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EMPLOYING VETERANS OF OUR ARMED
FORCES
WEDNESDAY, MARCH 24, 2004

U.S. HOUSE OF REPRESENTATIVES,
COMMITTEE ON VETERANS’ AFFAIRS,
Washington, DC
The committee met, pursuant to notice, at 11 a.m., in room 334,
Cannon House Office Building, Hon. Chris Smith (chairman of the
committee) presiding.
Present: Representatives Smith, Buyer, Baker, Bradley, Renzi,
Evans, and Snyder.
OPENING STATEMENT OF CHAIRMAN SMITH

The CHAIRMAN. The committee will come to order, and I want to
wish everyone a good morning.
I am pleased to join with Ranking Member Lane Evans and
members of our committee in welcoming all of our distinguished
witnesses this morning, many of whom are appearing before the
committee for the first time. Many of our witnesses represent corporations in the top 150 of the Fortune 500, and we are delighted
to have you with us.
Last year, this committee spearheaded an historic effort to help
small businesses owned by disabled veterans. By allowing veteranowned businesses to compete for government contracts on the same
basis as other fledgling businesses, we began a process that should
pay dividends for this country for many years to come.
Today, we are looking at efforts of companies at the other end
of the spectrum. We hope to learn more about the opportunities
veterans have created for themselves with their unique combination of training and initiative. We will also hear about some exceptional practices among Fortune 150 companies in recruiting and
promoting these patriotic men and women who served in our Nation’s Armed Forces. Fortune 150 companies are a major asset in
our economy, generating some $3.9 trillion in annual income and
employing 10 million workers. As we will hear from our witnesses,
veterans are also a major asset to our country and to our economy,
and possess qualifications and aptitudes that make them a vital
part of so many corporate successes.
Everyone knows that our military develops leaders. Last year,
America spent about $17 billion training our all-volunteer force,
the largest training expenditure of any industrialized democracy.
The purpose of today’s hearing is to gain insight from major corporate players and corporate leaders as to how to best transfer the
(1)
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skills and discipline from this public investment to our private
economy in the form of jobs for veterans.
How are veterans perceived in the marketplace is one question.
Do companies that make a point of hiring veterans obtain a competitive advantage? If so, how can any business tap into this resource and gain a valued business asset?
Before I turn to Ranking Member Evans, with whom I have
served on this committee for his 22 years in Congress, and I have
been serving for 24, I would like to highlight our committee’s economic development package that we began 3 years ago and worked
in a bipartisan way to help prepare former servicemembers for the
civilian workforce.
These initiatives, many of which the President has signed into
law, began under the bipartisan leadership of past and present
members of our Subcommittee on Benefits. They include Congressman Jack Quinn, Bob Filner, Mike Simpson, Silvestre Reyes,
Henry Brown, our current chairman of the Benefits Committee, Michael Michaud, Rick Renzi, Jeff Miller, Jeb Bradley, Ginny BrownWaite, Susan Davis, and Corrine Brown.
Most of our economic development package is now law. And let
me recap its five major components.
First, former servicemembers are beneficiaries of an unprecedented 46 percent increase in the Montgomery GI Bill over the past
3 years to help them get the training that they need;
Second, veterans now receive first-in-line priority in all Department of Labor-funded job training programs;
Third, active duty servicemembers now receive on-site job placement services from Department of Labor counselors prior to concluding tours of duty at our military installations in Korea, Japan,
Germany, and very shortly in Italy and Great Britain as well;
Fourth, veterans can train on the job for up to 6 months under
the Montgomery GI Bill as part of starting a franchise business;
Fifth, veterans and servicemembers can use VA education benefits to enroll in entrepreneurship training funded by Small Business Development Centers; and
Sixth, as I mentioned previously, disabled veterans can now for
the first time compete for federal contracts through new set-aside
and sole source authorities.
Lastly, let me tout a bill that has not yet been acted on, H.R.
