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H.R. 3975, THE DEPARTMENT OF DEFENSE
OVERSEAS EDUCATORS ACT

THURSDAY, MARCH 24, 1994

House of Representatives,
Subcommittee on Civil Service,

Committee on Post Office and Civil Service,
Washington, DC.

The subcommittees met, pursuant to call, at 10 a.m. in room 311,

Cannon House Office Building, Hon. Frank McCloskey (chairman

of the subcommittee) presiding.

Members present: Representatives McCloskey, Morella, Kan-
jorski, and Burton.

Mr. McCloskey. Good morning. We'll proceed with the hearing.

I appreciate everyone coming out today. Good to see you, Mrs.

Morella. We've seen a lot of each other lately.

The Department of Defense Dependent Schools, DODDS System,

is one of the largest U.S. school systems with approximately 13,000

employees and 150,000 students worldwide. Because of the global

nature of the school system, serious inequities exist in the treat-

ment of its teachers. I've introduced H.R. 3975, the Department of

Defense Overseas Educators Act, to address some of these inequi-

ties and improve the quality of life for DODDS teachers around the

world.
DODDS teachers are hired on a two-tier system. Teachers hired

abroad are subject to different benefits and rights than those hired

in the United States. Teachers hired abroad are not entitled to ben-

efits such as housing, relocation expenses and trips back to the

United States every 2 years, benefits that U.S. hired teachers re-

ceive. For some teachers hired abroad, this difference in benefits

makes sense, but it creates problems for others. For example, mili-

tary spouses are often hired abroad and if their spouse is trans-

ferred, it is extremely difficult for them to continue teaching should

they wish to finish out the year because of the loss of their spouse's

housing allowance.
There also is a difference between recertification standards for

DODDS teachers in the United States and abroad. DODDS teach-

ers abroad are required to have 6 additional graduate hours, un-

dergraduate hours are not allowed, every 6 years in subject areas

identified by DODDS and require to be qualified in standards

changed by DODDS each year; whereas teachers in the United
States must have six hours of course work in any subject area to

be recertified. The burden on DODDS teachers is to seek graduate
hours in subject areas that may have only undergraduate hours

(1)



and to meet qualification standards that are changed annually
without the opportunity to be trained overseas.

Additionally, DODDS teachers do not have access to federal leave
transfer or leave-sharing programs to which other federal employ-
ees have access. Leave-sharing and transfer is a useful tool to help
retain employees and improve morale which significantly improve
the working conditions of DODDS teachers at virtually no cost.

Clearly there is a need for reform of the DODDS Program and
H.R. 3975 seeks to guarantee a high caliber education for children
of members of our Armed Services and other civilian workers
abroad. This legislation will establish a leave-sharing or leave-
transfer program for DODDS employees. It also would require that
teachers hired overseas have the same access to benefits as teach-
ers hired in the United States.

Finally, H.R. 3975 would improve the pay of DODDS teachers by
no longer requiring a teacher's pay be based on the standard of
U.S. urban schools in areas of populations of more than 100,000.
Since this requirement was put in place, pay for urban teachers
has deteriorated badly, while pay for suburban educators has in-

creased and DODDS teachers have suffered from this trend. Under
the bill, DODDS teachers' pay would be calculated on both urban
and suburban teachers' pay. H.R. 3975 does not propose radical re-

form to the operations of overseas schools, it simply rectifies some
of the inequities inherent in overseas DODDS schools. We must
continue to attract and retain the best and the brightest teachers
to work in our overseas schools. The children of members of our
Armed Services and our civilian workers serving abroad deserve it.

They're the future of this country and are as important as any
child educated in the United States.

Again, I want to welcome everyone and recognize Mrs. Morella.
Mrs. Morella. Thank you, Mr. Chairman.
Mr. Chairman, as a former educator, I feel a real empathy for

the problems facing Department of Defense Dependent Schools,
DODDS, overseas teachers. However, I'm gratified that DODDS
have such a vast cadre of dedicated, qualified teachers. I think
about 9,000? It's clear that the experience of teaching abroad is as,

or more, rewarding to the teachers as to the students that they
teach.

When you think about it, the teachers are there because they
want to be, even though their pupils may not have wanted to leave
their comfortable stateside abode. Of course, the teacher's family
may be in the same position as a military family in terms of want-
ing to be in a particular remote area of the world. I can well imag-
ine that being stuck in a hardship classified country for more than
two years could be extremely frustrating and demoralizing.

Indeed, there must be a delicate balancing act to keep in mind
the needs of a downsized military, with funding and hiring re-

straints and the needs of teachers who have provided quality edu-
cation for military families.

Your bill, Mr. Chairman, addresses some fundamental issues for

DODDS: reemployment of displaced teachers, teacher recruitment,
compensation, leave transfers, recertification, and health benefits.

These are basic issues when we look for improvements in working
conditions, recruitment and retention of Federal employees.



I am sure that there will be a need for open dialogue to fashion

a comprehensive bill that will satisfy the requirements of all par-

ties. The testimony which will be presented today certainly indi-

cates that unanimity is not present among the witnesses. I wel-

come all the witnesses, some of whom seem to have come from
many miles away, and I look forward to their testimony and will

probably have some questions for them.
Thank you, Mr. Chairman.
Mr. McCloskey. Thank you very much, Mrs. Morella.

Our first witness is, starting right from the top of this list. Dr.

John Stremple, Director of the DODDS schools. Department of De-

fense Dependent Schools.

Good morning, Dr. Stremple. If you want to introduce your col-

leagues, we will proceed.

STATEME^^^ of dr. JOHN STREMPLE, DIRECTOR, DEPART-
MENT OF DEFENSE DEPENDENT SCHOOLS, ACCOMPANIED
BY ED TURNER, CHIEF OF STAFF OF PERSONNEL, AND LYLE
VENABLE, CHIEF OF COMPENSATION
Dr. Stremple. On my right is Mr. Ed Turner, who is in charge

of staffing, chief of staffing in our personnel operation; and on my
left is Mr. Lyle Venable, who is chief of compensation in our per-

sonnel operation.

I have a statement to read for the record, if I may, sir.

Mr. McCloskey. We'll accept your statement for the record.

I'm sorry. Mrs. Morella?
Mrs. Morella. I was just going to suggest, Doctor Stremple,

would you move the microphone closer?

Dr. Stremple. Yes, ma'am.
Mrs. Morella. Thank you.

Mr. McCloskey. Accept your statement for the record, doctor,

and you proceed as you like.

Dr. Stremple. All right. We have a written statement to submit
to the record and I'll read an oral statement.
Good morning, Mr. Chairman and members of the committee. I'm

John Stremple, Director of the Department of Defense Education
activity. I'm pleased to appear before you today to discuss a bill

proposing changes in the employment practices for Department of

Defense Dependent School teachers, DODDS.
The Defense Department's education system includes both DOD

dependent schools and the stateside section 6 schools. We're con-

cerned today with the approximately 13,000 DODDS teachers, spe-

cialists and education aides employed in 208 schools and one junior

college in 18 countries. The Department of Defense education activ-

ity is strongly committed to educational excellence in its schools for

the children of military and civilian personnel. The principal rea-

son for our success is the quality of our work force. We continue

that commitment to quality even as we are addressing the chal-

lenge of the transition overseas. The Congress and the administra-

tion have recognized the demands of transition and have provided

the support required to meet them.
The bill introduced on March 8, 1994 would impact upon several

employment issues currently administered under the aegis of the

Department of Defense Overseas Teachers Pay and Personnel Prac-



tices Act. As I reviewed the bill, your obvious concern for the wel-
fare of our teachers was very much appreciated. I understand your
concerns and support a part of the bill's objectives. However, I be-
lieve that the proposal should be considered in light of the very ef-

fective support services available through existing programs.
Moreover, I suggest that any proposal to provide additional over-

seas benefits must be considered in terms of federal employees as
a whole.
With your permission, I'll briefly discuss several sections of the

bill.

I understand that this bill is intended to facilitate the reemploy-
ment of DODDS teachers who are involuntarily separated during
the period of transition currently occurring overseas. Two of the
proposed changes relate to the transition.

One, until October 1997, section 2 of the bill would give 1 year's
priority placement consideration to DODDS teachers for vacant po-
sitions in any Government agency. This benefit would be provided
to any teacher, including substitutes, paraprofessionals, teachers
aides, and retired military serving as JROTC instructors, who have
received specific notices of reduction in force or who have been in-

voluntarily separated due to reduction in force. This provision
would place teachers in a more advantageous status for most Gov-
ernmentwide vacancies and in priority over other nonteacher appli-

cants similarly situated. We believe this proposal to be inconsistent
with the intent of excepted service emplo3nTient.

We further believe that existing placement and transfer pro-

grams administered within DODDS and DOD provide reasonable
assistance to all excess staff, including noneducators. The effect of
this has been that we've been able to avoid reduction in force in

the past and expect to do so in the future. In this regard, we're tak-

ing full advantage of the early retirement incentives provided
through the use of voluntary separation incentive program, the vol-

untary early retirement authority program, and discontinued serv-

ice retirement program. For these reasons, we oppose these propos-
als.

We fully support the continuation of health benefits coverage
under the provisions of Public Law 102-484 for all DOD employees.
The features of this program permit a separated DOD employee to

continue health benefits coverage without an increase in cost. How-
ever, we believe that DODDS teachers are currently eligible for the
full benefit under the current law. Thus, we do not believe that sec-

tion 5 of the bill is needed to separately secure the benefits for

DODDS teachers.
The bill's remaining five proposals appear to be unrelated to the

transition. These include proposals to provide overseas benefits to

which certain DODDS teachers otherwise would not be entitled; to

change the statutory definition of DODDS teaching positions to in-

clude, for the first time, specific occupational categories; to increase
the number of school jurisdictions annually surveyed and to deter-

mine the salaries of DODDS teachers; to lessen professional

recertification standards; and to establish a leave-sharing program
for DODDS teachers.

First, section 3 of the bill appears to provide additional overseas
employment benefits normally limited to Federal employees, in-



eluding teachers, recruited from the United States, to teachers

hired overseas who have more than 1 year of service overseas.

These benefits would include rent-free Government quarters or a
housing allowance, payment of any applicable foreign post differen-

tial, and full transportation entitlements. Transportation benefits

would include renewal and relocation travel of the employee and
the employee's family, as well as the shipment and storage of

household goods and motor vehicles. This proposal could also make
it very difHcult for our ability to recruit teachers for schools in

hardship areas.

A condition of employment for teachers recruited from the United
States is acceptance of an assignment at any location. Rather than
apply from the United States for system-wide placement, appli-

cants would instead be able to travel to a more desirable overseas
location and, if appointed locally, become eligible for full overseas
benefits after only 1 year. We do not support the provision of these

added benefits for DODDS teachers.

Second, section 3 also would add specific occupational categories

of positions, such as paraprofessional and education aides, under
the act's broad definition of teaching positions. Under the current

act, whether certain occupational categories are brought under the

coverage of the act has been a matter of the Secretary's discretion.

This proposal would remove the current discretionary authority. It

would also require annual salary surveys of the range of salary

rates related for these added occupations. We do not recommend
passage.

Third, section 4 of the bill would significantly increase the an-

nual survey efforts required to determine the pay of teaching posi-

tions. Each year the Department of Defense, through its wage-fix-

ing authority, surveys nearly 200 urban school jurisdictions of

100,000 or more population to determine the average range of sala-

ries to be paid to DODDS teachers. This section would delete the

reference to urban school jurisdictions and require the authority to

survey a far greater number of school jurisdictions. A conservative
estimate would be between 600 and 700 school jurisdictions.

For example, the authority now annually surveys two urban
school jurisdictions in the National Capital Area, the District of Co-
lumbia and Alexandria, VA, city schools. It would be required to

expand its survey to include at least Arlington, Fairfax, Prince
Georges, and Montgomery County schools, among others. We do
not know what the impact, if any, would be on teacher pay. It is

clear, however, that the cost and difficulty of expanded data collec-

tion and analysis imposed by this provision of the bill would be ex-

cessive.

Fourth, section 4 would dilute the qualification standards adopt-

ed by DODDS for recertification of its educators. It would do so by
mandating acceptance of any college credit in virtually any dis-

cipline or subject area taught in DODDS. As an example, a special

education teacher could be recertified by obtaining 6 semester
hours in military science. It could be argued that any training has
value. However, the high quality educational standards of the
DODDS system requires continual professional growth and rel-

evant training for its professional staff. Recertification implies a
focus on being well-qualified to teach or provide service in a par-



ticular area. Provisions of the bill would dilute our emphasis on
having a teacher develop expertise in one's field. Our requirements
include maintaining the qualifications set for recruitment of a new
teacher or specialist, as well as for the changing requirements of
the profession or law. The current certification criteria is minimal.
We believe that DODDS must retain the ability to adapt its

recertification qualification standards and for this reason must op-
pose any concept that would diminish our ability to do so.

Fifth, section 4 of the bill would also establish voluntary leave
transfer and bank programs similar to the annual leave sharing
programs authorized for employees appointed to title 5 general
schedule and wage grade positions. However, educators do not earn
annual leave. Their leave is equivalent to sick leave for most of the
employment purposes, including available retirement, accrual, and
crediting upon movement between employment systems. We cannot
support a leave bank or transfer program which is based on sick
leave rather than annual leave.

I thank you for the opportunity to respond on the issues and
would be pleased to answer any questions the Committee may
have.

[The prepared statement of Dr. Stremple follows:]

Prepared Statement of Dr. John Stremple, Director, Department of Defense
Dependent Schools

Good morning, Mr. Chairman and members of the committee. I am John
Stremple, Director of the Department of Defense Education Activity. I am pleased
to appear before you today to discuss H.R. 3975, a bill proposing changes in the em-
plojrment practices for Department of Defense Dependents Schools (DODDS) Teach-
ers.

The Defense Dependents' Education System includes both DOD Dependents
Schools (DODDS) and the stateside section 6 schools. We are concerned today with
the approximately 13,000 DODDS teachers, specialists, and education aides em-
ployed in 208 schools and one junior college in 18 countries. The Department of De-
fense education activity is strongly committed to educational excellence in its

schools for the children of military and civilian personnel. The principal reason for
our success is the quality of our work force. We continue that commitment to qual-
ity, even as we are addressing the challenge of the transition overseas. The Con-
gress and the administration have recognized the demands of transition and have
provided the support required to meet them.
The Bill introduced on March 8, 1994, would impact upon several employment

programs currently administered under the aegis of chapter 25, title 20, of the Unit-
ed States Code, referred to as the Defense Department Overseas Teachers Pay and
Personnel Practices Act, as amended (the ACT). As I reviewed the bill, your concern
for the welfare of our teachers was obvious to me. I understand your concerns and
support a part of the objectives of the bill. However, I also believe that these propos-
als need to be considered in light of the highly effective support services available
through existing programs. Moreover, I suggest that any proposal involving addi-
tional overseas employment benefits must be considered in terms of the Federal
Work Force as a whole. With you permission, I will proceed with a discussion of
each section of the bill.

I understand that this bill is intended to facilitate the reemployment of DODDS
teachers who are involuntarily separated during the period of transition currently
occurring overseas. Two of the proposed changes submitted through this bill directly
relate to the transition:

1. Until October 1997, section 2 of the bill would give one year's priority place-
ment consideration to DODDS teachers for vacant positions in any Government
Agency. This benefit would be provided any DODDS teacher, including substitutes,
paraprofessionals, teacher aides, and retired military serving as Junior Reserve Offi-

cer Training Corps (JROTC) instructors (as would be redefined by section 3(b) of the
bill), who has received specific notice of reduction in force, or who has been involun-
tarily separated due to reduction in force. DODDS teachers are appointed to ex-

cepted service positions overseas and, therefore, are not eligible for priority place-



ment consideration in the competitive service. Thus, there would be no practical rea-

son for adopting this provision of the bill. We believe this proposal to be inconsistent
with the intent of excepted service employment. We also believe that existing prior-

ity placement and transfer programs administered within the Department of De-
fense (DOD) and DODDS currently provide reasonable placement assistance for ex-
cess employees. In this same vein, we are taking full advantage of the retirement
incentives provided through the use of the voluntary separation incentive program,
the voluntary early retirement authority program, and the discontinued service re-

tirement program. To date, DODDS has rarely separated teachers under reduction
in force, nor do we expect to do so. Our experience and the Department's commit-
ment to providing reasonable placement assistance to all affected employees simply
does not suggest a need to me for establishing the additional placement procedure
proposed by the bill. Thus, we do not support this transitional provision.

2. We fully support the continuation of health benefits coverage under the provi-
sions of Public Law 102-484 for all DOD employees. The features of this program
permit a separated DOD employee to continue health benefits coverage without an
increase in the cost. However, we believe that DODDS teachers are currently eligi-

ble under the provisions of the Public Law. For this reason, we do not believe that
section 5 of the bill is needed to establish identical benefits for DODDS teachers.
The remaining proposals of the bill appear to be unrelated to the transition. These

include the proposals to provide overseas benefits to which certain DODDS teachers
otherwise would not be entitled; to change the statutory definition of a DODDS
teaching position to include, for the first time, references to specific occupational
categories; to increase the number of school jurisdictions annually siirveyed to deter-
mine the salaries of teachers; to lessen professional recertification standards; and,
to establish a leave-sharing program for DODDS teachers.

