attainment of goals will be our objective.  Table 0-1 gives specific details on our manning situation.

Projected Rotation Dates (Table O-1)

	Officer Billet
	Officer
	2002
	2003
	2004
	2005

	Headquarters
	
	
	
	
	

	6005 - OPO
	CWO3 Xxxxxx
	
	
	
	FEB

	6000 -Engineering/GOF
	LT Xxxxxxxx
	
	JAN
	
	

	9587 - Engineering/GOF
	AKCM(AW/SW) Xxxxxx
	NOV
	
	
	

	9587 - Engineering/GOF
	MMCM(SS) Xxxxxx
	
	
	
	NOV

	9587 - Engineering/GOF
	ETCS(SS) Xxxxx
	
	
	SEP
	

	9587 - Engineering/GOF
	GSCS(SW) Xxxxx
	
	
	
	AUG

	958 - ROTC
	MM1 Xxxxx
	
	SEP
	
	

	6310 - Medical
	LT Xxxxxx
	
	DEC
	
	

	9587 - Medical
	HMC (SW) Xxxxxxx
	
	JAN
	
	

	NORS XXXX
	
	
	
	
	

	6310 - Medical
	LT Xxxxxx
	
	
	
	AUG

	9587 - Medical
	HMC (FMF) Xxxxxxxxx
	
	
	
	JAN

	9587 - Engineering/GOF
	MSC(SS) Xxxxx
	DEC
	
	
	

	Incoming Personnel
	
	
	
	
	

	9585 - Medical                  
	HMC Xxxxxxx          
	
	
	APR
	


Terms And Definitions
1. Lead: A lead shall be any response by a civilian to any form of mass marketing regardless of the sponsoring party (NRD, Region, Campbell-Ewald or CNRC).

2. Contact: Any response on the part of the lead to a locally assigned officer recruiter’s attempt to contact regardless of media utilized (email, ground mail, phone message, etc.).

3. Prospect: Any contact who agrees to submit either an application for commission or advance documents (ADDOCS).  

4. Applicant: Any prospect whose application for commission or ADDOCS has been received by CNRC.

5. Select: Any applicant who has been selected by CNRC for a commissioning program.

6. Accession: Any select that has completed the oath of office and signed the appropriate service agreement.

B.
SITUATIONAL ANALYSIS 

Strengths

1. Enthusiasm, manning, and experience, are the department’s greatest strengths.  Because of the high turnover in recruiters in the middle of the FY and the small number of in-year OCS/OIS seats remaining, we must attain goals as early as possible.  For this reason, the first and second quarters of the FY will constitute 85% of our total goals.

2. Fiscal year (FY) 02, OPO department demonstrated superiority in all aspects of recruiting. Our team identified the best applicants and successfully persuaded the most qualified students and civilian workforce to complete the application process.  We were able to close all but one of the Medical program categories and for the first time in NRD XXXX history, all GOF/ENG goals. The most successful sale was in aviation where we over-shipped by  210 %.  We were unable to achieve our goal in only Med Group 1 and therefore missed out on crucial OPGA points. With the projected turnover, it is imperative that we “front load” the delivery of officer applications.

Weaknesses

1. The Medical Team Leader will be transferring in December and taking 5 years of recruiting experience with him. His relief reports two months after his transfer making turn-over extremely difficult. In addition we have lost approx. 60% of our seasoned recruiters.   As a result, we must continue to train and share information about our programs to ensure that these outgoing recruiters turn over each program with minimal production lapses.  

2.  Budget.  The budget has remained somewhat constant from last year and is sufficient for TEAM XXXX to achieve its goal. FY03, OPO Department must accomplish its mission through the efficient scheduling of recruiter trips and utilizing low cost methods of prospecting.  The FY03 budget outlines a minimum number of recruiting trips, career fairs and COI events.  Specifically:

Two (2) large national engineering conferences

24 college career fairs

12 nuclear engineering mini-COI events

12 medical mini-COI events

Two (2) diversity VIPs of 7 individuals each (this includes the recruiter)

Region will reimburse expenses for applicant travel for Medical VIPs, Nuclear Engineering VIPs, and Nuclear Engineering Interviews lowering the OPO budget requirements.

Opportunities

1.  Universities: The colleges and universities continue to be a good source of prospecting for Engineering. Medical Schools continue to be a tough market for medical and dental students due to its high tuition costs; however, we have established positive Centers of Influence whom are willing to help maximize the schools student market.  Additionally, recruiters will target an expanded schedule of events involving minority COIs. There are more than 15 Colleges/Universities in the XXXXXXX City market.

2. Professional Schools. As in the past years, the key to recruiting success will be in our ability to maintain a good working relationship with our COIs at our professional schools.  We have 5 medical school and 4 Seminary schools.  In addition, there are 15 resident programs in XXXXXX City and XXXXXX in hospitals. These COIs are a critical source of prospects.  We have several good professional schools in our district and we will continue to work the professional school market.  

3. Workforce. As expected, the workforce population was a major contributor to physician recruiting.  We do not expect this to change in FY03.  There seems to be an increase in the number of workforce professionals, especially in the health care fields, who are interested in Navy Officer Programs.  This also seems to be the trend in the legal field.  It is vital that we work closely with National LEADS/Campbell-Ewald to penetrate the market and obtain quality workforce mailing lists. 

Threats

1.  Political Factors.   The attitude toward the military in XXXXX City is poor. Due too the small military population, there are many misconceptions, such as pay and shipboard assignments.

2. Economic Factors. 
The job market continues to be very difficult to recruit in a strong economic environment.  The unemployment rate is less than 4.5 % and our competition with industry is tough.  Our response will be to provide superior customer service versus the impersonal corporate approach. Additionally, we will stress the relatively rapid rate of advancement, growth in responsibility and unique workplace environment we offer today’s young executive.