1716, the committee’s ‘‘Veterans Earn and Learn’’ legislation. It
would dramatically update the VA’s on-job training and apprenticeship programs to reflect business and industry today. Since about
65 percent of servicemembers are married when they leave active
duty, earning and learning under an employer/VA developed OJT
or apprenticeship plan can serve as an excellent transition tool.
I am delighted to be working with my friend and colleague, Mr.
Evans, and I would like to now recognize him for any opening remarks that he might have.
OPENING STATEMENT OF HON. LANE EVANS, RANKING
DEMOCRATIC MEMBER, COMMITTEE ON VETERANS’ AFFAIRS

Mr. EVANS. Thank you, Mr. Chairman. I appreciate this opportunity to speak and look forward to this hearing. It is very timely
to examine the private sector’s role which we salute in employing
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veterans of the Armed Forces. This hearing now follows on a hearing that the committee held last session to examine the Federal
government’s efforts to assist and promote veterans’ employment
and small business opportunities. Indeed, these are clearly important and timely subjects. We must do all we can to educate, promote and target the business value of employing individuals with
military training.
Before we begin today, I want to welcome all the witnesses. I
very much appreciate your taking the time to share your experiences with us. And I would like to extend a special welcome to Mr.
Steve Wohlwend, who is representing John Deere here today. John
Deere’s headquarters are in Moline, IL, in my district, and I have
had the privilege of representing the people that work there for 22
years. Many of the people who live in that community work at
John Deere. Additionally, I want to express my thanks and appreciation to the organization, Veterans Across America.
And I look forward to working with you, Mr. Chairman, to market servicemembers and veterans as a valuable resource to the
business industries of our country. Indeed, the men and women
serving in the military today are highly trained, highly qualified,
and extremely motivated. They would add value to any small business or corporation savvy enough to tap into this ready labor pool.
Over 200,000 servicemember leave the military every year. Surely
any servicemember with the skills to fly jets planes, cruise battleships, and keep weapons systems on target would be very valuable
to any company seeking the best and the brightest as part of their
workforce. I see no greater issue than the economic well-being of
those who have sacrificed so much to protect us and our economic
system.
I look forward to hearing the witnesses, and I yield back to you,
Mr. Chairman.
[The prepared statement of Congressman Evans appears on p.
37.]
The CHAIRMAN. Thank you very much, Mr. Evans. We are joined
by the chairman of the Subcommittee on Capital Markets and also
a distinguished member of this committee, Mr. Baker.
OPENING STATEMENT OF HON. RICHARD H. BAKER

Mr. BAKER. Thank you very much, Mr. Chairman. I am most appreciative for your interest in exhibiting the importance of the assets of our veterans. The U.S. Government spends a great deal of
time and money in instructing young men and women in the importance of self-reliance, decisiveness, asset allocation, problem resolution skills, the formation of a plan, and instilling the necessary
discipline to see that plan be executed. The members of the panel
here today are exemplary of the fact that there are businesses
which recognize these business skills and actively pursue young
men and women who have left the military because of those assets
that have been instilled by the training our government provides
them.
In my view, we should do a great more, however, for these veterans than give them a few handful of points on a civil service
exam. I believe we should pursue the Small Business Administration resources where we have programs designed today to help var-
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ious sectors of our culture have the opportunity to succeed. Veterans should be held up in high esteem and given opportunities for
excellence certainly within our government where we struggle to
find competent people at the salaries we pay while we have veterans on the streets with skills who can’t get that opportunity for
work. I believe there are great examples of success in looking
through the testimony of the witnesses here today, all of which
have an important message to give us. I reflected carefully on Mr.
Grano’s statement as a financial services participant and found his
views, particularly in light of his own resume, to be particularly
significant.
I hope that this hearing, Mr. Chairman, is more than just an opportunity for the veterans to give us important insights. But I
pledge to you my cooperativeness in working through financial
services or any other committee, development of a plan which gives
back to the U.S. Government the extreme value which these veterans could provide to us if we are only creative enough to figure
out how to take advantage of this collective gathering of skill. And
for that I thank you, Mr. Chairman, and regret I do have my own
committee to run to. But thank you for your courtesy.