1. Section 3 of the bill appears to provide additional overseas emplo3Tnent bene-
fits, normally limited to Federal employees (including teachers) recruited from the
United States, to teachers (as would be redefined by the bill) hired overseas who
have more than one year's service overseas. These benefits would include rent-free
Ciovernment quarters or a housing allowance, payment of any applicable foreign
post differential, and fiill transportation entitlements. Transportation benefits would
include renewal and relocation travel of the employee and the employee's family, as
well as shipment and storage of household goods and motor vehicles. Thus, at a
time of downsizing the military and civilian force within the Department and a re-

duction in the number of dependent children served and schools operated, the per
capita employee costs would rise significantly. The inclusion of additional categories
of employees under the definition of a teaching position in section 3 of the bill could
further increase the cost of this proposal. Adding such benefits for the current work
force, however, would involve significant, unprogrammed costs. To fund these bene-
fits, further work force reductions could become necessary that might seriously im-
pair our ability to accomplish the mission. It is also significant that this proposal
could defeat our capability to recruit teachers for hardship areas. A condition of em-
ployment for teachers recruited from the United States is acceptance of an assign-
ment in a school at any overseas location. Rather than apply for system-wide place-
ment, applicants would only need to travel to the more desirable locations overseas.
If appointed locally, the local-hire applicant would become eligible for the overseas
benefits after only one year. DODDS is only one employer within the Department
of Defense and the Federal Government. As such, the provision of these benefits
could not be granted to DODDS teachers, unless granted to all DOD employees, and
the Department could not afford to do so. For these reasons, we do not support this
provision of the bill.

2. As previously indicated, section 3 also would add specific categories of positions,
such as paraprofessional and education aides, under the act's definition of a teach-
ing position. Under the current act, whether such categories are brought under its

coverage has been a matter of the Secretary's discretion. The proposal would remove
the current discretionary authority. It would also increase the number of occupa-
tions that would need to be surveyed and analyzed annually for pay determination
purposes, as discussed in more detail in the review of section 4 of the bill that fol-

lows. We do not recommend their passage.
3. Section 4 of the bill would significantly increase the annual survey effort re-

quired to determine the pay of teaching positions. Each year, the Department of De-
fense, through its wage fixing authority, surveys large urban school jurisdictions of
100,000 or more population to determine the average of the range of salary rates
to be paid to DODDS teachers. According to the most recent census, the authority
annually collects and analyzes data from nearly 200 urban school jurisdictions to
satisfy this requirement. Section 4 of the bill would delete the reference to "urban"
school jurisdictions and require the authority to survey a far greater nvunber of
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school jurisdictions. A conservative estimate would be between 600 and 700 school

jurisdictions. As one example, the authority now annually surveys 2 urban school

jurisdictions in the National Capital area, the District of Columbia, and Alexandria,

Virginia, city schools. It would be required under the proposal to expand its survey

to include Arlington, Fairfax, Prince Georges and Montgomery County Schools,

among others. We do not know what the impact, if any, would be on teacher pay

and practices. It is clear, however, that the cost and difficulty of expanded data col-

lection and analysis required by this provision and the redefinition of a teaching po-

sition would be excessive.

4. Section 4 would dilute the qualifications standards adopted by DODDS for

recertification of its educators. It would do so by mandating acceptance of any col-

lege credit, in virtually any discipline or subject area taught by DODDS. As an ex-

ample, a special education teacher could be recertified by obtaining 6 undergraduate

semester hours in military science. It coxxld be argued that any training has value.

However, the high quality educational standard of the DODDS system requires con-

tinual professional growth and relevant training for its professional staff.

Recertification implies a focus on being well qualified to teach or provide specialized

services in a particular area. The provisions of this subsection oi the bill would di-

lute our emphasis on having a teacher develop expertise in one's field. Our require-

ments include maintaining the qualifications set for recruitment of a new teacher

or specialist, as well as for the changing requirements of the profession or law. The
current certification is minimal and we believe that DODDS must retain the abiUty

to adapt its recertification qualification standards and must oppose any concept that

would diminish our ability to do so.

5. Section 4 of the bill would also establish voluntary leave transfer and bank pro-

grams similar to the discretionary annual leave sharing programs authorized for

employees appointed to title 5 General Schedule and Wage Grade positions. How-
ever, we would note that teachers employed under the act do not earn annual leave

or an equivalent thereof. Thus, a DODDS educator's leave transfer program would

differ fundamentally from its title 5 counterpart. The DODDS educator's leave au-

thorized under title 20 is equivalent to the sick leave earned by title 5 employees

and may be credited for additional service upon an educator's retirement. Under a

1984 amendment to the act, educator's leave is no longer subject to a maximum
leave accumulation ceiling. Unused educator's leave may not be liquidated upon sep-

aration, although it typically may be credited as available sick leave upon the move-

ment of a title 20 educator to a title 5 position. Thus, a leave transfer program es-

tablished under the act would be based upon a leave program which is identical in

all significant aspects to sick, rather than annual, leave. We cannot support a leave

bank or leave transfer program which is based on sick rather than annual leave.

I thank you for the opportunity to respond to these proposals and would be

pleased to answer any questions the committee may have.

Mr. McCloskey. Thank you very much, Mr. Stremple. I really

appreciate you being here. We're not going to be able to comprehen-

sively handle all the issues that we're dealing with today. We may
be sending you some written questions. I will begin with some key

points.

What provisions or aspects of this bill would you favor or en-

dorse?
Dr. Stremple. Well, the one section on health benefits, the con-

tinuation of health benefits, we do endorse, but the rest we oppose.

Mr. McCloskey. OK. Now, what is DODD's problem with leave

transfer on sick leave and is there any specific reason why it's OK
for the Federal service to transfer leave, but not for DODDS teach-

ers?

Dr. Stremple. Our 0MB people felt that since DODDS teachers

really accrue sick leave and not annual leave, that it's not appro-

priate to have a leave transfer or a leave bank under these cir-

cumstances.
Mr. McCloskey. Now, I think our witnesses later, and part of

the underlying thesis of this legislation is that there's income dis-

parity between DODDS teachers and the average teacher right now
in the United States, with the pay formulas for suburban and



urban. Do you have any comment on that? Some of the materials

provided to us seem to imply there's a $10,000 to $15,000 average

disparity in some cases.

Dr. Stremple. I don't know what the impact of such a survey

would bring to us, sir. I was a practicing superintendent for a num-
ber of years in California for two major school districts and I can

say this about salaries generally, that while my belief is that the

salaries are close to average in the United States, there are other

benefits. For example, LQA and the fact that we pay full housing

overseas. In most instances it is full housing and transportation al-

lowances and the transfer of goods and this kind of thing. Our av-

erage cost per teacher now runs around $58,000. Our salary ranges

run from $24,500 to $48,500. In my experience, that's not dissimi-

lar in terms of average practice, although it would take a survey

under current conditions to really—but our cost per teacher or cost

per employee overseas is significant.

Mr. McCloskey. I'm sure it is to have professionals placed over-

seas. This questions what is fair and how is it comparable to simi-

larly placed people.

Dr. Stremple. Let me say this about what I just said. I do not

think teachers are well paid, that's my personal view, in America
or anywhere for that matter. They are not well paid and are de-

serving much, much more.
Mr. McCloskey. How about the question of benefits for people

hired overseas, vis-a-vis hired in the States? In particular, the ex-

ample of the military wife who wants to serve out the semester, ob-

viously, to the benefit of the children and her classes until she can
rejoin her spouse at some later date. What's the matter with relo-

cation benefits? In some particular cases, I guess, such as Mrs.

McGree in Panama as far as housing
Dr. Stremple. I don't know her specific situation, but I believe,

and you fellows can help me here, I believe, sir, that if a military

member is transferred and the spouse stays, they pick up the LQA.
They continue to—they can retain it if the family is separated. If

the military person retires and comes back, they lose it. But if a
military person is separated for duty purposes, the LQA is re-

tained.

Mr. McCloskey. How about the relocation costs in the event

that the spouse stays to serve out the semester or the year?

Mr. Turner. Perhaps I can address that for you. Typically in a
situation like that, and of course there are several different sets of

criteria, but typically if a sponsor, if the spouse leaves the area and
has authorized the movement of their family and the individual

stays there and is separated, then they would be eligible to move
in what's called a delay transportation of the dependents in the

family. It would be the same thing as a teacher who is selected in

the United States and who is overseas. They can have delayed de-

parture of their family. This is, of course, in general. It would be
specific. But generally speaking, they can still travel under the or-

ders of the sponsor that departed the area if they were the one who
had the benefits in the first place.

Mr. McCloskey. So, are you in essence saying that there's no
loss in this regard then, that they are covered on relocation when
they stay?
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Mr. Turner. If the spouse who departed the area was under or-

ders, and typically that would be—the first rule would be that the

spouse of the individual who had the benefits was employed and
the sponsor departs the area. Then they can pick up a living quar-

ters allowance authorization while they're there. Then, when the

timeframe was over with and they choose to follow the spouse, gen-

erally speaking then they would be able to be transported under
the sponsor's orders in the first place. They would not pick up on
their own rights, but they would still have the right to be trans-

ported under the original sponsor's orders and authorization.

Mr. McCloskey. Mr. Stremple, do you have a labor-management
partnership council? How do you work out differences within the
system?

Dr. Stremple. With the association, the teachers association? We
have a classical collective bargaining operation where we negotiate

with our teachers association.

Mr. McCloskey. Are you going to implement any sort of labor-

management partnership council under the national performance
review?

Dr. Stremple. Yes, sir, we are. We fully intend to. We've already

had a preliminary discussion with the president of the association

and with his directors. I favor that kind of a—and have practiced

in previous years that kind of an operation and we will graciously

involve ourselves in that kind of activity.

Mr. McCloskey. I'll have additional questions shortly, but I'd

like to recognize Mrs. Morella.

Mrs. Morella. Thank you. You've asked a number of the ques-

tions that I had thought about too, Mr. Chairman.
But I'm wondering. Dr. Stremple, as I have been perusing also

the testimony to be presented by those who are going to succeed
you, you've had a long tenure with DODDS. Have you been hearing
the complaints that we are going to hear from the other witnesses

and how seriously have you treated the issues that they will be
presenting to us as complaints? First of all, have you heard any of

the complaints and to what degree?
Dr. Stremple. Well, I have on the question of equity with the

people.

Mrs. Morella. Local hires?

Dr. Stremple. Well, local hires overseas, yes, that has been a se-

rious issue. I have to speak candidly. I think there is an inequity

there. I think the Department is looking at it from the point of

view of all employees, not just DODDS teachers and hiring prac-

tices and so. There is, I'd have to be candid about it, inequity. If

we pick up that cost, it is a significant one. I think there's in the

neighborhood of 800 people who would be
Mrs. Morella. So, you are aware of that inequity, but you have

not done anything to address it because you have a concern about

what the cost would be?
Dr. Stremple. Well, the Department does.

Mrs. Morella. The Department does?
Dr. Stremple. Because it goes beyond teachers, obviously. You

have to treat people similarly obviously and that's the issue. If it's

something the Department might be willing to look further into,

that's something that I would pursue.
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Mrs. MORELLA. See, one of the things I was also driving at that
Mr. McCloskey asked is are there some parts of this bill that you
think address that inequity that you would say to this subcommit-
tee, "We think this is a good section". You mentioned the health
section, but what do you think would address it in terms of salary,

benefits.

Dr. Stremple. Right. Well, as I indicated, there are a couple of
areas where I personally and philosophically would pursue further
investigation and look for initiative from the Department itself and
this inequity issue in terms of LQA is one of them.
Mrs. MORELLA. You commented about section 3 of the bill and

some of the provisions appear to be quite expensive. Do other
DODDS employees. Federal civilian employees, get the same bene-
fits? I think your answer is yes, right? You comment on it on page
6.

Dr. Stremple. That's the issue that I'm speaking to, provide ad-
ditional overseas emplojrment benefits normally limited to Federal
employees recruited in the United States. That's the one you're
talking about.

Mrs. Morella. But you are saying that there are other DODDS
employees do get those benefits?

Dr. Stremple. Yes.
Mrs. Morella. OK. And then you also

Dr. Stremple. Hired in the United States and DOD employees
generally.

Mrs. Morella. At one point also you talked about or you men-
tioned the survey and you mentioned that you have surveyed the
District of Columbia and Alexandria, VA, but you are not prone to

expanding this survey to include, for instance, my jurisdiction of
Montgomery County, which would bring Maryland into the picture,
other than Virginia.

Dr. Stremple. Yes. We cite that as a
Mrs. Morella. Why did you pick the District of Columbia and

Alexandria and avoid an area where education is so important?
Dr. Stremple. Well, the current law requires that we survey

urban school districts that have a population, total population of
100,000 or more.
Mrs. Morella. Right.
Dr. Stremple. My first reaction to the proposal was, "Well, heck,

that's just a clerical matter of surveying and checking out other
districts." But listening to people who do the work, as I understand
it, people actually go into these systems and explain the format
and the processes that are used in making these surveys. We would
expand from 200. We think the 600 or 700 districts is minimum
and that there would be significant costs there and require more
people to be involved in this process. So, it is a cost issue.

Mrs. Morella. I haven't seen any kind of a fiscal note for this
bill. Do you perhaps have something that you want to share with
us in terms of any figures you think it would involve?

Dr. Stremple. We haven't costed it out. We could do that.

Mrs. Morella. I was just curious about it.

Dr. Stremple. That's one of the issues, frankly, that concerned
us. We really don't know the impact, the total impact of the bill.
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Mrs. MORELLA. Even though you see an inequity and possibly

problems, I don't know, do you have problems recruiting or retain-

ing?
Dr. Stremple. No, ma'am. There's no problem recruiting or re-

taining people.

Mrs. MoRELLA. Sometimes when that happens we take things for

granted and we become very lethargic enhancing morale and pro-

ductivity, which in the end product of course is the teaching that

goes on.

Dr. Stremple. Right. We have several thousand applicants every

year. So, there isn't a problem recruiting. There are shortage areas

just as you find in the United States occasionally, say in math and
science or particularly in hiring minorities and this kind of thing.

But on balance, there are a lot of applicants.

Mrs. MORELLA. You attempt to do that, you attempt to look to

the minorities or those areas that are

Dr. Stremple. Vigorously.

Mrs. Morella [continuing]. Under represented

Dr. Stremple. Yes, ma'am.
Mrs. Morella [continuing]. And the expertise. What about

recertification? Do you think the current DODDS recertification re-

quirement is competent, adequate, needs improving?

Dr. Stremple. Yes, and it compares—I notice in the Congress-

man's statement that our—I'm speaking recklessly here. I read

somewhere that in most school districts teachers are able to choose

any subject and area and get salary advancement as a result of

taking any course. That has not been my experience. We believe

that teachers ought to take courses that have applicability to the

act of teaching itself or to the particular discipline that they're as-

signed. So, we do some monitoring of that.

Mrs. ]VIORELLA. What is required now for recertification, a certain

number of credit hours in teaching?

Dr. Stremple. Yes, ma'am. It's 6 credits within 6 years.

Mrs. Morella. And how do you define their subject area?

Dr. Stremple. The teacher—and let me say this about that.

Teachers are very professional and typically take courses, choose

courses that relate to the discipline and to, as I say, the act of

teaching itself. Occasionally there's an anomaly, but it does happen

that people may want to take something that's not related. We be-

lieve they ought to—if you're teaching mathematics, be in the pe-

riphery at least. So, that's our position, that we have the obligation

to examine, and I don't think we hold a tight rein on that one, but

we have an obligation to examine to make sure that there's credi-

bility in the process and occasionally we are not able to agree with

the value of a particular course and won't accept it as credit toward

advancement of a salary schedule.

Mrs. Morella. Well, what I'd like to see is that you would work
with the subcommittee on this bill with an open mind in terms of

the fact that there is, as you have said, an inequity that is taking

place and the fact that as I look at the testimony to come before

us by witnesses many of them also have been involved with other

projects at the same time that they have been teaching. I see here

that mention is made of being trained also by the military as sup-

plemental support teams for a field hospital and there are some
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other examples of that too. So, it seems as though we should not

be ignoring these people in terms of what is their just reward or

remuneration or recognition that they should have.

Dr. Stremple. I agree. There's no argument there and I don't

feel in any absolute terms that we ought to not take those kinds

of things or that we don't have degrees of freedom to look at that

kind of an issue. We do have and should.

Mrs. MORELLA. That's good. Thank you.

Dr. Stremple. Well, we don't want to reward basket weaving if

you're teaching mathematics or whatever and we won't do it unless

the law requires it.

Mrs. MORELLA. You use an example which is obviously a hyper-

bole, but I think we've got to strike a balance.

Dr. Stremple. It is extraordinary to find it, but it happens occa-

sionally.