The CHAIRMAN. Thank you, Chairman Baker, for being here and
for your great work on behalf of veterans, particularly as it relates
to the business side. And I know you do have your own hearing
and markup, so obviously we know you will have to leave.
I would like to recognize Congressman Rick Renzi, who hails
from Arizona. He is also the prime sponsor of a recently enacted
law dealing with disabled veteran-owned businesses. Mr. Renzi,
please make any comments you would like.
OPENING STATEMENT OF HON. RICK RENZI

Mr. RENZI. Thank you, Mr. Chairman. I appreciate it. I also want
to thank you all for coming out today and particularly for supporting our veterans. I think a long time ago my dad, a retired two
star general, taught us that those people who come together in battle assimilate with each other also in the workforce and that the
work has a major healing effect. And so I really believe that your
efforts are considerably tied to the mental health and well-being of
our men and women.
On behalf of Chairman Brown, who couldn’t attend this hearing
today, he asked me to include his prepared remarks if you indulge
me a second here. Chairman Brown writes, ‘‘As a former member
of the business community, I commend you and Ranking Member
Evans for convening this hearing today, and I join you in welcoming the witnesses. I look forward to their testimony. As the late
author, Michael J. Bennett, pointed out, America’s sons and daughters who served in our all volunteer military are veterans of America’s most demanding prep school, that of war time military. Our
servicemembers do whatever the Nation asks and when they leave
the military, we want them to transition to a good job.’’
Mr. Chairman, I would like to acknowledge a few folks in the audience today. Mr. Rob Lively, vice president of Schering Plough;
Mr. Bob Ravenor, vice president of Home Depot; Ms. Jeannie
Mitchell, Washington representative for Exxon-Mobil; Mr. Terry
O’Mahoney, chairman of the President’s National Hire Veterans
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Committee; and Mr. Hughes Turner, deputy associate director of
the Office of Personnel Management.
Mr. Chairman, I appreciate the commitment of these folks, several who have testified before in front of Mr. Brown’s subcommittee
last summer. They represent some of the finest and outstanding
companies in our Nation.
Thank you, Mr. Chairman.
The CHAIRMAN. Thank you very much, Mr. Renzi. I would like
to ask our distinguished witnesses if they would make their way
to the witness table. Beginning with Mr. Joseph J. Grano, Jr., who
is Chairman of UBS Financial Services, Incorporated. He is also
the Chairman of the Homeland Security Advisory Council reporting
to Secretary Ridge. Mr. Grano was instrumental in helping to bring
about the merger of Paine-Webber with UBS in 2000 when Mr.
Grano was named president and CEO of UBS Paine-Webber and
the following year was named chairman and CEO. Prior to joining
Paine-Webber, Mr. Grano was with Merrill Lynch for 16 years
holding various senior management positions, including director of
national sales. Before joining Merrill Lynch, Mr. Grano served in
the U.S. Special Forces. He became one of the Army’s youngest officers, achieving the rank of captain, was a company commander in
Vietnam, and was awarded the Bronze Star for valor.
Next we will hear from Steven A. Wohlwend, who has been employed by Deere & Company for 26 years. He currently serves as
Senior Division Manager, Industrial Relations, for Deere & Company in the company’s worldwide headquarters in Moline, IL. In
this capacity, Mr. Wohlwend develops, manages, and negotiates
labor contracts with three major unions and oversees the health
and pension benefits for all U.S. Deere salaried employees. He
earned a BA degree at Wartburg College as well as an MA degree
at Iowa State University.
Our third panelist will be Robert W. Smith, III, a Major General
in the U.S. Army Reserve, and he has been with the Ford Motor
Company since 1973. He is currently the Global Controller of Service Engineering Operations. Ford Service Engineering Operations
is responsible for a whole range of activities, including helping to
design future vehicles, developing and delivering technical information, diagnostic tools, equipment, training, and assistance for all of
Ford’s vehicles and implementing the C3P technology across the
customer service division globally. General Smith also manages the
three buildings in Allen Park, Detroit, which house the SEO-North
America and serves as a corporate recruiter. General Smith has a
long and distinguished military career. He has over 34 years of active and reserve commissioned service and served in Vietnam. He
has received the Distinguished Service Medal, Legion of Merit,
Bronze Star Medal, and Meritorious Service Medal, just to name a
few.