Mrs. MORELLA. Occasionally I guess it would anyplace, in any
way, regardless of what the regulations are. Thank you.

Thank you, Mr. Chairman.
Mr. McCloskey. Thank you, Mrs. Morella.

Mr. Stremple, are you opposed to permanent teachers having the
same RIF and placement service benefits as other Federal employ-
ees? I know you expressed concerns about part-time and temporary
teachers. But I wonder about career DODDS teachers, full-time.

Dr. Stremple. I'm not quite sure of the question, sir. But no, I'm

not opposed to it. I think that we hire teachers in the accepted
service just in the same way that we hire attorneys and so on, and
that they don't have—and I'm not an expert here. They don't have
the same processes to go through. We have degrees of freedom in

the way we hire them. We don't have to go through the normal per-

sonnel practices and so on. We have degrees of freedom in the way
that we move people because of shifting populations and this kind
of thing, and the way that we can let people go.

So, the school district is somewhat unique and the profession

somewhat unique and is treated differently.

Mr. McCloskey. What's life like out there in the system right

now with all the downsizing? Even in Europe to some degree there
are base closures. What are your personnel trends right now and
how do you feel people are being treated? What are your challenges
and problems? Can you give us a larger scope view here?

Dr. Stremple. I spend a lot of time in the field. I spend a lot

of time in classrooms and visit teachers and so on, and I have to

say that just as in the United States when there's a plant closing

or whatever, the apprehension is high. There's no question about
that. Is there any diminution of effort on the part of teachers in

terms of teaching and so on? Absolutely none. I'm just so proud and
pleased with the efforts they're making.

I have to say this about all that. We are in a favorable position.

We are not going to lay off teachers. We're not going to. There's no
plan to RIF teachers this year. As I look to the future, to the long
future based upon what the administration is saying as far as the
placement of troops in Europe, 100,000 over the next foreseeable
future. We do not
Mr. McCloskey. I'm sorry, Mr. Stremple. I do have a bad right

ear, quite frankly. I think it's partially me, but maybe if you just

78-220 0-94-2
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speak a little louder or a little bit more into the microphone. I have
a little bit of trouble hearing sometimes.

Dr. Stremple. OK. Yes, sir, I will.

Mr. McCloskey. Thank you.
Dr. Stremple. We do not plan to RIF teachers. There is no plan

to do so this year, nor in the foreseeable future. I look at these fig-

ures. We have had an agreement with the Department that even
though the population, the military population is declining, that
we'll base our teacher force on the population of students that we
anticipate having in September. Even though the drawdown might
be dramatic during the year, we don't reduce the number of teach-
ers. So, really we've gone through 2 or 3 years of rather rich class
size opportunities and this kind of thing.

I said earlier that there is apprehension out there. There's no
question about that. When you have a draw down, when you have
just at home when factories close or whatever, and we're going
through that. I'm very empathetic with that issue. But under the
circumstances, I think people are handling it rather well and recog-
nize that as a minimum they're going to have jobs. Now, not every-
one will end up exactly where they want to end up. You have to

put them where the kids are obviously. But we're in a position to
do that.

I did say, if you didn't hear it, that teachers are working very
hard. I see good practices in our classrooms. It's as good as any-
thing I've ever seen in my experience and I'm proud of them.
Mr. McCloskey. What am I missing here? Is the number of

overseas military personnel diminishing? I would assume at some
point the number of students would be diminishing, the number of
schools in some instances.

Dr. Stremple. Yes, sir.

Mr. McCloskey. So, do you have any projections on that?
Dr. Stremple. Yes, sir, we do. The military keeps us appraised

of the drawdown that's taking place. We know where the
drawdown is taking place and what schools we're going to close.

We're on top of that. So, we know where we're going to have to be
moving teachers and cutting back and what schools we have to
close. I think we're closing seven or I've forgotten the figure. Seven
or maybe 13 this very year. Fifteen on the list this year.
Mr. McCloskey. And you don't anticipate RIFing any teachers

still?

Dr. Stremple. No, sir, we're not going to RIF any. When I say
any, I don't believe a single teacher will be RIFed. We have—as I

said, I've argued this one assiduously. Not argued, but pleaded this

assiduously with the people to whom I report and they see the wis-
dom of not drawing down teachers in direct relationship to the
drawdown of students. But at some point, we'll catch up to it after

the students go home. Then at the end of that school year, we have
to begin catching up and you go back to your normal pupil-teacher
ratios.

So, we have not RIFed a single teacher and I don't think we'll

be RIFing anyway. We are—he's pointing out to me we are reduc-
ing staff. There's no question about that, because of normal turn-
over. When our troops come home, many of the wives or husbands
of the military are our teachers. So, they come home with them.
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Mr. McCloskey. But isn't it likely to be the case that the num-
ber of teachers from year to year are going to be less and less?

Dr. Stremple. It is true, but that's being handled through nor-

mal turnover. This is one of our big years really. We'll probably

come down almost 1,000 teachers. But even under those cir-

cumstances, we don't anticipate RIFing any.

Mr. McCloskey. People that are normally leaving anyway, given

their preferences, other locations, et cetera, and you don't rehire in

that slot.

Dr. Stremple. Yes, sir. We've invoked the voluntary—^the VSIP
and the voluntary early retirement programs and those kinds of

things. We've had a good cooperation with our Section 6 schools

here in the United States and really they have a VSIP program,

so that if they let somebody go and somebody takes a VSIP, then

we could replace them with our teachers. We've invited school dis-

tricts from the United States to be overseas and to recruit our

teachers. We had people from Guam come over and recruit our

teachers. Some have accepted those positions.

So, with that and with the normal turnover, with VSIP and so

on, we are not preparing for a RIF.
Mr. McCloskey. Let me try this just one more time and then

we'll bring up subsequent witnesses. What is your real objection to

reciprocity or transfer of sick leave? In the Federal service, gen-

erally speaking, this is done. As I understand it, it's done for people

in need who are sick or disabled and need additional sick leave. So,

what is the real objection? What am I missing there?

Dr. Stremple. Well, the objection has to do with the fact that it

is sick leave and not accrued leave.

Mr. McCloskey. I'm sorry. I'm not being argumentative, but to

me that's just words. Can you explain it to me a little better?

What's that mean?
Dr. Stremple. I can't explain it any better than that, sir. That's

the Department's position and I'm relaying it to you.

Mr. McCloskey. OK. Well, thank you, Dr. Stremple. Is there

anything you want to add?
Dr. Stremple. No, sir. We'll be here and listen to the testimony

of other people and engage in dialogue. I want you to know that

I don't have an attitude of contentiousness.

Mr. McCloskey. No, I don't think you do either. I really appre-

ciate you being here and you're doing your job. I think you would
be generous to make yourself available throughout the hearing if

you would do that. I know it's an added burden on you today, but
some of these points will come up and questions arise. If you'd be
here to help us out to ferret what the problem is, Mr. Stremple, it

would be great.

Mrs. MORELLA. Mr. Chairman, could I ask a question which just

occurred to me. Are there any pension or retirement benefits that

these DODDS teachers have available other than Social Security?

Dr. Stremple. Excuse me, ma'am?
Mrs. MORELLA. Are there any pension benefits, retirement bene-

fits that they can avail themselves of?

Dr. Stremple. Yes. They're under the same—they have the Fed-
eral retirement program just similar to any Federal employee.

Mrs. Morella. They have the FERS program?
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Dr. Stremple. Yes. Yes, ma'am.
Mr. McCloskey. Now we have Mr. Jack Rollins, president of the

Overseas Education Association. I somewhat misspoke a little bit

earlier getting at a point, but Mr. Brian McGee, president of the
Education Association of Panama, also an overseas teacher from
Okinawa, Mr. Brian Otterson, and Jerry Morris, acting director of

legislation of the AFT.
Welcome, gentlemen. Your statements will be accepted for the

record. Perhaps if you could summarize and highlight. I've read
some of the statements, quite frankly, but not others. If we could

proceed in the order you were introduced, please begin, Mr. Rollins.

STATEMENT OF JACK ROLLINS, PRESIDENT, OVERSEAS EDU-
CATION ASSOCIATION; ACCOMPANIED BY BRIAN McGEE,
PRESIDENT, EDUCATION ASSOCIATION OF PANAMA; BRIAN
OTTERSON, OVERSEAS TEACHER, OKINAWA; AND JERRY
MORRIS, ACTING DIRECTOR OF LEGISLATION, AMERICAN
FEDERATION OF TEACHERS
Mr. Rollins. Yes, sir. Thank you, Mr. Chairman. I especially

thank you for the opportunity to testify on this legislation and also

I do thank you for sponsoring the legislation.

And the honorable lady did recognize that we've been before the

body several times with legislation, substantive legislation to Con-
gressman Ford that has not passed. But the record should show
that each time we pursue legislation, we do so when we've ex-

hausted, in our minds, the attempts to get our benefits changed
through litigation and/or negotiations. So, our ultimate end is the

Congress when we cannot get it through other means.
The legislation you have before you now is addressing some of

the issues that are outstanding and I need to address some of the

concerns that have been raised about the intent and I will do so

in the testimony.
We're under a law that's called Public Law 86-91, which was

adopted in 1959 and also amended in 1961 and 1966. Those
amendments specifically

The purpose of this initial legislation was to establish an employ-
ment system of educational standards similar to those in the Unit-

ed States. Since that time, changes in educational requirements
and living conditions overseas require consideration and enactment
of changes proposed under H.R. 3975.
The Department of Defense Dependents Schools came in exist-

ence on July 1, 1979. It was passed by Congress and signed into

law on November 1, 1978. Before this, the system existed on a tem-
porary basis, reinstated each year through budget appropriations

for the Department of Defense and the military components. Back
in 1946, these schools were initially established on military instal-

lations as needed. They were staffed and funded by the respective

military command having jurisdiction over the site where the

schools were located. As a result, no two schools were necessarily

alike in curriculum programs, staffing, nor logistical support.

This existed until 1963 when DOD consolidated the operation of

schools under regional commands for the Department of Army as-

suming jurisdiction over the schools in Europe and the Air Force

in the Pacific, the Navy in the Atlantic regions. This consolidation
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was an attempt to unify administrative responsibilities and give
credence to an educational system needed in accreditation recogni-
tion.

Despite the attempt though, problems still existed and therefore
further consolidation came about under the Department of Defense
school system in 1975 that now exists and with headquarters in
Arlington, VA.
Throughout this period of development, from 1946 to the present,

the problems with curriculum, staff needs and logistical support
continues and remains a concern of Congress, as has been ad-
dressed in previous legislation to the President. There's no question
that everyone wants quality education for American military de-
pendents and civilian dependents of the Federal Service overseas.
Today, I want to focus on one aspect of quality education, which
is the need to attract, retain and motivate outstanding teachers
presently employed and future employment in the system. This
brings me to the need for the present legislation which addresses
the needs of these teachers. Not all the needs, but the ones that
we seek relief for the moment.
On the concept of equal benefits for equal emplo3rment, I've

heard testimony to the fact that we're trying to get something for
a classification of employees that would mean additional cost to the
Department of Defense and other agencies worldwide. What has
happened in the employment overseas with local hires, as we call

them—and I need to explain what that concept means. We have a
category of employees called local hires, meaning they were re-

cruited overseas. But within the concept of local hires you have two
primary factions, one called tourist hires and the other called de-
pendent hires. Over the years, there's been some discrepancies on
how those employees have been treated in relationship to benefits.
The primary concern of this legislation, the ultimate end of it, is

trying to seek relief for approximately 100 employees in a school
system still remaining that has worked for DODDS more than 5 to
25 years without benefits.

Now, I've heard testimony and I know there's concern raised
Mr. McCloskey. Mr. Rollins.
Mr. Rollins. I'm sorry.

Mr. McCloskey. If you'd recede there for a moment, but you say
without benefits, period?
Mr. Rollins. Yes, sir. They were hired locally and since they

were hired locally they received no living allowance, no transpor-
tation or anything.
Mr. McCloskey. OK. But they do have medical and retirement?
Mr. Rollins. They receive medical and retirement upon conver-

sion and that's another faction that needs to be addressed on what
they call "not to exceed" employees. We have an added problem
with that. But these employees specifically have been converted
and have remained overseas, employed without the
Mr. McCloskey. But again, it's a very important point to me
Mr. Rollins. Yes.
Mr. McCloskey [continuing]. Because we have problems in other

areas, but they do have some benefits?
Mr. Rollins. They have health benefits and they have retire-

ment.
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Mr. McCloskey. Retirement, OK.
Mr. Rollins. Yes, sir.

The concern raised by some groups is over how the disparity in

treatment of dependent hires, and the OEA needs to go on record

to explain that we have a long history of litigation and negotiation

attempts to rectify some benefits for the dependents of the military

sponsors and civilian sponsors. We will continue to exercise our
rights in bargaining and litigation to try to remedy some of the in-

equities. But the concerns seem to be that in our legislation we
wanted to bestow benefits on this classification of local hires that

have none, recognizing that some dependents have entitlements as

long as they remain under a sponsor overseas. They receive the full

medical dependency benefit and it's only when their sponsor leaves

a command and they remain employed overseas, those categories

should be included in the legislation to gain full benefits such as

the local tourist hires. But they're small in numbers and most
times they will remain employed for the duration of a school year
and leave to accompany their sponsor back to the States.

There presently are regulations that allow certain benefits to be
bestowed on those dependents when the sponsor leaves the com-
mand, leaves the environment. We have recently won through ne-

gotiations the right for these dependents of military and civilians

to gain some living quarter allowances upon retirement of the

sponsor. But we still have a group of people, approximately 100 re-

maining, that have absolutely none of the benefits even though
they have remained employed with DODDS for better than 5 years.

That's primarily the concern. We're not here trying to take away
any benefits. We're not here trying to deny benefits to dependents,
nor any other local hire, but we have a group of people who do need
relief I'll be able to discuss that more in detail later.

Now, on the issue of the leave transfer programs, this is an at-

tempt to bring us under the law to allow us to use our educator's

leave, as we call it, teacher leave, for the purposes of donating
leave to fellow colleagues who are in need.

Now, recognizing that the law was drafted because of annual
leave, which would not cost the government additional moneys, and
has become a problem for us because they envision teacher leave

costing additional moneys if used for this purpose. But when this

law was enacted, the teachers prior to the enactment of Public Law
86-91 were competitive service employees, did have annual leave,

but when the law was passed and we were converted to accepted

appointment, they combined the concept of annual leave and sick

leave into teacher leave.

We presently have 3 days of any purpose leave each year that

we can use for any purpose. At that time, it was a concept that

that is equated to annual leave. We're prepared to propose that if

nothing else can be done, at least take the concept of any purpose
leave and grant us relief under the law by amending the law to in-

clude teachers any purpose leave. That's our request.

On the health benefits, we understand from testimony that law
exists to cover us, but the purpose of the legislation as we propose

is to make it absolutely a fact that teachers are included in the

present statutes. The statute cited under previous testimony in our

mind covers the military and not civilians, but there are other stat-



19

utes that cover civilians in a RIF purpose. But we want to make
sure that the law specifically addresses teacher positions as quali-

fying for it.

That's my testimony, sir. I'm open for questions at the appro-
priate time. The gentlemen to my right and left and the far right

are prepared to testify.

Mr. McCloskey. Thank you, Mr. Rollins.

[The prepared statement of Mr. Rollins follows:]

Prepared Statement of Jack Rollins, President, Overseas Education
Association

Mr. Chairman and members of the Subcommittee on Civil Service of the Commit-
tee on Post Office and Civil Service, I am Jack Rollins, President of the Overseas
Education Association, an organization which represents approximately 6,000 teach-
ers in three regions administered by DoDDS. Thank you for the opportunity to give
testimony in support of the proposed House bill, H.R. 3975. This legislation address-
es areas of concern expressed by teachers in the DoDDS System.

P.L. 86-91 was adopted in 1959, with subsequent amendments added in 1961 and
1966. The purpose of the initial legislation was to establish an employment system
with educational standards similar to those in the United States. Since that time,
changes in educational requirements and living conditions overseas require consid-
eration and enactment of the changes proposed under H.R. 3975.
The Department of Defense Dependents Schools (DoDDS) came into existence on

July 1, 1979, as required by P.L. 95-561, titled "Defense Dependents/Education Act
of 1978". It was passed by Congress and signed into law effective November 1, 1978.
Before the passage of this legislation, the overseas schools system existed on a tem-
porary basis, reinstated each year through budget appropriations by the Depart-
ment of Defense and its military components.

Initially, in 1946, schools were established on military installations as they were
needed. The schools were staffed and funded by each respective military command
having jurisdiction over the site where the schools were located. As a result, no two
schools were necessarily alike in curriculum programs, staffing, and logistical sup-
port. This situation existed until 1963. In 1963, DOD consolidated the operations
of schools under regional commands with the Department of Army assuming juris-

diction over schools in the European region, the Department of Navy over the Atlan-
tic region, and the Department of Air Force over the Pacific region.

This consolidation was an attempt to unify administrative responsibilities and
give credence to an educational system needing accreditation recognition. Despite
the attempt, problems of uniformity existed among the regions. As a result, further
consolidation took place in 1976 when all military schools overseas were placed
under the Office of Dependents Schools as a field activity under the Office of the
Secretary of Defense, separate fi-om the military commands and located in Alexan-
dria, Virginia. P.L. 95-561 brings us to the present, with no changes made in the
administration of the DoDDS System, but a significant change made in the budget-
ing process. For the first time, the DoDDS budget was recognized as appropriations
separate from the military budgets.
Throughout this period of development (1946 to the present), the problems with

curriculum, staff" needs, and logistical support continued, and remain to be a concern
of Congress, the Department of Defense, DoDDS, and the Overseas Education Asso-
ciation in their goal of "Quality Education" in the Overseas Schools System.
There is no question that everyone wants quality education for American military

dependents. Today, I will focus on one aspect of "Quality Education"—the need to

attract, retain and motivate outstanding teachers. This brings me to the need for

the legislation proposed in H.R. 3975. This legislation addresses needs of teachers

—

(1) equal benefits for career teachers; (2) compensation; (3) re-employment of dis-

placed teachers; (4) recertification; (5) a leave transfer program and sick leave shar-
ing; (6) continued health benefits. A broader definition of "teachers" is no longer
needed and we suggest it be removed from the legislation.

rationale

Equal Benefits for Equal Employment

As incentives to teach overseas, stateside teachers were promised mobiUty; given
differential compensation for working in hardship areas; cost-of-living allowances to

offset adjustments in Uving costs overseas versus stateside; living quarters allow-
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ances (LQA) or free housing to compensate for selling their property stateside; and
housing overseas comparable to living conditions in the United States. In the past,

these benefits were ultimately extended to all teachers regardless if they were re-

cruited stateside or overseas. Once provided, the benefits remained for retention

purposes.
Ehiring the 1970's, two important changes came about concerning these benefits

and incentives. The first important change was the decline of American economic
influence worldwide, accompanied by an increase in the standard of living of other

countries, particularly the industrial nations where DoDDS schools are located. This

resulted in an upsurge of living costs related to living overseas.

The second important change was the all volunteer U.S. Forces with a recognition

that better pay and personnel policies were necessary to attract and keep personnel

in the military.

In order to induce military personnel to serve overseas and to serve for extended
tours, the military makes every effort to allow families to accompany or join the

military sponsor overseas. Additionally, since many officers and noncommissioned
officers have spouses who are qualified teachers, every attempt is now made to

guarantee those spouses' employment overseas as teachers, known as local hires.

Local hires (NTE's) represent cost savings because housing and transportation al-

lowances are not paid to local hires to come overseas. Both DoDDS and the military

gain from this program, and the OEA does not propose to change this practice of

hiring qualified military spouses as teachers in the DoDDS system.

An outgrowth of the hiring of more military spouses overseas was the changing

of regulations so as to prohibit the paying of benefits to any teacher recruited over-

seas. This change impacted adversely on non-military local hires (at one time a

large source of teacher personnel) and military spouses who remained as teachers

overseas after the military sponsor left the service.

For years, legislative proposals have been introduced to provide career teachers

recruited overseas equity in benefits compared to teachers recruited stateside. The
present legislative proposal attempts to provide DoDDS teachers hired overseas eq-

uity in benefits if they remain in the system without benefits from military or civil-

ian spouses. The question of equity comes after the initial year of employment when
the same teacher is to be retauned as a career employee. We seek to end the situa-

tion of disparate treatment of two career employees based solely on the geographical

place of hire.

Leave Transfer Program

Our teaching force is composed primarily (80%) of women. Of that number a ma-
jority are forty or more years of age.

Unfortunately, under 20 USC Section 904, our teachers earn only "Teacher Leave"

and as such have not been able to participate in a Voluntary Leave Transfer and
Voluntary Leave under Chapter 63 of Title 5, United States Code.

There have been many cases where our members wanted to donate leave to a col-

league, but could not under the current law. I personally am aware of a career

teacher stationed in Germany who came to our office in Washington, D.C. for help.

She had breast cancer, elected to come to Georgetown Hospital for treatment that

would entail some two months, and was forced to go into a leave without pay status.

She could not qualify for disability retirement since she would return to work well

within a year. During this most trying time she was alone and financially

hgirdpressed. The passage of this legislation would benefit such cases.

Continued Health Benefits

This is not a new concept, but provides for the Agency and the employee to con-

tinue to pay the same amounts they are now paying for health coverage.

This coverage applies to a teacher who suffers involuntary separation due to a re-

duction in force. Health care is currently in the news and we support health care

reform but until it becomes law, we request favorable consideration of this section.

CONCLUSION

While we have not included transfers in this proposed legislation, it is our hope

that some program could be legislated in order to address the hardships described

by Mr. Otterson and Mr. McGee. We recognize that with the drawdown of our

schools, emphasis has been properly placed on moving teachers to avoid separation

because of a Reduction in Force. What must not be forgotten is that for comfort and
amenities few countries match the United States. In every sense of the word, living

and working overseas is a true hardship in many areas. Any transfer proposal addi-

tion that would not impede the passage of this bill would receive our full support.
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Mr. McCloskey. Mr. McGee.
Mr. McGee. Mr. Chairman, members of the committee, I would

like to thank you for the opportunity to testify before this sub-

committee about the Department of Defense Overseas Educators
Act.

My name is Brian McGee. I have taught elementary and middle
school for the past 21 years, 10 of which have been for DODDS.
Four of those years were in Bahrain and 6 in Panama, where I am
presently stationed. I will not restate everything I said in my writ-

ten testimony, but I ask your indulgence if I highlight a few points.

As educated men and women, you all know the power of a good
education. Studies have shown time and again that smarter, more
experienced teachers produce students who are smarter, have high-

er test scores, lower student dropout rates and greater numbers of

students who go on to further education.

In the past, DODDS has attracted a higher caliber of teacher

through average salaries but above-average benefits. The Depart-
ment of Defense Overseas Educators Act will help to assure that

the Federal system of educators will stay competitive and keep the

high caliber of teachers it has recruited in the past and not lose

those it has.

In the short time I have available to me, I would like to verbally

stress my written request that the proposed legislation be amended
to include a clause in the joint travel regulation that would say,

"DODDS will conduct a viable transfer program." DODDS edu-

cators have only one place they can work, and that is overseas. Is

it fair that DODDS has the right to hire a person for a location

—

you'll notice that in Dr. Stremple's testimony he said that there are

hard to fill and undesirable locations—and then keep them in that

location their entire career? Could you see the military, USAID or

the State Department getting and keeping competent people if they
did not have a transfer program?

Dr. Stremple has responded to numerous congressional enquiries

that the transfer program is not an entitlement, but only one of his

tools for filling vacancies. This has created a severe morale problem
as is demonstrated by the more than 1,100 people who have signed

a petition here showing dissatisfaction with the program. Even
more importantly, this dissatisfaction is shown by the approxi-

mately 1,450 educators last year who applied for a regular transfer

when only 67 of them received one.

What I am requesting of this committee is not to tie the hands
of DODDS on this issue. I am merely asking you that you give it

direction. DODDS should have a plan and a structure to implement
a viable transfer program.
A second issue I would like to verbally single out is a
Mr. McCloskey. How should that be structured, Mr. McGee, a

viable transfer program?
Mr. McGee. Pardon? I missed that.

Mr. McCloskey. How would that be structured?
Mr. McGee. The point that I'm trying to make is that presently

we are being told that you are not entitled to a transfer program,
there is no entitlement, and they're only going to use this to fill

their slots. So, when the union goes and tries to talk to manage-
ment and say, "Hey, we need to get more transfers," they say,
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"Well, we'll put in x number of slots," and they decide how many
slots they're going to actually put in into a transfer round or a
transfer program. If we don't like it—^you know, Jack Rollins talked

to that specifically, but if we don't like it, that's the breaks.

What I would actually like to see is that all slots, all slots in

DODDS go into a transfer program and then management or Con-
gress actually decide how much money it has available to run the

transfer program. In other words, how many dollars are there, how
many people can we actually transfer?

Mr. McCloskey. Okay. Please proceed.

Mr. McGee. a second issue I would like to verbally single out is

a request that you include in this proposed legislation a new sec-

tion that would amend either the law or the regulation in such a
manner that teachers hired from the United States with Panama
as their first duty station be eligible for some form of temporary
living allowance. Teachers in all other regions of DODDS, as well

as all other federal employees going overseas, are authorized tem-
porary living allowances, but because of the clause in the Panama
Canal Treaty, teachers coming first to Panama are not authorized

this allowance. For teachers and administrators transferring into

DODDS Panama, they get around this by granting something
called TQSE, which is temporary quarters subsistence expenses.

But regulations do not allow the granting of TQSE to newly hired

personnel. In talking with the personnel director in Panama prior

to coming for the hearing, he was very supportive of this provision.

In fact, he wrote the wording I have included as exhibit E.

In conclusion, I would like to provide the committee with a few
things I have brought with me in my flight from Panama. One is

a book our fifth grade students and some teachers did on the expe-

rience of American children and adults caught up in the military

invasion of the Panama, called Just Cause. I hope it will provide

the committee a look at some of what your DODDS educators go

through not just in Panama, but in different wants in the Phil-

ippines, Korea, Europe and every other place we have DODDS edu-

cators.

I would also like to give the committee some personal letters

from teachers who want to express their feelings on some of these

issues. I think you will find the people in the field have a very dif-

ferent opinion on some of these issues than do the people who
never get out of Washington. Since DODDS has not surveyed its

teachers on these issues, they may also be surprised to see how
they feel.

The Federal school system is a very funny animal. You are the

closest thing we have to a school board. You provide the direction

to your managers, DODDS, and they implement your directives. I

ask that you help your system and its educators by acting posi-

tively on these important issues.

Thank you for the opportunity to speak.

Mr. McCloskey. Thank you very much, Mr. McGee.
[The prepared statement of Mr. McGee follows:]

Prepared Statement of Brian McGee, President, Education Association of
Panama

Mr. Chairman, members of the committee, I want to thank you for the oppor-

tunity to testify on behalf of H.R. 3975. This bill is an extremely important step in
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the overall improvement of the education system that supports the military commu-
nity living and working overseas. The cry continually goes out that we need to im-

prove education. As a career teacher, I agree wholeheartedly, but often we only hear
calls like: "Back to basics", "Less frills and more work", "A longer school year".

There is an element of truth to all of these slogans, but, if we are going to give our

military dependents the best education possible, we also need to tend to the needs

of the professionals who teach our students.

A study was done in Texas that considered the effects of teacher abihty, teacher

experience, class size and professional certification on student performance in read-

ing and mathematics. Data on millions of students in 900 districts was examined
during a period running from 1986 to 1990. I want to read what one of the edu-

cation field's most respected journals. Phi Delta Kappan, April 1993, had to say
about the study and its efiect on students and their education. I quote, "Two rather

simple findings emerged. First, teacher's academic proficiency explains 20% to 25%
of the variation across districts in students' average scores on academic achievement
tests. The smarter the teachers, the smarter their pupils appeared to be. Second
teachers with more years of experience have students with higher tests scores, lower
dropout rates, and higher rates of taking the SAT. Experience counts for about 10%
of the variation in the students' test scores across (istricts. Dollars appear to be
more likely to purchase bright and experienced professionals, who in turn, are more
likely to provide us with higher-achieving and better motivated students."

How does this relate H.R. 3975? The answer is simple. DoDDS has in the past

been able to select the cream of the education crop. I first joined DoDDS in 1984.

I never checked the data, but while being recruited I was told that there were about
ten applicants for every opening in DoDDS. Why could DoDDS be so selective in

whom they hired? It wasn't the salary, for although the salaries were good, my ini-

tial salary in DoDDS was slightly less than what I received in Eau Claire, Wiscon-
sin. Wliat attracted me was the chance to live and teach in other countries. My
school district gave me a two-year leave of absence and, in talking to my super-

intendent at the time, I firmly believe he agreed to give me the leave with the ex-

pectation that my Uving and working abroad would give me a great educational ex-

perience that I would be able to eventually share with my "home" school district.

My first assignment was Bahrain during the Iran/Iraq War. It sounded a bit scary

to all the relatives back home, but for my family and me, it was a magnificent learn-

ing experience. We were strongly tempted to stay longer in Bahrain, but after four

years we felt we needed to take the opportunity to experience more of the world and
we transferred to Panama. We arrived in Panama just in time for elections, riots,

and a great deal of civil unrest. We lived through "Just Cause" during which
DoDDS families in Panama suffered almost a 1% casualty rate, three deaths, which
was actually higher than that of the military who were actively involved. In the

Philippines, numerous DoDDS teachers had to evacuate because of the eruption of

Mt. Pinatubo. Many suffered large losses due to looting which followed the event,

and their lives were seriously disrupted. In Bahrain, teachers were in the path of

SCUD missile attacks. These are some of the more obvious recent events, although
there are certainly a lot more.
This is all part and parcel of being a DoDDS teacher. DoDDS teachers are the

only civilian employees of the U.S. Government who have to stay overseas the entire

term of their employment. There are no state-side jobs. I went to Panama for an
experience, but having served our time in Panama, I felt it was time to move to

another location to broaden both my and my family's background and equally impor-

tant, to find a safer environment to raise my family. I applied for transfers in 1990,

1991, 1993 and again I am trying in 1994. Nothing! Yet there are always vacancies

for elementary teachers in almost all DoDDS locations, literally hundreds of them.
DoDDS has continually stated that the low transfer rate is a result of the military

drawdown, but that isn't the problem with giving teachers a transfer. The military

is undergoing this same drawdown, yet, obviously, they continue to transfer people.

The real problem is DoDDS has chosen to say transfers during drawdown are im-
possible. If I had a computer programmer available to me, I could prepare a viable

teacher transfer program. DoDDS has run its program in the past via paper and
pencil only. It is no wonder that it is an unwieldy process; however, ways of sim-

pUfying it do exist. The program seems to be lack of will, rather than method.
DoDDS refuses to leave the past. It appears that they do not want a viable transfer

program.
I believe I adequately proved this last year, at least in terms of the Panama Re-

gion. DoDDS Panama was asked to submit all openings to DoDDS Washington so

that DoDDS could run a program to place excess teachers in Europe as well as some
of the 1,500 regular teachers seeking a normal transfer. I was told by the OEA
union representative to the transfer proceedings that, on opening day, DoDDS Pan-
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ama, one of five regions, had to that point submitted zero openings. Because we
were expecting something like this, I, as local union president, had gotten represent-

atives at all the buildings to study their faculties and project openings for the next

school year. We gave DoDDS the names of 73 teachers, out of a staff of 350 teach-

ers, that were either not coming back or were limited term employees who could

be replaced by excess teachers in Europe. With this documentation, DoDDS Wash-
ington was able to ask that DoDDS Panama review its projected openings.

I am providing the committee with this documentation as well as introductory let-

ters which I sent the House Armed Services Committee back in April of 1993. I will

call this exhibit "A". The documentation was sufficient for them to question the ade-

Suacy of the DoDDS transfer program and in August of 1993 Congress directed the

tAO to audit the DoDDS transfer program looking specifically at its adequacy. That
was a good first start. Being fearful that nothing would happen, I started a local

petition drive to show them that there really was a need. The idea caught on and
it spread to a number of other locations in DoDDS although it never made it to all

DoDDS locations and was not pushed by any newsletters or union publications. The
end results were over 1,100 signatures. I have sent the original copies of these peti-

tions to the House Armed Services Committee, but 1 have included a copy which

I will call exhibit "B".

More than the number of signatures that came back on this petition are the num-
bers of teachers who actually applied for transfers in 1993. There were approxi-

mately 1,700 teachers who applied. Approximately 250 of them were excess and
were applying for slots through the world-wide transfer program. The other 1,450

were just regular teachers looking for a transfer. There are about 9,000 DoDDS
teachers world-wide. Many of these individuals are military spouses, or local hires

who normally are not interested in transferring except when they move with their

spouses. A good block of the rest have chosen to continue working and teaching in

locations they are in. But let's look at this transfer program. There were over 1,700

applications. DoDDS, in response to congressional inquiries points out that there

were 289 transfers. They are accurate in this number but they fail to point out that

approximately 222 of those were people who were declared excess and who either

had to accept a new assignment or face separation fi-om the federal government.

That means that there were only 67 regular transfers. Since there were about 1,450

Eeople appljdng for transfers that were not facing RIF and of those 1,383 are un-

appy employees. Further, this isn't the first year they are unhappy. The year be-

fore this, there were zero regular transfers.

Most civilian employees are placed overseas from jobs in the states. They nor-

mally have re-employment rights of some sort, and they stay overseas for a specified

length of time, usually not to exceed five years. DoDDS teachers do not work under

these conditions. A DoDDS teacher changes locations only on the basis of transfers.