Next, we will hear from Mr. Keith Kellogg, who is Senior Vice
President, HomeLand Security Solutions, for Oracle Corporation,
where he oversees a virtual team throughout the company that
helps address the Nation’s homeland defense challenges. Mr. Kellogg, a retired U.S. Army Lieutenant General, joined Oracle last
July after a decorated 32 year Army career that concluded as Director of Command, Control, Communications, and Computers for
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the Joint Chiefs of Staff. He became a vocal advocate for using information technology as an important weapon system in the military arsenal as part of the Defense Department’s transformation.
In addition, Mr. Kellogg gained deep insight into protecting critical
infrastructure by answering the call from the U.S. Government
over the last 5 months when he served as Chief Operating Officer
of the Coalition Provisional Authority, which is charged with rebuilding Iraq.
Our last in this panel will be Wes Poriotis, who is Chairman and
Co-Founder of Veterans Across America, a non-profit organization
that works as an advocate on behalf of veterans, seeking to help
them compete for quality employment. In 1994, at the request of
the Vice Chairman of the Joint Chiefs of Staff, Wes and a colleague
undertook a landmark study of the employment status of a group
of veterans who had transitioned from the military since the end
of the first Gulf War. Mr. Poriotis also founded The Center for Military and Private Sector Initiatives, Incorporated. Its mission is to
persuade American companies to embrace veterans and
transitioning military as a talent pool and as an economic resource.
Raised in a military family based in Mississippi, Wes is the author of a book on corporate job survival, How to Avoid the Pink
Slip. Having received graduate degrees in political science and constitutional law at Mississippi State and Fordham University, he
earned his Doctor of Jurisprudence at Seton Hall University.
If we could begin now with Mr. Grano and proceed.
STATEMENTS OF JOSEPH J. GRANO, JR., CHAIRMAN, UBS FINANCIAL SERVICES, INC.; STEVEN A. WOHLWEND, SENIOR
DIVISION MANAGER, INDUSTRIAL RELATIONS, DEERE &
COMPANY; ROBERT W. SMITH, III, GLOBAL CONTROLLER,
SERVICE ENGINEERING OPERATIONS, FORD MOTOR COMPANY; JOSEPH (KEITH) KELLOGG, SENIOR VICE PRESIDENT,
HOMELAND SECURITY SOLUTIONS, ORACLE CORPORATION;
AND WESLEY PORIOTIS, CHIEF EXECUTIVE OFFICER, THE
CENTER FOR MILITARY AND PRIVATE SECTOR INITIATIVES,
INC., VETERANS ACROSS AMERICA
STATEMENT OF JOSEPH J. GRANO, JR.

Mr. GRANO. Mr. Chairman and members of the committee, thank
you for the privilege of addressing you today. I don’t have any formal remarks to make to you. I contemplated what I might be able
to provide in terms of assisting you in your efforts. First and foremost, with my own experience, I came out of Vietnam in 1972, severely wounded. I was 60 percent permanently disabled veteran
contemplating what to do with my life. I literally gimped into a
couple of offices locally in Hartford, Connecticut, was hired in the
financial services industry, and was fortunate to do so. But more
because of my own initiative and an accident of seeing the ad in
the paper.
I do remember vividly one of the benefits I received as an outcoming vet that made a huge difference in my life and that frankly
was my first mortgage, which was a VA loan. I was able to buy my
first home, married with one child for $300 down. And since it was
an assumable mortgage, I was able to leverage that house into my

7
first bigger house. And frankly without that support from my government, I don’t think I ever could have done that. And it was a
big benefit and one that I hope still remains for outgoing vets
today.