Teachers living overseas face many unpleasant problems. For example in my loca-

tion (Panama City, Panama), there is a high crime rate. Houses are robbed, rocks

are sometimes thrown through car windows. You may say, so what, life is tough in

D.C. also. That may be true, but in Panama the electricity and/or water go off fre-

quently because of utility failures. We average a water or electrical failure in Pan-

ama City about twice a week. Exhaust fumes from leaded gas is so bad that one

of our teachers quit DoDDS and took his child back to the States because of lead

poisoning. Besides this we also face poUtical upheaval. Of course, mihtary personnel

overseas face the same problems if they live on the economy, but they are never

stuck in any location indefinitely. I have been Uving in Panama for six years, but

I know of families that have been stuck in any location longer than that, continually

trying to get a transfer every time they are eligible. Over six years is a long time

to be in one location which is not of one's choice. Does this effect morale? You know
it does! What effect does this have on the mission? If staffs are unhappy and feel

trapped in situations they do not want to be in, that affects productivity. If your

best and brightest staff feel their needs are not being met, how long will they stay

with you? When one looks back on that study done in Texas one can see it is impor-

tant to keep our best and brightest teachers. If we truly want to develop a strong

education system for our military dependents and federal employees living abroad,

we must look to the needs of the people that implement the programs. You cannot

just buy more books or new computers. You need to invest in people. You need to

invest in the professional educators that are teaching your mihtary children.

There have been a number of congressional inquiries lately into the DoDDS trans-

fer program and the answer given by Dr. Stemple, DoDDS Director, is always con-

sistent. He says, "The DoDDS Transfer Program is not an employee entitlement, but

rather one method for management to fill vacant teaching positions." To resolve this

issue, I ask that language be included in the Joint Travel Regulations saying some-

thing to the effect that "DoDDS will continue a viable transfer program." While this
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will not assure teachers of a transfer, and management will still be able to act as
good stewards of the pubUc trust, it will at least force management to sit down with
teachers and discuss the establishment of a viable program. Congress will at least

have acknowledged that there is a problem with telling teachers you can be hired
to serve in one location overseas for your entire teaching career and if you do not
like it, quit.

Now what about the "local hires." This issue has been around for a long time and
through H.R. 3975 this subcommittee has the opportunity to finally put it to rest.

Local hires are treated by DoDDS like second class citizens. You have heard of the
term equal pay for equal work. Well, that is not the case for local hires. They are
providing a much needed service and yet they are not given equal remuneration.
Panama nas a couple of specific examples I womd like to use.

Two of the families that lost members during "Just Cause" had local hired teach-
ers in them. Local hire, Candi H. was gunned down by a Panama Defense Force
individual one hour before the official invasion started. Vickie D. was a local hire
although her husband was a CONUS hire with benefits. As "Just Cause" began, sol-

diers loyal to Noriega abducted Vickie's husband fi-om his house and before the eyes
of his whole family. A short time later he was assassinated. What was the end re-

sult for this family? Not only did it lose a husband and father, the family lost

CONUS hire privileges because DoDDS considered Mrs. D. a local hire and refused
to give her the benefits lost by her husband through his assassination. This issue
was grieved, but the arbitrator found in favor of management saying that despite
the humanitarian appeal, the law did not allow Mrs. D. to be given her husband's
benefits even though her family paid the ultimate price for serving their country as
overseas employees. Rather than provide you all the documentation as it is quite
lengthy, I have only included the conclusion of the arbitrator's decision and some
general information. I will call this exhibit "C".
Another personal story that I can relate to you is that of a close friend of mine,

Deanne H., from Bahrain. When I went to work in Bahrain back in 1984, she had
already been serving DoDDS for ten years. Because she had been hired locally,

DoDDS would not give her CONUS benefits. She was forced to live in a small apart-
ment of less than 400 square feet. Husband, wife and fifth grade son crammed into

a 20 by 20 space. Mrs. H. and her family served DoDDS during the Iran/Iraq war
when there were continual reports of mines floating in the gulf and oil from dam-
aged tankers continually flooded the beaches. She was there diuing the bombing of
the U.S.S. Stark and donated clothing and cleaning equipment bgcause the U.S.
Navy could not get supplies into the Stark quick enougn to supply the immediate
needs of our service men who had lost aU their personal possessions on the fire

aboard the Stark. She was there when teachers held a social at our school for the
survivors of the Stark, prior to their being sent back to the United States. She was
also there during Desert Storm and during SCUD missile attacks on Bahrain. While
I was not there at that time, I know for a fact that the teachers that stayed in Bah-
rain. While I was not there at that time, I know for a fact that the teachers that
stayed in Bahrain to teach the DoDDS dependent children during that crisis were
trained by the miUtary as supplemental support teams for the field hospital sta-

tioned on Bahrain. Being a close friend and knowing Deanne, she would have been
one of the first to volunteer for this sort of a job. By now Deanne has served DoDDS
and the U.S. Government for twenty years, and she still does not have equal pay
for equal work.

I would like to give the committee an article from the International Educator,
"Late Winter" edition, 1994, exhibit "D". It was written by a local hire serving in
Japan. In this article, he outUnes the plight of this much maligned group of edu-
cators as well as his own personal efforts to overcome this problem through legisla-

tive action.

I have only told you the stories of two local hire teachers who happened to be
friends of mine. DoDDS is filled with similar stories of people who have served their
country for many years now and are stiU not being given full benefits. Something
needs to be done about this issue and your committee has the change to do some-
thing that is not only right but also fair.

I would like to request that the Civil Service Subcommittee consider adding one
more provision to the H.R. 3975. For a long time now the Panama Canal Treaty
has created an inequity that I atm sure was not intended by the writers of the Trea-
ty. The Treaty says that teachers in Panama would not be allowed any pay allow-
ances other than a modified Living Quarters Allowance (LQA). New educators first

coming into DoDDS have been historically authorized a Temporary Living Allow-
ance (TLA) to defi-ay expenses such as hotels as they look for a new quarters. There
is another form of funding. Temporary Quarters Subsistence Expenses (TQSE)
which is not an actual ALLOWANCE and is has been used for DoDDS teachers
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transferring in from other regions. By regulation TQSE is not authorized for new
federal hires and so it cannot be given to teachers who have as their first duty sta-

tion Panama. Therefore, year after year now, new teachers who arrive in Panama
have been denied help in getting settled that is given to all other federal employees
world-wide. DoDDS has said that this is an issue that can only be legislated away
and DoDDS attorneys have in the past drafted legislation to resolve this inequity.

The reason it was probably not followed through on has to do with the need to set

legislative priorities and this problem also effects such a small group, about 10

teachers in Panama. Teachers arriving from other locations or Civil Service employ-
ees arriving from elsewhere have met the prior employment criterion and thus got

TQSE. This subcommittee has the opportunity to resolve this long standing inequal-

ity. Prior to coming for this hearing, I discussed the issue with our Personnel Direc-

tor in Panama. He gave me an outline of what he feels is what needs to be done
to rectify this issue. I would like to submit that as exhibit "E".

I would also like to take just a moment to address the issue of a "voluntary leave

transfer program" and a "voluntary leave bank." Over the last few years I have per-

sonally seen a number of instances in which this would have been not only very

helpful but ultimately humane. When a family is facing a health crisis, the last

thing it wants to worry about is running out of sick leave and having income cut

off. The stress is unbelievable on a famiUy and the federal government should do
all in its power to give employees an opportunity to reach out and support each
other during times of need. These programs will do this and the precedence for them
is already well estabUshed.
Thinking that you might benefit from hearing what some other DoDDS educators

have to say on the issues addressed by H.R. 3975, I asked a few of my co-workers

to write you letters on areas that they are personally interested in. I was forced to

bring them with me when I flew in for this hearing, so I could not get you advance
copies. I would Uke to respectfully submit these personal letters now as exhibit "F".

In closing I am going to take the opportunity to provide your subcommittee with

a copy of a children's t^ok the fifth graders at my school did on "Just Cause". I sub-

mit it to this committee as exhibit "G" as it gets into some of the things DoDDS
teachers deal with while living overseas and supporting the military dependent fam-
ilies. What we are asking this committee to do is help the DoDDS teacher right

some inequities. It is my contention that these teachers are doing one heck of a job,

often under very adverse conditions, and they would appreciate and they deserve

support. Thank you for the opportunity to address your subcommittee. I would be

happy to answer any questions you may have.

[Due to the high cost of printing, Exhibits A-G have been re-

tained in the subcommittee's files.]

Mr. McCloskey. Mr. Otterson.

Mr. Otterson. Chairman McCloskey and members of the Com-
mittee, I am Brian Otterson and presently I am a science teacher

for the Department of Defense Dependent Schools, DODDS, at Les-

ter Middle School in Okinawa, Japan. From 1986 until June 1993,

I, my wife and daughters, ages 9 and 5, were assigned to Taegu
American School in Taegu, South Korea. The school averaged about
650 students, grade kindergarten through grade 12. Because of the

numerous memorable experiences of living and working there, I

wish to provide reasons and examples for Congress mandating a
movement or transfer program each school year.

In the spring of 1986, I was interviewed by a DODDS adminis-

trator in Massachusetts. During the interview, I was told two
things which later proved to be untrue. No. 1, that DODDS had a

transfer program which moved teachers who volunteered to new
duty locations. Since my father was in the Marine Corps for 22

years and we have moved many times, I understood this to mean
that my family and I would have the opportunity to change loca-

tions. I was not informed by the interviewer that the DODDS
transfer program had been suspended due to the enactment of the

Gramm-Rudman-Hollings bill for the school year 1986-87.
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No. 2, that science teachers were in such high demand in

DODDS that I would be able to get a transfer at any time I chose
to apply.

In May 1986, I was offered a science position at Taegu American
School. Since I had been informed that I could not decline the offer

and seek another position with DODDS, my wife and I decided we
should accept the position in Korea. Based upon the information
provided during recruitment, we thought that we could put up with
a lot and apply for a transfer when we wanted to move. In other
words, we could put up with anjrthing for a year or two. After 2
years in Korea, we decided we would like to transfer to another lo-

cation, so I applied for one. When I did not receive a transfer, other
teachers in my school indicated that this was very unusual because
they knew of several science openings in schools. Over the next 5
years I applied five more times for transfers anywhere else in

DODDS. I did not receive an offer. In addition to my not receiving
the movement I had expected, I was frustrated more by the fact

that there were science openings in other locations, but the posi-

tions were not available at the time the transfer program was con-
ducted or the principals did not submit the vacancies until after

the transfer program was over. Consequently, teachers from the
United States were hired to fill these positions.

The following are some of the problems and frustrations I en-
countered while living and working in Taegu. No. 1, housing in

Korea presented two major problems, being required to move
houses at the end of a lease, and getting major repairs accom-
plished. There is no on-base housing for civilians in Taegu. We
were at the mercy of the Korean landlords, who are famous for not
negotiating a lease renewal at the end of the lease. My family and
I changed houses three times in 7 years and the average movement
was once every other year. I know of one DODDS family that was
moved each year for the 5 years they were in Taegu. These moves
were at our own personal expenses and cost approximately $500
each time.
The second problem was in getting problems fixed with the

house. It could be tremendously difficult. In the third house we
lived in, the motor for the oil heater broke in November. Some-
times it was only 40 degrees in the house and my landlord would
not assist with the problem. I finally got it fixed in March, at my
own expense. The delay was caused by not being able to find any-
one who could fix the motor. I telephoned the landlord, base hous-
ing office, requested Korean teacher assistance, paid for three dif-

ferent Korean groups to come look at the motor and finally had a
replacement part ordered from Japan in order to heat my house.
Another example of difficulties in the house, in 1991 when a new

apartment building was being built behind our house, the weight
of the construction trucks broke the water pipes to our house and
other houses on the street. We did not have any water. With my
limited Korean, I explained the problem to the construction fore-

man and he told me that he would fix the pipe as soon as they had
completed the apartment building in about 4 or 5 months. I re-

quested assistance from our landlord and she said she did not want
to get involved. I then called the housing authority on base and
was told to have patience.
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In complete frustration, my wife parked the family car blocking

the road and refused to move it. The base military police were
called to the scene and told my wife that she could be arrested.

Eventually, the construction foreman and the city engineer agreed

to work together to fix the pipe and had it fixed in 2 hours.

Water pollution. Even in the best of conditions, we were advised

by the base officials not to drink or cook with the off-base water.

We bought bottled water rather than carry it from the base. On
March 8, 1991, the Doosan Electronics Co. dumped 325 tons of phe-

nol in the city water supply. Three days later we were notified by
the U.S. Army not to drink, bathe or wash clothes. In fact, we were
instructed not to have any contact with the water. The Army in-

formed us that the concentration of phenol in the water was 320
times the amount allowed by the World Health Organization. As a
science teacher, I was interested to know how toxic phenol actually

was, so I looked it up. I learned that if a person were to paint a
10 by 10 inch patch of skin with 88 percent phenol, the person

would die in 90 seconds. For about 2 weeks we bathed and washed
clothes on the base.

Health care and concerns. In 1989, my wife went into premature
labor during her seventh month of pregnancy. The small dispen-

sary in Taegu could not deal with the problem, so she was medi-
cally evacuated to Seoul, 150 miles away. After 2 days there, the

doctors decided that she had to be at a facility that was equipped

to handle a premature baby. The closest was at Clark Air Force

Base in the Philippines. So, she was flown by helicopter to Osan
Air Base and then to the Philippines.

Shortly after landing at Clark, she had a cesarean section and
delivered our second daughter 9 weeks early. After surgery, my
wife was placed in intensive care and on a respirator for 3 days due
to complications. In addition, my daughter was in intensive care for

5 weeks. After a week in the Philippines, my wife and child were
moved to Seoul where they resided for a month in the hospital.

While I have nothing but praise for her care and treatment, having
all this happen 2,000 miles away was a great source of anxiety.

Diseases endemic to Korea are cholera, legionnaires disease, tu-

berculosis, hepatitis and a rare type of pneumonia called

mycoplasmic pneumonia, a cause of concern for Americans. The lat-

ter is a major cause of illness of the teachers in Korea.

Another cause of stress in Korea is the traffic. Taegu has a popu-

lation of about 5 million people and is the textile manufacturing
center of the country. When we first arrived in 1986, the traffic

was light to moderate. Each year more and more cars appeared in

the streets. By the time we left Korea last June, the traffic was al-

most as bad as Seoul, where approximately 700 new cars are added
to the streets everyday of the year.

In 1990, the accident death rate for Korea was the highest in the

world. Streets are clogged with traffic from 7 in the morning until

11 at night. Many trsSfic signs and laws are ignored by most driv-

ers. Being involved in a traffic accident is a constant worry for

Americans in Korea. If one is in an accident, fault for the accident

is almost always assigned to the Americans regardless of who is

really at fault. Fears keeps many teachers from even getting a car
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and license. This contributes to the feeling of isolation that many
people have.
Both the Army and the Air Force recognize the hardships of liv-

ing in Korea and only require a 1 year tour of duty for unaccom-
panied service members and 2 year tours for those accompanied by
their families. Teachers, however, are indefinitely assigned to

Korea.
War. The threat of war with North Korea is a constant source

of anxiety for everyone in Korea. The Army tells us that if war
breajcs out they will evacuate all the dependents and civilians im-

mediately. However, in reality, it would appear that evacuation

would be impossible and we would have a difficult time reaching

the sea. Many of our colleagues were evacuated from the Phil-

ippines after the eruption of Mt. Pinatubo and it took over 1 week
to evacuate all the civilians and dependents. They were already at

the sea and just had to await the arrival of the ships to take them
out. In addition, it was not a war situation.

Safety. In the fall of 1992, I was returning by bus from Seoul

with about 40 students and two other teachers from a weekend
sports trip. About 50 miles south of Seoul, we were stopped by a

group of demonstrators. About 100 veterans of the Korean Army
were protesting their exposure to Agent Orange during their tour

of duty in Vietnam. We listened to speeches denouncing the United
States for about 4 hours and watched as a Korean construction

foreman was attacked by several demonstrators because he tried to

break up the group. At one point, a gun was pulled out by one of

the demonstrators and placed at the head of the construction fore-

man. All this occurred about 40 feet from our bus. This was not a

typical sports trip, but I mention it to illustrate the impact that the

political climate can have on students and teachers.

In conclusion, I enjoyed many of my experiences of living over-

seas and living in Taegu. I was able to see the 1988 Oljmipic

Games in Seoul. I visited Malaysia, Hong Kong, and Japan. The
faculty of Taegu American School was excellent and I enjoyed the

students and other aspects of the school. I feel that the educational

experiences that my children have received from living overseas

are irreplaceable. In addition, my wife and I have many stories and
we have grown emotionally coping with these experiences. I just

wish that we could have been able to move sooner.

However, the frustration of not being able to move as promised
and the difficult living conditions almost forced me to resign. In

fact, I paid my own way to the United States for an interview in

Maine over spring vacation of 1992. Over $2,000.00 was spent, but
I was second for the job offer. This is an example of another dif-

ficulty in working for the Department of Defense. It's very difficult

and expensive to try to find a job in the United States while work-
ing for DODDS, especially in the Pacific.

We hope that you will see our plight and assist in mandating
that DODDS have a movement program in the future. I've seen

several good teachers give up and go home after several years in

Korea with no hope of moving.
Thank you for listening and considering my presentation.

Mr. McCloskey. Thank you very much, Mr. Otterson.

[The prepared statement of Mr. Otterson follows:]
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Prepared Statement of Brian Otterson, Overseas Teacher, Okinawa

Chairman McCloskey and members of the committee, I am Brian Otterson and
presently I am a science teacher for the Department of Defense Dependent School

(DoDDS) system at Lester Middle School, Okinawa, Japan. From 1986 until June,

1993, my wife and daughters (ages 9 and 5) were assigned to Taegu American
School in Taegu, South Korea. The school averages about 650 students, grades kin-

dergarten through grade 12. Because of the numerous memorable experiences of Uv-

ing and working there, I wish to provide reasons and examples for Congress man-
dating a movement or transfer program each school year.

In the spring of 1986, I was interviewed by a DoDDS administrator in Massachu-
setts. During the interview I was told two things which later proved to be untrue.

1. That DoDDS had a transfer program which moved teachers who volunteered

to new duty locations. Since my father was in the Marine Corps for 22 years and
we had moved many times, I understood this to mean that my family and I would
have the opportunity to change locations. I was not informed by the interviewer that

the DoDDS transfer program had been suspended due to the enactment of the

Gramm/Rudman/HoUings bill for school year 1986-1987.

2. That science teachers were in such high demand in DoDDS that I woiild be
able to get a transfer any time I would choose to apply.

In May of 1986, I was offered a science position at Taegu American School, Since

I had been informed that I could not decline the offer and seek another position in

DoDDS, my wife and I decided that we should accept the position in Korea. Based
upon the information provided during recruitment, we thought that we could put

up with a lot and apply for a transfer when we wanted to move. In other words,

we could put up with anything for a year or two.

After 2 years in Korea, we decided that we would like to transfer to another loca-

tion, so I applied one. When I did not receive a transfer, other teachers in my school

indicated that this was very unusual, because they knew of several science openings

in schools.

Over the next 5 years, I applied 5 more times to transfer anywhere else in DoDDS
and did not receive an offer. In addition to not receiving the movement I had ex-

t)ected, I was frustrated more by the fact that there were science openings in other

ocations but the positions were not available at the time the transfer program was
conducted or the principals did not submit the vacancies until after the transfer pro-

gram was over. Consequently, teachers from the United States were hired to fill

these positions.

The following are some of the problems and frustrations I encountered while liv-

ing and working in Taegu.
1. Housing in Korea presented 2 major problems, being required to move houses

at the end of the lease and getting major repairs accomplished. There is no on-base

housing for civilians in Taegu. We were at the mercy of the Korean landlords who
are famous for not negotiating a lease renewal at the end of the lease. My family

and I moved houses 3 times in 7 years. The average movement was once every other

year and I know of one DoDDS family who moved each year of the 5 years they

were in Taegu. These moves were at our personal expense and cost approximately

$500 each time.

The second problem was in getting problems fixed with the house. It could be tre-

mendously difficult. In the tWrd house we lived in, the motor for the oil heater

broke in November. Sometimes it was only 40 degrees in the house and my landlord

would not assist with the problem. I finally got it fixed in March, at my own ex-

pense. The delay was caused by not being able to find anyone who coiUd fix the

motor. I telephoned that landlord, the base housing office, requested Korean teacher

assistance, paid for three different Korean groups to look at the motor and finally

had a replacement part ordered fit)m Japan in order to heat my house.

Another example of difficulties in the house, was in 1991 when a new apartment

building was being built behind our house. The weight of the construction trucks

broke the water pipes to our house and other houses on our street. We did not have

any water. With my Umited Korea, I explained the problem to the construction fore-

man. He told me that he would fix the pipe as soon as they had completed the

apartment building in about 4 or 5 months. I requested assistance from our landlord

and she did not want to get involved. I then called the housing authority on base

and was told to have patience.

In complete frustration, my wife parked the family car, blocking the road and re-

fused to move it. The base military police were called to the scene and told my wife

that she could be arrested. Eventually, the construction foreman and the city engi-

neer agreed to work together to fix the pipe and had it fixed in 2 hours.
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2. Water Pollution: Even in the best of conditions, we were advised by the base

officials to not drink or cook wiUi the ofF-base water. We bought bottled water rather

than carry it from the base. On March 8, 1991, the Doosan Electronics Company
dumped 325 tons of phenol in the city water supply. Three days later we were noti-

fied by the U.S. Army not to drink, bath or wash clothes. In fact we were instructed

not to have any contact with the water. The Army informed us that the concentra-

tion of phenol in the water was 320 times the amount allowed by the World Health

Organization. As a science teacher, I was interested to know how toxic phenol actu-

ally was and looked it up. I learned that if a person were to paint a 10 by 10 inch

patch of skin with 88% phenol, the person would die in 90 seconds. For about two
weeks we bathed and washed clothes on the base.

3. Health Care & Concerns: In 1989, my wife went into premature labor during

her 7th month of pregnancy. The small dispensary in Taegu could not deal with the

problem so she was medically evacuated to Seoul, 150 miles away. After 2 days
there the doctor's decided that she had to be at a facility that was equipped to han-

dle a premature baby. The closet was at Clark Air Base in the Philippines. So, she

was flown by helicopter to Osan Air Base and then to the Philippines.

Shortly after landing at Clark, she had a cesarean section and deUvered our sec-

ond daughter 9 weeks early. After surgery my wife was placed in intensive care and
on a respirator for 3 days due to complications. In addition, my daughter was in

intensive care for 5 weeks. After a week in the Philippines, my wife and child were
moved to Seoiil where they resided for a month in the hospital. While I have noth-

ing but praise for her care and treatment, having this all happen 2,000 miles away
was a great source of anxiety.

Diseases endemic to Korea are cholera, legionnaire's disease, tuberculosis, hepa-

titis and a rare type of pneumonia called mycophasmic pneumonia. A cause of con-

cern for Americans. The latter is a major cause of illness for the teachers in Korea.

4. Another cause of stress in Korea is the traffic. Taegu has a population of about
5 million people and is the textile manufacturing center for the country. When we
first arrived in 1986, the traffic was light to moderate. Each year more and more
cars appeared in the streets. By the time we left Korea last June, the traffic was
almost as bad as Seoul where approximately 700 new cars are added to the streets

every day of the year.

In 1990, the accident death toll for Korea was the highest in the world. Streets

are clogged with traffic from 7 in the morning until 11 at night. Many traffic signs

and laws are ignored by most drivers. Being involved in a traffic accident is a con-

stant worry for Americans in Korea. If one is in an accident, fault for the accident

is almost always assigned to the American regardless of who is really at fault. Fear
keeps many teachers from even getting a car and Ucense. This contributes to the

feeUng of isolation that many people have.
5. Both the Army and Air Force recognize the hardships of Uving in Korea and

only require a 1 year tour of duty for unaccompanied service members and 2 year

tours for those accompanied by their families. Teachers, however, are indefinitely

assigned to Korea.
6. War. The threat of war with North Korea is a constant source of anxiety for

everyone in Korea. The Army tells us that if a war breaks out they wiU evacuate
all the dependents and civiUans immediately. However, in reality it would appear
that evacuation would be impossible and we would have a difficult time reaching

the sea. Many of my colleagues were evacuated fi-om the Philippines after the erup-

tion of Mt. Pinatubo and it took over 1 week to evacuate all the civilians and de-

pendents. They were already at the sea and just had to await the arrival of ships

to take them out. In addition, it was not a war situation.

7. Safety. In the fall of 1992, I was returning by bus from Seoul with about 40
students and 2 other teachers, fi-om a weekend sports trip. About 50 miles south

of Seoul, we were stopped by a group of demonstrators. About 100 veterans of the

Korean Army were protesting their exposure to Agent Orange during their tour of

duty in Vietnam. We Ustened to speeches denouncing the United States for about
4 hours and watched as a Korean construction foreman was attacked by several

demonstrators because he tried to break up the group. At one point, a gun was
pulled out by one of the demonstrators and placed to the head of the construction

foreman. All this occurred about 40 feet from our bus. This was not a typical sports

trip but I mention it to illustrate the impact that the political cUmate can have on
students and teachers.

In conclusion, I enjoyed many of my experiences in living overseas and living in

Taegu. I was able to see the 1988 Olympic Games in Seoul. I have visited Malaysia,
Hong Kong and Japan. The facility of Taegu American School was excellent and I

enjoyed the students and other aspects of the school. I feel that the educational ex-

periences that my children have received in Uving overseas are irreplaceable. In ad-



32

dition, my wife and I have many stories and we have grown emotionally in coping
with these experiences. We just wish that we would have been able to move sooner.
However, the fhistration of not being able to move as promised and the difficult

living conditions almost forced me to resign. In fact, I paid my way to the States
for an interview in Maine over spring vacation (over $2,000) but was second for tiie

job offer. This is an example of another difficulty in working for the Department
of Defense, it is very difficiilt and expensive to try to find a job in the United States
while working in DoDDS, especially the Pacific.

We hope that you will see our plight and assist in mandating that DoDDS have
a movement program in the futiu-e. I have seen several good teachers give up and
go home after several years in Korea with no hope of moving.
Thank you for listening and considering my presentation.

Mr. McCloskey. Mr. Morris of the AFT.
Mr. Morris. Mr. Chairman, thank you for the opportunity to ap-

pear here today. I'm Jerry Morris. I'm with the American Federa-
tion of Teachers and the Overseas Federation of Teachers is an af-

fiHated organization of the AFT. I'm appearing on behalf of its

president, Marie-Sainz Funaro, who could not be here today due to
a previous commitment. We have talked at length about this and
she prepared most of the statement.
Let me just say that the OFT thinks that H.R. 3975 is an impor-

tant bill and would make very constructive improvements in the
compensation and employment conditions of OFT members. We're
strongly in support of it.

Now, the OFT represents about 800 employees who teach pri-
marily in the Mediterranean Basin and it has been representing
employees for about 20 years. Based on that experience, as I said,
OFT and AFT strongly support the bill and urge Congress to enact
it. We think that the protections and benefits included in H.R. 3975
are particularly important in the face of drawdown of the U.S. mili-
tary forces. While the drawdown is a result of positive changes in
world affairs, and we all welcome these, it will nonetheless result
in some dislocations.

We do have some specific recommendations. I'll just briefly touch
on those.

There's, at one point in the bill, in section 2, 12 months provided
for an opportunity to have preference in other positions, in being
considered for other positions. The OFT would recommend a longer
period if possible because, as I understand it, there's a window of
opportunity to seek employment in teaching positions. If it occurs
in the spring, and the person finds also in the spring they're not
going to continue being employed, sometimes they don't have the
opportunity to scramble. Their years might run out before the next
window is really open.
On section 3, teacher recruitment, the OFT strongly endorses

this passage and recommends its approval by the Congress. OFT
did a survey recently in its bargaining area and got a high rate of
response on this survey, about 90 percent. It found that less than
10 percent, or only 64 of the teachers in the DODDS Mediterra-
nean Region, are locally hired. Of these 64 local hires, only 18 had
no housing allowance of any kind. They also found that these peo-
ple were not transient employees, but most had, two-thirds had
employment of more than 9 years. So, it's reasonable on that basis
to assume that they should be treated as permanent employees, de-
serving the same consideration of compensation and benefits as
other workers.
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With respect to transportation allowance, most of DODDS em-
ployees return to the United States every 2 years and it costs about
$2,000 speaking just of the Mediterranean Region and the group
not receiving benefits that I mentioned before. The OFT estimates
that this would be an additional cost of about $54,000 annually.
On section 4, compensation, leave transfers and recertification,

the OFT would be very supportive of a voluntary leave transfer
program. This has been a concern for a long time and would pro-
vide equity.

With respect to recertification, OFT welcomes the provisions on
the bill as providing greater flexibility and setting a reasonable
limit on the recertification course hours required.
With respect to continued health benefits, capping the employee

contribution of those who are involuntarily separated due to a RIF
within a specific time frame is an important safety net. It will pro-
tect people who through no action of their own may find themselves
without coverage.
That is just to briefly summarize our comments on the bill. We

strongly support it and look forward to working with you to see it

is enacted.
[The prepared statement of Mr. Morris follows:]

Prepared Statement of Jerry Morris, Acting Director of Legislation,
American Federation of Teachers

Mr. Chairman and members of the subcommittee, I am Gerjild Morris, Acting Di-
rector of Legislation for the American Federation of Teachers (AFT). The Overseas
Federal of Teachers (OFT) is an affiliated organization of the AFT and I am appear-
ing on behalf of its President, Marie-Sainz Funaro.
The Overseas Federal of Teachers thanks you for this opportunity to make a

statement in support of H.R. 3975, a bill that will make some very constructive im-
provements in the compensation and employment conditions of OFT's members. The
OFT, is the bargaining agent for approximately 800 employees who teach overseas
for the Department of Defense Dependent Schools (DODDS). These employees are
stationed in Italy, Spain, Portugal at the Island of Azores, Turkey, Bahrain and
Greece—although the last school in Greece will close at the end of this academic
year.

The OFT has been a bargaining agent for DODDS employees for about twenty
years. Based on that experience, the OFT strongly support the legislation before us,
H.R. 3975, and urges the Congress to enact it. The protections and benefits included
in H.R. 3975 are particularly important as we face a drawdown of U.S. military
forces. While this drawdown is the result of positive changes in world affairs, it will
nonetheless result in dislocations of dedicated civilian employees who serve the
members of our military and their families in DODDS schools in all comers of the
world.
The OFT would like to offer some specific comments and suggestions in reference

to H.R. 3975. In Section 2, Temporary Measures to Facilitate Reemployment of Dis-
placed Teachers, subsection (c), entitled Limitation, the OFT suggests that the
twelve month limitation be extended to twenty-four. Most school systems hire teach-
ers during the spring for the following academic year. Few teachers are hired during
the remainder of the year because school staffing is set well before the time school
opens in the fall. If a DODDS employee is displaced and receives a Reduction-in-
Force notice in the spring and is not hired almost immediately by another school
system—the employee may have to wait until the following spring to find employ-
ment. Lengthening the period for consideration by DODDS to twenty-four months
would alleviate this problem. Normally, twelve months is a reasonable period of
time for someone to find employment, but that is not the case in teaching because
recruitment occurs during a short period of time in the spring for the following aca-
demic year.

Section 3. Teacher Recruitment. The OFT strongly endorses this section and has
called for the passage of similar legislation for many years. The OFT recently con-
ducted a survey in the Mediterranean Region, a region representing about ten per-
cent of the DODDS teacher workforce. The survey, for which there was a ninety per-
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cent response rate, shows that less than ten percent, or sixty-four, of the teachers
in the DODDS Mediterranean Region are locally hired. Of the sixty-four-local-hires,

only eighteen had no housing allowance of any kind, the remainder had housing al-

lowances through their civilian or military sponsors.

The OFT survey also revealed that fourteen of the eighteen employees without
housing allowances were employed for more than four years. In fact, a fixll two-
thirds (twelve of the eighteen) were employed more than nine years. Thus, these
employees are not a transient group without a commitment to DODDS. On the con-
trary, OFT beUeves they are dedicated, successful career employees who have prov-
en themselves and deserve equal compensation for equal work. If one considers that
the average housing allowance is about $10,000 per year, the total annual cost for

the eighteen employees in the Mediterranean Region is $180,000.
In regard to allowances for transportation, most DODDS employees return to the

United States every two-years at a cost of about $2,000. A family of three (some
employees are single with no dependents) would cost about $6,000 every two years
or about $3,000 a year. Thus, transportation costs for the eighteen locally hired em-
ployees and their families in the Mediterranean Region would cost about $54,000
annually. OFT beUeves this sum of money is small in comparison to the service pro-

vided by these dedicated employees. Again, they deserve equal compensation for

equal work.
Section 4. Compensation; Leave Transfers; Recertification. EstabUshing a vol-

untary leave transfer program and leave bank would allow colleagues to assist each
other during times of difficulty—times when they are faced with illness and the pos-
sibility it will be compounded by not having a paycheck. Being unable to transfer
leave and to contribute to a leave bank has caused long-lasting financial hardships
for some of our DODDS teachers. Passage of this legislation would provide DODDS
employees the same benefits enjoyed by other government employees.

In regard to recertification, the OPT fially supports changing the recertification

program as stated in H.R. 3975, which would allow greater flexibility in the course-
work an employee can take and woidd set a realistic limitation of six semester
hours.

Section 5. Continued Health Benefits. Capping the employee contribution of those
who are involuntarily separated due to a reduction-in-force, within a specific time
frame as described in the legislation, is an important safety. The government must
recognize that its civil servants, the DODDS teachers in this case, may be seriously
harmed through no fault of their own. In addition, the legislation sets a realistic

limit to the government's liability.

The Overseas Federation of Teachers wants to be on record strongly supporting
this legislation. The OFT and AFT applaud your eflFort to provide reasonable bene-
fits and conditions for DODDS teachers who serve our military families around the
world. Thank you.