I think your challenge is to get the private sector, whether it be
a large corporation or a small business entrepreneur, which frankly
make up 70 percent of our economy, to create a demand pool. And
to create a demand pool for outgoing vets, I do think you have a
branding issue and an educational issue on your hands. As a CEO,
I wish I had the advertising budget that our military services utilize to recruit. I would take that image advertising budget, not add
to it, but redirect a portion of it into what is called direct consumer
benefit or direct benefit advertising. That unto itself will also recruit vets. If you went out and told a vet that the experience he
or she is about to receive in the military will bode them well when
they leave, coming back into the private sector, in essence you are
killing two birds with one stone. That is a draw and it is an educational format for CEOs and employers across our Nation. And I
think creating that brand can come from the existing dollars being
spent without circumventing at all your ability to recruit. So I
think you can combine the two and it would go a long way in your
efforts.
Second, I think you have to view this from the eyes of a CEO.
Once a chief executive officer removes him or herself from their
core competency, you have got to keep things quite simple for
them. They don’t want to disrupt the patterns or the propensities
within their respective organizations.
So I would come up with a very simplistic goal. The goal that I
wrote to you about was out of your employee applicant base, people
you are going to interview for jobs, I, as CEO, instruct my human
resources director, that I want you to make sure that 5 percent of
applicants are today’s veterans. That is a very easy goal to achieve.
And as life will have it, we are in the private sector very vertical.
And when the CEO waves that hand, things happen. And those
human resource directors go to work. I would suggest a focus group
of five to 10 human resource directors from major corporations and
setting up a matrix that can tie into your TAPs programs that they
can now feed what they need from the point of view of skill set,
match it with the TAPs program and make sure you have geographical consideration within it because I think that is also very
important. But it has to be simple. It creates a demand pool. It
starts with the CEO and it allows the human resources director to
execute. And frankly, that is the way the corporate sector works.
I think the connectivity between the corporation and the military
has to come at the human resource level. That is where the feeds
are maintained. And I think you would also have to add what I will
call a feedback system in terms of those who don’t get hired and
why so that you have an exit interview so to speak. And again it
has to be simplistic for it to work.
I would think very highly about subsidized training. I can tell
you as a CEO that would get my interest piqued because I would
like to get a capability as a CEO to dedicate certain training programs that we already have in-house to veterans and it is always
an issue of cost. So some sort of subsidization there.
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The last thing I would like to suggest to you, based on my own
experiences, I think you have a lesser problem with officers, a lesser problem with skill sets of specialties, whether it is a radar technician or an airport controller. Don’t underestimate the psychological issue of an individual who actually experienced combat.
They don’t know the norm. They have dealt with a highly stressful
situation. They literally are relegated to a Neanderthal state and
when they come into this civilian side, it is very difficult for them
to adjust. And you need to do something about that. And I would
be glad to give you some anecdotal evidence with more time.
Thank you.
[The prepared statement of Mr. Grano appears on p. 44.]
The CHAIRMAN. Thank you very much, Mr. Grano. Mr.
Wohlwend.
STATEMENT OF STEVEN A. WOHLWEND

Mr. WOHLWEND. Good morning, Mr. Chairman and committee
members. My name is Steve Wohlwend, Senior Division Manager
of Industrial Relations for Deere & Company. And it is a pleasure
to be here before you today representing John Deere.
Our company is a 167-year-old global enterprise, based in Moline, IL, not only has a rich tradition of supporting those engaged
in agriculture, construction, forestry, and grounds businesses but
also has a long history of supporting our military in times of international crisis. John Deere equipment has been on the battlefield
since the outbreak of the Civil War. Whether with wartime machines, such as wagons, tractors, or excavators, or with recruitment
and mobilization of support services here at home, John Deere has
answered the call. Today our company answers the call with thousands of employees participating in National Guard and reserve
units across the Nation.
The committee’s interest in employer support for Reservists and
Guardsmen is admirable and one that we share. It is our philosophy that to support those called to duty is not only the right thing
to do for America but it is also good business. Our ability to recruit
and retain outstanding talent is strengthened by our company’s
progressive policies towards Reservists and National Guard members who are becoming an increasingly important component of our
Nation’s defenses. By standing by our deployed employees, John
Deere becomes a more attractive employer and our own recruiting
efforts are enhanced.
With the passage of the Uniformed Service Employment and ReEmployment Act, John Deere has viewed these employment rights
as a minimum obligation to our employees. We have taken a number of steps beyond the legal requirements to support our men and
women called to duty. Special provisions to our company’s military
leave and pay policies were adopted following the terrorist attacks
in September of 2001. These enhancements have remained in place
as the global war on terrorism continues. These provisions ensure
that those called to full time military service are provided 12
months of salary or wage differential as well as full health, life,
and other John Deere benefits. After 12 months, these military personnel are eligible for an additional 6 months of company-spon-
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sored medical and dental benefits. There is no minimum service requirement for military personnel to receive such benefits.
Presently, we have 55 employees serving our country and receiving these benefits while engaged in full time military service. When
these citizen soldiers return home and bring their added skills,
training, and work ethic, they assist our company in meeting the
competitive challenges of the global marketplace.
In addition to John Deere’s enhanced support for employees
called to duty, our company is among those that have partnered
with the U.S. Army in a program called Partnership for Youth Success or as it is more frequently called by its acronym PAYS. PAYS
was conceived by the U.S. Army Recruiting Command and advanced by the command’s major general, Michael D. Rochelle, as a
win/win approach to addressing the recruitment needs of employers
and the Army. The program allows the Army to use offers of employment opportunities with partner corporations as a recruitment
tool. Upon entering military service, Army recruits would, at their
option, select a partner company and job category for potential employment upon exiting military service. PAYS allows recruits to
align their military training opportunities with actual private sector job requirements. Simply put, the corporate brand of John
Deere, and other leading companies, is leveraged by the Army in
their recruitment of talent.
Following the completion of military service John Deere, and
other corporate partners, receives the benefits of these soldiers’ excellent military training and experience. The program is beneficial
for the Army, their corporate partners, and the recruits. PAYS
helps the Army in their recruitment efforts, pairs talent with John
Deere’s actual business needs, and assures recruits that their military training is transferable to the private sector.
Because the program was launched in 2000, the first enlistees in
the program will soon be existing the military for civilian life. John
Deere looks forward to hiring its first class of veterans of the PAYS
program. We fully expect to benefit from not only their extensive
targeted training but also from the maturity and discipline gained
through their military service. Over the next several years, John
Deere will give hiring preference to more than 200 Army PAYS
graduates for employment opportunities within our company.
Thank you again, Mr. Chairman, for allowing me to share with
you how John Deere supports our employees called to military
service as well as how John Deere and the U.S. Army are beneficiaries of the Partnership for Youth Success, a valuable public/private partnership.
[The prepared statement of Mr. Wohlwend appears on p. 47.]
The CHAIRMAN. Mr. Wohlwend, thank you very much for your
testimony and you, like the other distinguished corporate heads
and leaders that are here, are really exemplary corporate citizens.
The more that you set an example and we can try to amplify that
and replicate it elsewhere, the better. So thank you so much for
that testimony.
I would like to ask Mr. Smith if you would proceed.
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STATEMENT OF ROBERT W. SMITH, III

Mr. SMITH. Mr. Chairman and most distinguished members of
the House Veterans Committee. First, I am here as your legacy
since it was Congress that gave birth to the soldier. Of course, according to the Constitution, Congress raises the armies and navies
of this United States. You Congress created the appropriations that
feed, clothe, and house your soldiers around the world. Therefore,
I, your soldier and legacy, embody the values, skills, and training
that you have provided for me. Training not only used to protect
and defend this great Nation but skills from our training to accomplish any task required of us, to include returning to corporate
America to help add to the bottom line performance.