Mr. Rollins. Mr. Chairman, may I ask a request? From review-

ing my testimony, I found I left out some major provisions. I would
like to have the opportunity to submit those later for the written
record and I would like to comment on a couple of them that I

think are essential based on testimony. One is the recertification

and one is compensation.
Mr. McCloskey. Please.

Mr. Rollins. On recertification, sir, the intent is to put DODDS
Program on comparability with the United States. As a norm, in

the United States when a teacher is hired initially by a school sys-

tem, they are asked to be certified to teach in certain subject mat-
ters and be credentialed by a State to teach. Then that respective

State requires a period of time, 5 or 6 years, that teachers are to

be recertified with additional hours of credit. Six hours is the norm.
That we agree with. But what DODDS has done, they've taken one
step further. After our initial recruitment and certification, instead

of requiring just 6 hours of additional work, and we do not wish
to change what they now have in terms of that should be in what
we're working or anything at DODDS, we're in agreement with the

regulation on that.
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What we're seeking is to abolish the position they take that in

order to be recertified I must meet the new standards that they
create in the last 3 years of my cycle. The effect of that is to say
that I can be hired today and 6 years from now no longer qualify
to teach in that subject matter, nor be reassigned or anything of

that nature because I don't meet the new standards that they in-

corporate for new recruits. I know of no system in the United
States that requires that additional standard. I don't deny DODDS
trying to upgrade their teachers and I support that as long as they
would give us support in tuition assistance and training, but that
opportunity doesn't exist by any degree overseas. They require
graduate work only. A lot of times our careers do not require addi-
tional hours of graduate. A lot of undergraduate work is all we
need to upgrade our standards.
Mr. McCloskey. How about the concern, Mr. Rollins, I think ex-

pressed by Mr. Stremple, that it be in a particular area?
Mr. Rollins. Sir, we agree that it should be in compliance with

the reg. that they say 3 hours will be in what we're presently
teaching and 3 hours of anj^hing else in DODDS. We don't deny
that. We're in agreement with that. But what has happened with
the stipulation of the 3 year cycle at the end and what happened
in DODDS to give you an example, in 1989 and 1990, they incor-

porated enormous changes in their standards and the facts will

show, if evidence needs to be presented, that half of the DODDS
elementary work force were disqualified overnight with these new
standards, that those teachers presently on board did not have.
Therefore, if they held firm with those requirements, they could not
have been recertified at the end of their 6 year cycle.

DODDS has other discrepancies related to that. Unfortunately,
and Dr. Stremple and I have discussed this many times and he has
expressed a willingness to share with us an attempt to try to re-

solve some of these difficulties, but I can seek only legislation to
put us on a par with the United States. But the other discrepancies
are that—fortunately Dr. Stremple waived the qualification stand-
ards for reassignments. But we have an accreditation agency called
North Central Accreditation which accredits our schools on a period
of 7 years. Each time they investigate one of our schools and they
find an employee who does not meet the new standards for that
year, they are discredited and therefore in many instances reas-
signed involuntarily because they are no longer certified in a sys-
tem they were certified in initially. We find that a tremendous dis-

crepancy that needs to be addressed. With this legislation, it would
put us on par. We're not trying to lower the standards, we're trying
to face reality and seek some means of having our people remain
qualified to teach.
The other one is compensation. Many people do not understand

that when the law was passed in 1959, prior to the law we were
competitive service employees and at that time a grade equivalency
of a seven, GS-7. So, when the law was passed, they sought to put
our pay on a comparability with a GS standard and also with our
enrollment standard in DODDS. The facts are that when they put
100,000 population standard, that was just something to go by be-
cause those pay systems in urban systems seem to be something
comparable to competitive service employment at that time.
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Since that time, we not only have moved away from the G-7
standard, but in some regards we're even all the way up to GS-
12 standards now for certain benefits in the program. But at the

time that they put the law into effect, the urban school systems of

100,000 plus was the comparability to try to make us at least com-
petitive to what we were at the time. Now, since that time, as the

facts will show, urban centers no longer have the money.
Mr. McCloskey. Mr. Rollins, I've read that in your testimony.

Mr. Rollins. Yes.
Mr. McCloskey. Actually you talk about recertification and the

salary discrepancy situation and you've anticipated two of the

major questions I did want to ask you. But what would you sug-

gest? Would you want an average of the
Mr. Rollins. Sir, by deletion of the word "urban" as J;he testi-

monies have shown, it would definitely give us the benefit of add-

ing suburban America to our salary and it would double the num-
ber, approximately double the number of systems to be surveyed.

But I don't find that an administrative problem. Even if it's nec-

essary, we'll do it for them. Up until the early 1980s, NEA did the

survey anyway and gave it to the wage fixing authority and they

just adopted what NEA did. It's only been in the last few years

that they decided to do it themselves. We most willingly will go

back to help with the survey in order to put our salary back in

comparability with the United States.

Mr. McCloskey. Well, what would you say are the average sal-

ary discrepancies? Obviously to some degree you think DODDS
teachers are being exploited compared to their state-side brethren.

How bad is it on salary?
Mr. Rollins. Right now there's a discrepancy of $2,000 to $3,000

only. But what's happening over a period of time is that school sys-

tems like the big cities have not increased salaries. As a matter of

fact, they've decreased them. So, as we're stuck with those cities,

we're subject to have our salary reduced. This year we estimate a

2 percent pay raise. Last year it was marginally 2 percent. We
have not been able to even keep up with the Federal standards of

what is comparability for other Federal service and military.

Mr. McCloskey. I guess I understand that, but as you know,
part of the reinventing government motif is economy, fewer posi-

tions ultimately, fewer costs. I represent Bloomington, IN. The
headlines today are Thompson Electronics in essence pushing for

$4.50 less hourly in benefits for RCA employers. I think what Mr.

Stremple has said, it's a buyer's market. He claims no problem in

essence, I guess, in staffing these positions for however many they

need with quality people.

So, that's not to say all your concerns aren't valid, but my obvi-

ous point is we are in tough fiscal times and you are not alone. Ob-

viously in a way, much of our bill cuts against the grain on all this.

Wouldn't you agree?
Mr. Rollins. I'll start with the business of recruitment. The

record could be shown also that a great number of our recruitment

counseling teachers in lower paying school systems are seeking a

bigger pay. So, we're not comparable to some of the better systems

and know why they wouldn't go overseas, especially with the

present political climate as it is.
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Mr. McCloskey. Well, the Post Office does two-tier hiring now.

There's two totally different wage bases depending on when you're

hired.

Mr. Rollins. Yes.

Mr. McCloskey. I don't particularly like it, but these are the

times.
Mr. Rollins. Yes, sir, I understand that.

Mr. McCloskey. These are the times we're in.

Mr. Rollins. And I know that ought to be considered. But our

purpose is to try to put us on the standard by which we won't slip

further, lower than what we have now.

Mr. McCloskey. Your figure is that a DODDS teacher gets on

average $2,000 to $3,000 less than what they should be getting?

Mr. Rollins. Yes, sir. Other than what I'm calling suburban

America, yes.

Mr. McCloskey. I ask if anyone wants to chime in on this ques-

tion. It strikes me that it must be a fairly unusual system, DODDS
schools, and I have to learn more about DODDS schools as far as

communication. I was struck by the idea that there's no local school

board over there. I know we're going to hear from other people

after this, but if you have a concern about curriculum, if you're a

parent with concern about curriculum or there's a concern that a

teacher or a parent has, is there really a structure and quality

process to get change and conflict resolved?

Mr. Rollins. Sir, speaking of the curriculum area and budgetary

concerns and so forth, we have incorporated what we call school ad-

visory committees that are structured from the school levels on the

national level. That is a forum by which these issues are addressed

by the parents and teachers to seek some informal, if not formal,

resolutions. Then we have a negotiations arena in which employees

can address some concerns for relief. But we don't have a forum

that links the school level to the national level in between that can

somehow express concerns in these arenas. There is no schoolboard

overseas and our schoolboard, as previous testimony was—every-

thing in DODDS now in Washington.
Mr. McCloskey. So, is there a real process communications

problem? Do you have a real problem here or are all these concerns

in essence adequately taken care of?

Mr. Rollins. Well, as far as communications, I don't know how
to answer it other than with this consolidation more and more con-

cerns are raised about being further and further removed from the

point of resolution, being in Washington versus overseas. And em-

ployees as well as parents had expressed a concern that they no

longer have the ability to directly get involved in some of these at-

tempts.
Mr. McCloskey. Anyone else want to comment on the question?

Mr. Rollins. I have one last issue that needs to be addressed

and that's the employment of displaced teachers. I did not want it

to be misunderstood that under contract we have reemployment

rights for union employees in our union, that if we're displaced be-

cause of RIF we have priority consideration for 2 years.

What we're seeking here is there are some people that are non-

union that are temporary hires. Their dependents as well as other

unions don't have that provision in a contract. At least the legisla-
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tion could say that all employees would fall under some kind of re-
consideration, reemployment rights.

Under present practice, if a local hire dependent is displaced be-
cause of the RIF procedure, being a temporary hire they have no
rights under RIF. They are displaced. They have no return rights
over anyone else, even though they remain overseas on the same
site or are reassigned by the military to another site. They pres-
ently have no guaranteed reemplojrment rights and we seek to
have at least those folks have some kind of priority consideration
on rehires if they're displaced because of draw down procedures.
Mr. McCloskey. Thank you for those comments.
Mr. McGee. Can I make a comment, then, on your earlier ques-

tion?

Mr. McCloskey. Yes, I'd hoped that you would.
Mr. McGee. You were talking about whether or not and how we

go about getting issues resolved and solved and there are many
times in which we have sent problems up to Dr. Stremple and at-
tempted to actually have them resolved, but I'll give you an exam-
ple.

About a year ago we had a teacher at one of our schools down
in Panama who was a stepdaughter to Dame Margo Fontaine, and
in order to be able to get this individual leave without pay to take
care of this dying woman we had to go through Congress. OK? It

took over 3 months to get this resolved and a lot of congressional
inquiries and she ended up getting her leave without pay 1 week
prior to the death of Ms. Fontaine. OK?

So, there is a problem. I will say, at least where I have been in
Panama presently for 6 years, we have a problem. I can't speak for
all the other
Mr. McCloskey. If you have any ideas you could communicate,

not necessarily in the context of this legislation, writing them per-
sonally to me, I hope to make some visits at DODDS sites.

Mr. McGee. Well, I think, bringing the issue up, I think that
being here right now and having the opportunity to present this to
you, I think that some of these issues, some of the letters that the
teachers have written will be taken a little bit more seriously, so
I'm an optimist.

Mr. McCloskey. As something that has come up. We don't have
in this legislation any mandate of transfer policy, but, listening to
Mr. Otterson, being stuck in nightmare alley indefinitely, would
there be any comments from anyone else about the strong need for

a formal transfer policy that in essence
Mr. McGee. As an example, I've been in Panama for close to 6

years now and I've applied for a transfer every single opportunity
and presently—well, I'll give you a good example. What's happened
is, because of the complication—we have a transfer program that
allowed for a point system—^because of how hard it was to imple-
ment this, they did away with it and would only go with service
computation date. So, if I had a low service computation date, I

could have sat down in Panama for, let's say, 6 years. A teacher
could come in from (Germany who has a high service computation
date and she could be gone next year, but I will continue to sit in

Germany because DODDS is not willing to develop a good system
to be able to handle all these problems.
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Mr. McCloskey. Mr. Stremple, would you have any reaction to

that? I mean, quite frankly, I guess I personalize many things, but
I spent 1 year and a half once in Tripoli, Libya, 18 months, and
I felt every day and every hour of it at the time as a young airman
and I have these nightmares about being reassigned to Tripoli,

Libya, about once a year. I go back and some of the personnel have
changed and some haven't, but 7 or 8 or 9 years in a place where
you and your family are miserable, what does your system do for

mobility and redress in cases like that?
Dr. Stremple. Chairman, we have, with at least our major

teachers association, a transfer program that has been—there's

been some impediment as a result of the draw-down because we
have as a requirement that the first thing we do is to take care
of excess employees, so that
Mr. McCloskey. Could you come up and sit there and speak into

the microphone? This will probably be the only thing I'll want to

ask you right now.
Dr. Stremple. He'll keep me accurate with it, but, in the case

of transfers we had a rather active transfer program just a few
years ago before the draw-down started and we had criteria for

moving people that we worked out with the association and in con-
cert with the association. We have committees from the teachers
association that are involved and were involved in that process.

The draw-down, though, has made an impact on our ability to

transfer people because we establish and we believe we ought to es-

tablish the idea that the first thing we're going to do is take care
of excess employees so that when there is a draw-down, when peo-
ple come home and we're closing schools and so on, we want to give
the first priority to those teachers wherever there's an opening in

the system throughout the world and it reduces the number of op-
portunities that are out there to transfer people.
And then after that, we look at a transfer program that, first of

all, takes into consideration the personal problems, such as health
problems and this kind of thing, and then we look at remote areas
and there are points ascribed on the basis of the remoteness of the
area, Korea being one of them—I think Korea is one of them—and
then seniority in that particular area and so on.

So, there has been a system. Transfers for us are very expensive.
Budget is a consideration. It costs $15,000 to $18,000 to move
somebody around the world and so on, and so that, to be candid,
has been a constraint. But, we did have a reasonably well working
transfer program and then problems were created as a result of the
draw-down. Now, perhaps we can do better with it. Maybe there's

a fairer way to do it.

But I personally am not opposed to transfers. I think it's a
healthy thing to do within budget constraints and within the need,
whether it be the obvious need to take care of excess employees
first and then begin looking for ways to transfer people.

I've had some of the same nightmares you've had, incidentally,

and they're real. They do exist.

Mr. McCloskey. Can you say, once we get to wherever it's likely

going to be in the draw-downs and all that, that there could be a
real start at a policy of priority transfers involving the remote and
stressful areas and so forth?
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Dr. Stremple. We did have that in practice. Now, was there ab-

solute satisfaction? No, because we have far more people wanting

to transfer than you're able to transfer, but we did have a process

that involved committees composed of both management and teach-

ers and so on and worked at it to the best of our ability. But in

the last 2 or 3 years it's been a tough call because we've had to

—

the first thing we say is don't hire anyone until we place our excess

employees, and I think that's fair.

Mr. McCloskey. Could there be a meeting of the minds between

you and Mr. Rollins as to what you've heard him say on the

recertification concerns?

Dr. Stremple. Yes. I heard what Jack said. We do have a little

tougher standard than many school districts in terms of

recertification. We don't lay people off if they're not recertified, but

we do make periodic changes in our certification requirements as

we see needs for different standards for teachers in terms of back-

ground that they need to teach in a particular subject area and so

on.

And we had set some limitations. That's true. If you don't meet
these standards, then we won't transfer you, as an example, and
that kind of thing has gone on. But we haven't laid people off.

Mr. Rollins. Also because of your waiver
Dr. Stremple. Yes. We waive a requirement and we don't lay

people off, but we do put some hurdle there. If you don't meet the

standard, then we're not going to transfer you to another position

and so on.

But I think the question is a matter of standards. Should we
practice what's going on basically in the United States or set a

higher standard. This area is close to my heart. I think the stand-

ard ought to be as high as we can live with.

Mr. McCloskey. I'm sorry? Your last comment was?
Dr. Stremple. The standard for certification of teachers ought to

be as high as we could possibly live with and I feel strongly about

that.

Mr. McCloskey. And as Mr. Rollins has said, the curriculum,

the 6 hours or whatever, obviously would be in a pertinent area for

the school systems
Dr. Stremple. Right. Well, we're in agreement there. That's

right.

Mr. McCloskey. Anyone else have anything else they want to

add here?
Mr. Otterson. Mr. Chairman, you might wonder, if I never re-

ceived a transfer from DoDDS, how did I move from Korea after

7 years to Okinawa. The director in the Pacific

Mr. McCloskey. It did cross my mind, actually.

Mr. Otterson. The director in the Pacific, Dr. Jerry Bruno, rec-

ognized the hardships of living in Taegu Husan in a small base

called Chin Hen and instituted his own transfer program in his

own realm in the Pacific last year in order to move people out of

those locations and into bases in Japan and Okinawa. He moved
about 62 teachers just in the Pacific, about 12 from the school that

I'm teaching; then the worldwide program, moved another 65.
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It's surprising to me that such a big group of schools throughout

the entire world can only move the same number that the small

Pacific region moved.
Mr. Rollins. Sir, if I may, the bottom line from our standpoint

is we want Congress to tell the system they will have a transfer

program, but you have sole jurisdiction on the management of what
it's going to cost and how many people you're going to move. All

we ask is the standard be there. It's been canceled on us twice and
we have no way to deal with that. So, if nothing else, just say you'll

have the program and then we'll work out the details.

Mr. McCloskey. It would seem to be basic common sense and
to everyone's benefit.

Dr. Stremple. Well, let me respond and be candid. If you're

going to mandate it, let's pay for it. It's a costly kind of thing.

Mr. McCloskey. Mr. Stremple, that's a given. We only do that

to other units of Government, counties and cities and States. I'm

a former mayor, so I know there's faults in that area.