Therefore, it is my distinct pleasure and honor to have an opportunity to share with you from a personal perspective as a combat
veteran some of my thoughts of why hiring us veterans can add
value and help improve the bottom line. People are the greatest
asset a company or organization can have or invest in. As a finance
professional, the attached balance sheet below is part of my world
and is the underpinning for development of a business case for hiring a vet. The left side of the balance sheet represents what companies value, while the right side lists the skills the veteran corresponds to in each category, innovation, we have leadership,
adaptability, ability to multi-task, and worldwide travel. Companies want to eliminate waste, we know time management, can-do
attitude, task oriented, and we have a work ethic, accomplish the
mission first. Reduction of health care costs. Veterans are physically fit, dental fitness, anti-drug culture, and we understand
stress management, mental and physical. Reduction of training
costs. We have leadership training, skills with real-world experience. We have teamwork skill sets, and we have an ethic of leaving
no one behind. Reduction of personnel turnover costs. Leadership
skills again, ethics, loyalty to unit, improving of corporate images,
leadership, ethics of integrity, core value of self and service. We
live the diversity model. That adds up on the left side to black ink
for corporations and on the right side military veterans as human
capital.
In my 30 years at Ford Motor Company, I have no doubt the preceding veterans’ demonstrated skills have both an asset to the company and me. For example, we veterans can help improve a company’s bottom line by utilizing leadership, a can-do attitude, and
team work skills to help create, implement, and manage a global
financial reporting infrastructure which can result in world-wide
cost reduction with redundant operations and/or processes.
My skills have enabled me to experience an outstanding career
at Ford. The skill set of being able to multi-task, manage time and
embody the core values of selfless service have enabled me to be
a controller, facilities manager, and military reservists simultaneously. This challenging triad has been part of the motivation of
why I have remained with Ford Motor Company for 30 years and
encourage others to stay, thus reducing training costs and personnel turnover costs.
The above-listed skills of a veteran can also lead to awards, honors and recognition from a company. For me, these have included
the company’s Diversity in Worklife Award and the Leadership Ex-
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cellence Award. I have also been selected by the chief operating officer to represent Ford as one of its Centennial speakers. I have
also been recognized with the Recruiter Excellence Award, which
was the result of my opportunity to help recruit many outstanding
veterans.
I, as well as other recruiters, have found that military veterans
often will rise to the top of a recruiter’s recommendation for hire
list during the interviewing process because of their skill sets and
prior experiences coupled with their academic credentials.
Throughout my many years at Ford, I have met, mentored, and
networked with countless Ford military veteran employees from
the plant shop floor to the boardroom here and abroad, and I have
observed that several of them have retired with the rank also of
major general or admiral. They have included Major General
Bodycomb, U.S. Air Force Reserve, (former pilot for Henry Ford,
II), Admiral Landus, U.S. Navy Reserve, and Major General Williams, U.S. Marine Corps Reserve.
Additionally, many times employees help a company sell its products or goods and services. Veterans, which touch every demographic of society and whose networks are global, have also contributed in that way at Ford.
I would like to thank the Committee on Veterans’ Affairs for this
opportunity to put forth my views about why hiring a military veteran is important. I am one military veteran but there are thousands of deserving veterans whose hiring will benefit corporate
America. So at the end of the day, hiring a veteran makes not only
good business sense but sound financial sense that their skill set
will help add black ink to the corporate bottom line.
I, your legacy, thank you.
[The prepared statement of Mr. Smith, III, with attachment, appears on p. 51.]
The CHAIRMAN. Mr. Smith, thank you so much for your testimony and for your passion.
I would like to now ask Mr. Kellogg if you would present your
testimony.
STATEMENT OF JOSEPH (KEITH) KELLOGG

Mr. KELLOGG. Mr. Chairman, Ranking Member Evans, and
members of the committee, my name is Keith Kellogg, senior vice
president for Homeland Security Solutions at Oracle Corporation.
Thank you for the opportunity to testify before you this morning.