I thank you all very much. It's been very helpful and educational,

I might add. Thank you.

Our final witness is Michelle Webb, president of the National

Military Family Association.

Ms. Ahl. Mr. Chairman, Michelle Webb is the president of the

National
Mr. McCloskey. Excuse me. I had a previous list. The updated

list is you're Catherine Ahl, then, director of Government Relations

and Education Specialist, National Military Family Association.

Ms. Ahl. That's right.

STATEMENT OF CATHERINE AHL, DHIECTOR OF GOVERN-
MENT RELATIONS AND EDUCATION SPECIALIST, NATIONAL
MILITARY FAMILY ASSOCIATION

Ms. Ahl. Mr. Chairman, the NMFA represents, of course, mih-

tary families. This includes spouses who may also be DODDS em-
ployees. Most importantly in a hearing about DODDS or anything

concerned with DODDS, we represent the consumers, namely the

children of military families stationed overseas.

Traditionally, military families consider education one of their

highest priorities. They will choose to live far away from the mili-

tary facility where the member works in a house sometimes they

can barely afford just to ensure their children attend the best

schools. When these same families go overseas, there aren't a lot

of public schools to choose from. There is only one public school,

namely DODDS.
I have to at this point agree with Dr. Stremple and highly en-

dorse that, as military parents, we would like higher standards in

the schools which educate our children. We have no problem with

that whatsoever, and, as written in the bill, I am concerned about

the recertification which would allow 6 hours in any subject. But
it appears to me—I suppose one advantage of going last is you can

sit and listen to what everybody else has said and sort of revise

what you're going to say. It appears to me that both OEA and
DODDS agree that the 6 hours with 3 being in the subject area

would be the best way to go.
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The main section of the bill that NMFA is opposed to, and a very
large red flag went off when we originally read the bill, and that
is the section 3(a) concerning teachers recruited overseas. The first

section says that it would apply to local hires after 1 full year in

a teaching position, and then the next section says the only excep-
tion would be a military spouse. I have to read this as saying the
spouse of a Federal civilian employee would be able to, so to speak,
double-dip and receive benefits adready given to that family, but
the spouse of an active duty military member who was ordered
overseas would not be able to receive those benefits. We want to

see it either one way or the other. Either cover everybody you have,
everybody that is a teacher in the system regardless of where
they're hired the same benefits, or don't give them to any spouse
of an employee who is already receiving benefits.

Mr. McCloskey. I think that's an excellent point. That can be
corrected, I'm sure.

Ms. Ahl. All right. And I think in some informal discussions be-
fore the hearing started I got that idea from others too, and so that
would please us very much.
NMFA has traditionally worked in the past many times with

OEA, with DODDS to ensure equitable treatment for DODDS
teachers, many of whom are of course military spouses. We have
a terrific NMFA representative in Wiesbaden, Germany, who is not
only a military family member but is also a DODDS teacher. She
recently initiated a letter writing campaign on the subject of inad-
equate health care services overseas, and, as a direct result of her
actions and all of these many, many, many letters that came flow-

ing in, DOD officials made a trip overseas to look into the problems
of health care there.

In addition, NMFA has requested that DOD include all DODDS
teachers in the count of beneficiaries which determines staffing re-

quirements in military hospitals. We've also suggested some im-
provements be made in the FEHBP plans overseas, so this is some-
thing we're constantly working on.

[The prepared statement of Ms. Ahl follows:]

Prepared Statement of Statement of Catherine Ahl, Director of GtovERN-
MENT Relations and Education Specialist, National Military Family Asso-
ciation

The National Military Family Association (NMFA) is a nonprofit, predominantly
volunteer organization with membership from the seven uniformed services, active

duty, retired, reserve component and their family members and survivors. NMFA
is the only national organization whose sole focus is the military family and whose
goal is to influence the development and implementation of poUcies which will im-
prove the lives of those family members.
Mr. Chairman, NMFA appreciates the opportunity to express its views to this

Subcommittee. We represent the consumers of the Department of Defense Depend-
ents Schools (DODDS), namely the children of mihtary families stationed overseas.

These families consider the education of their children one of their highest prior-

ities. Within the United States, military families often choose to live at a great dis-

tance from the job site and in a house they can barely afford just to ensure their

children attend the best schools. When stationed overseas there is only one "public"

school, DODDS. We must assure these families that the education their children re-

ceive is comparable to the best schools in the United States.
NMFA concurs with the provision of H.R. 3975 estabUshing a volunteer leave

transfer program and a voluntary leave bank program for DoDDS teachers. All

other federal employees are eligible for these programs. NMFA also concurs with
Section 5, Continued Health Benefits, for the same reason.
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NMFA is concerned about Section 4(b) of the Bill. It would allow teachers to be
recertified by taking 6 semester-hours of graduate or undergraduate coursework in

any subject area taught in DoDDS. In other words if I am certified to teach health

and physical education (which I once was) and I take 6 hours of French, I will meet
the reouirement for recertification in health and physical education. How two class-

es in French would make me a better physical education teacher escapes me.

DoDDS presently requires 6 semester-hours for recertification and requires that 3

semester-hours be in the current certified subject. It certainly is not unreasonable

to expect teachers to keep oirrent on the subject matter they teach. The poUcy is

based on what is best educationally for the students—not what an individual teach-

er would like to take. The oirrent recertification poUcv appears to be successful

judging by the 1993 DoDDS Parent Report Card. The lack ofteacher training in cur-

rent education practice was identified as a problem by 11% of the parent respond-

ents in the 1989 Report but dropped to 9% in 1991, and to 6% in 1993. If DoDDS
is forced to allow teachers to take courses in any subiect for recertification, NMFA
E)redicts parents will again express dissatisfaction with their children's teachers. To
egislate teacher certification rather than basing it on accepted and proven edu-
cational standards is to court disaster.

NMFA also has a few questions regarding Section 2 of this Bill. Does "full consid-

eration" mean priority placement or preference? Would DoDDS teachers, involuntar-

ily separated due to a reduction in force, be given the same preference as a veteran

or military spouse? Section 6 Schools, those schools located on a military installation

and fiinded and administered by the Department of Defense (DoD), would seem to

be the primary "agency" which hires teachers. Have Section 6 schools been con-

sxilted or asked to comment on this proposal? In order to be eUgible for transition

benefits, separation pay or priority placement, a military member of federal civilian

employee must have served a minimum niunber of years. There is no such require-

ment for DoDDS teachers in this section. NMFA recommends that all the groups
involved with this issue be consulted and hold discussions to assiu-e DoDDS teach-

ers and other employees are afforded transition benefits equitable to those offered

to other Federal employees.
The strongest objection NMFA has to this bill is Section 3(a) concerning teachers

recruited overseas. Subsection (IXdXl) would provide full benefits of household
goods relocation and housing allowances to local hires after one fiill year in a teach-

ing position. The only exception would be a military spouse. A spouse of a federal

civihan employee would be able to "double dip" and receive benefits already given

to that family. The spouse of an active duty military member who was ordered over-

seas would be prohibited from receiving those same benefits. Mr. Chairman, this

section is extremely offensive and blatantly discriminatory to military families.

NMFA would recommend that the words "a member of a uniformed service" be
replaced hy "any employee of the United States Government" in Subsection (2)(A).

Then Section 3(a) would apply to spouses of any federal employee, civilian or mili-

tary, who is separated from service and therefore no longer eligible for benefits. It

would also apply to those teachers legally separated or divorced while overseas. An
alternative would be to equally apply the increased benefits to miUtary spouses.

Mr. Chairman, NMFA has worked in the past to ensure equitable treatment for

DoDDS teachers, many of whom are military spouses. The NMFA Representative
in Wiesbaden, Germany, is a DoDDS teacher and a military family member. She
recently initiated a letter writing campaign on the subject of inadequate health care

services overseas. Her actions resulted in DoD ofiicials traveling to Europe to inves-

tigate the situation. Several positive changes have since occurred.

Mr. Chairman, NMFA fully supports many of the initiatives in H.R. 3975. How-
ever, the objection we have made in this testimony are of such importance to our
members that we must oppose H.R. 3975 in its current form.

Ms. Ahl. I would like, if you would allow me, to comment on
your question about school boards.
Mr. McCloskey. Please do.

Ms. Ahl. OK. Being a military spouse and having lived overseas
several different times, I have been a substitute in the DODDS
school. I have had two children who attended DODDS schools, and
the last time we were overseas I was chairman of the School Advi-
sory Committee or SAC. At times it worked well, but at other times
the word advisory gets in there. It is not actually a school board
that has any lasting input if the person in charge chooses not to

receive that input or make the change that's requested.
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There has been a concerted effort over the years to try and
strengthen the school advisory committees and in some places it

works wonderfully and in other places it doesn't work as well. But,

the fact is that they're still advisory. They're not school boards as

are mandated by local jurisdictions in the States.

Mr. McCloskey. Would you say that the problems come from the

base commanders as well as the school administrators?

Ms. Ahl. No. The base commanders really are not involved in

the administration of the DODDS school system. The frustration

comes sometimes—there is a system. The local SAC can request

something of the principal. The principal has 2 weeks to reply to

that request in writing. If the principal says no to whatever the

suggestion is, then the next step is to write the district super-

intendent who then has 2 weeks to reply. If the district super-

intendent says no also, the next step is to write the regional super-

intendent who then I believe has 1 month to reply. And if the re-

gional superintendent says no, then you can write directly to

DODDS headquarters and they have a certain amount of time to

reply. Unfortunately, by that time many of us have orders and are

moving to the next duty station before we've ever gotten the final

answer.
There is a system and I don't want to say it doesn't work, but

there are certain restrictions because it's advisory. I have a great

concern at this time, because it appears that the Department of De-

fense is trying to make the section 6 school boards advisory rather

than having any real authority, and this is going to put them in

the same situation. If a superintendent or a principal chooses to

take the advice, then everything is fine. If they choose not to take

the advice, a lot of problems can occur as a result.

Mr. McCloskey. Do you think there is a structural or adminis-

trative vehicle to correct this, given the particular function of

DODDS schools? Can these boards be more than advisory and in

essence their input be respected more without sacrificing uniform-

ity or rights within the system? There could be designated areas

where you really have significant power, wouldn't you say?

Ms. Ahl. You know, I think so much of it depends on the rela-

tionship between the local administration and the parents there,

and I think in many cases perhaps more leeway needs to be given

to the local schools to initiate certain programs that don't cost

money, that are innovative, and I think that's being done in many
cases. I must say that my experience was 5 years ago or 6 years

ago and I have seen much improvement since then, but I know that

we still as an association receive comments from our members that

there is still some frustration.

Mr. McCloskey. Unlike schools elsewhere.

Ms. Ahl. OK. Right.

Mr. McCloskey. I'm just being facetious.

Ms. Ahl. No, I realize that, but I think when the two commu-
nities, the families and the schools, including the administration,

teachers, work together, it works well. And I think we're getting

more to that point. We are hearing less complaints about it.

And I don't think there's a solution that you can make the school

board overseas have absolute authority, because that board would

not have the authority to raise taxes or fund the school.
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Mr. McCloskey. A fairly unique situation.

If you don't mind, I might ask Mr. Stremple if there's anything

pending on communications, school board type improvements.
Dr. Stremple. Well, we have—there is no plan to establish for-

mal school boards in the DODDS school system. And I understand

what Ms. Ahl is talking about because my wife has been working
with school boards. We don't have a similar—and it's such an
amorphous thing. I don't know exactly how you'd put it together

with shifting populations and commands and this kind of thing, the

student bodies turning over and so on.

Perhaps something could be done in that area. It's just that it

isn't an area where I focus because we had other fish to fry, I

though, in terms of curriculum matters and this kind of thing. We
did strengthen advisory committee processes in the last few years

since I've been here, requiring that the regional superintendents

and the district superintendents right down to the school level have
strong advisory committees.
The Congress, when they established the overseas school system,

did direct that there be an advisory committee from the United
States composed of educators and people within the school system
and military people and so on, people from the teachers association.

They only meet three times a year, but we treat them not dissimi-

lar to the way you treat a school board. When they give us direc-

tion, we follow through assiduously and report back to them and
have put into practice many of their ideas and it's not taken light-

ly, but they are not in the position to mandate.
Mr. McCloskey. Well, what would be the impact of local parents

on a curriculum decision as to what's going to be offered?

Dr. Stremple. Well, we encourage that and want it, and to a
large extent it does go on. We require that curriculum be a major
part of the school improvement program. We have the school im-

provement practice where every school has to come up with and de-

sign programs to improve their school on a yearly basis and the

parents are supposed to be involved. As Catherine Ahl indicates,

you have degrees of practice that are better in some cases and oth-

ers, and so on, but it's one that from here we drive it. We drive

it and insist on it and check it.

Mr. McCloskey. There is really qualitative parent-teacher

input?
Dr. Stremple. Yes, there is. In addition to that, we do a survey

every other year of our parents and we take the curriculum areas

and all areas and ask for their feedback and use that. We use it.

We check it school by school and where we see problems we go
after it, so there is that kind of process.

Is it perfect? I'm not going to say it is. No. You've got the same
kind of communication thing you have in any school system and so

on, but we don't have, as Ms. Ahl said, we don't have the school

board that's hiring the local superintendent, which makes a big dif-

ference, you know, in the reporting processes and so on. No, that

isn't in effect. Could it be? Well, possibly. I'm not in a position to

talk policy-wise about that.

Mr. McCloskey. Well, thank you, Mr. Stremple.
Ms. Ahl, you have anything else?
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Ms. Ahl. No, sir. I think I've had my say. I hope that some of

the concerns that each of the groups have about what is in the bill

can be worked out to the satisfaction of everyone, and I hope that

all the groups involved will sit down and discuss these issues and

come to some sort of resolution, again remembering what this is all

about. It's the children that we're educating. That's the bottom line.

Mr. McCloskey. Do you, as a parent and a teacher and a mili-

tary wife think the transfer policy is a big item and that we need

some work there?

Ms. Ahl. I can't really speak to that, not having been around a

DODDS school in several years. We were stationed in the Phil-

ippines and it always seemed to be an issue there. There were

teachers that were trying to get out of the Philippines and couldn't

seem to do it, but I really cannot address that. I know it was a

problem at that time and I'm sure there are people in areas that

are not as good as others and, frankly, the gentleman from Korea,

if we're only assigning military there for 1-year unaccompanied and

2-year accompanied tours, we really ought to make an attempt to

do the same thing for our teachers. We don't want demoralized

teachers teaching our children.

Mr. McCloskey. Thank you, Ms. Ahl. It was very helpful.

I thank everyone, and the hearing is adjourned.

[Whereupon, at 12:02 p.m., the above-entitled matter was ad-

journed.]
[Additional material submitted for the record follows:]

National Military Family Association,
Alexandria, VA, ApHl 5, 1994.

Hon. Frank McCloskey,
, ^. ., « ^

Chairman, Subcommittee on Civil Service, Post Office and Civil Service Committee,

Cannon House Office Building, Washington, DC.

Dear Congressman McCloskey: The National Militaiy Family Association

(NMFA) appreciated the opportunity to testify before yovir Subcommittee on H.R.

3975 As stated, our two objections to the Bill were the recertification section and

the discrimination against military spouses in Section 3. All parties at the hearing

seemed willing to compromise on these two issues, and we are hopeful they wiU be

removed or changed before the Bill moves forward.
^ o u i

You requested more information concerning the attempt to make Section 6 School

Boards advisory. Prior to 1978 mihtary commanders ran schools at theu- installa-

tions Congress decided this gave one individual too much control and created a sys-

tem of checks and balances. Section 6 schools were authorized to be operated hke

aU other schools in the country through elected school boards. These boards were

"empowered to oversee expenditures and operations." Military families have ex-

pressed satisfaction with this system. Section 6 schools give them the opportumty

to have legitimate authority over the education of their children.

In December 1992 the Director of Section 6 schools announced through a memo-

randum to Superintendents that the boards were only advisory and had no red au-

thority Military parents contacted their Congressmen about this change, and House

Report 102-200 noted "with concern the issuance of recent DoD directives altering

the oversight role of Section 6 school boards established by statute." In addition the

Conference Report on H.R. 2401 (the 1994 Defense Authorization Bill) adopted the

House language and directed the GAO to "include the role of local school boards in

its review of Section 6 schools." When NMFA contacted GAO regarding the study,

GAO stated they had no plans to visit Section 6 schools or interview board members

or parents. Instead, the information has been gathered from discussions with the

Director of Section 6 Schools. j xu *.

NMFA has received calls from school board members and parents concerned that

curriculum changes are being made without the board being consulted, budgets are

not being shares with the boards, and parent input at board meetings is not being

allowed NMFA's goal is to ensure quality education for mihtary children. We be-

lieve this is best accomplished through elected school boards with legal authority
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to oversee that education. Without a change in the law, NMFA does not beheve the
authority of 16 boards can be taken away and put in the hands of one person in
Washington.
Thank you for your interest in our children's education.

Sincerely,

Catherine Ahl,
Director, Government Relations.
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