Oracle is the largest enterprise software company in the world
providing information management solutions to organizations ranging from the Fortune 1000 to the Federal government. We at Oracle are proud of the partnerships we have with the Department of
Defense and the Department of Veterans’ Affairs on a wide range
of mission critical information management initiatives. We at Oracle also take great pride in the many men and women at Oracle
who served in the Guard or Reserves. Since 9/11, 24 Oracle employees have been recalled to active duty.
After 32 years of incredible service in the U.S. Army, it seems
fitting and ironic that my first formal testimony before Congress as
a private citizen is before the House Veterans’ Affairs Committee.
It is even more appropriate that I am here to talk about the em-
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ployment of veterans in the private sector because that has been
a central topic in my own household this past year. While I am certainly enjoying this new chapter as veteran and private citizen, the
transition has had its interesting share of dramatic diversions. I
joined Oracle last summer but within 4 months after my arrival,
I was asked to return to public service, this time as chief operating
officer for Ambassador Jerry Bremer in the Coalition Provisional
Authority Iraq where I served for 4 months before returning to
Oracle.
Every day seems to begin with yet another challenge for our U.S.
military forces. This is certainly true for the more than 120,000
young men and women who are serving our country in Iraq but it
is also true for the tens of thousands of brave and dedicated Americans who wear a military uniform in places like Bosnia, Afghanistan, and most recently Haiti. They are new heroes for a new century, and it is a great honor to work with all of them in Iraq. I
was particularly impressed with the can-do spirit, teamwork, initiative, and leadership demonstrated at every level of our military.
And let us not forget the single most important characteristic
shared by each and every member of our military: They all volunteered. This level of commitment, this unsurpassed dedication
shown by all branches of the military is something that all Americans can be proud of.
As difficult as serving in the military can be, the transition from
military to civilian life can prove to be far more daunting, especially for veterans injured in the line of duty. Sometimes of the
benefits of medical and psychological help are slow to take hold.
This was very true for our Vietnam veterans and certainly can be
true for veterans of the First Persian Gulf War, Iraq, Afghanistan
or Bosnia. This will most certainly mean new demands in the Department of Veterans’ Affairs and specifically on the numerous programs it has available to assist veterans and civilians, including
health benefits, vocational rehabilitation, and employment services.
Oracle’s long-standing partnership with the VA has not been limited to technology alone. In the 1990s, our corporate headquarters
in Redwood Shores partnered with the local VA office and a nonprofit organization called the Next Step Center, which provided
veterans with a place to live, and health and vocational services to
turn their lives around for the better. The Next Step Center
reached out to Oracle and other companies to see if there were opportunities for veterans to get a new lease on life in the workforce.
We responded to the call and provided many veterans with jobs in
packaging and shipping. And even though now our software is
shipped mainly through electronic means, many of those veterans
still remain in place.
Mr. Chairman, if I could give one piece of advice for many of our
younger members of the Armed Forces, those who may have volunteered for service right after high school or junior college, I would
urge that they transition from military to civilian life through a
college or a university, especially those institutions that provide
the education and skill sets needed to be an innovator in the world
today.
As an example, we are on our third year of a scholarship partnership with the United Negro College Fund. Juniors and seniors
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who are enrolled in UNCF schools and other historically black colleges and universities are eligible to participate in an eight-week
paid summer internship at our Oracle location in Redwood Shores,
California or here in Reston, Virginia. Students are assigned summer projects in the areas of software engineering, marketing, business administration, finance, accounting, and human resources.
And upon successful completion of the internship, students are eligible to receive a $10,000 scholarship to help cover tuition and
other school expenses.
When it comes to technical training, there is no substitute for a
college education. However, overall, there is no better training, no
better training ground for leaders than the U.S. Armed Forces. And
it is very clear that Oracle’s chief executive officer, Larry Ellison,
sees former military officers as central to the company’s current
and future success for many of our senior officers have served in
the military before. For example, our chief security officer, Mary
Ann Davidson, served as a commander in the U.S. Navy. Our president, Chuck Phillips, was a graduate of the Air Force Academy.
And Kevin Fitzgerald, my boss, is a former fighter pilot.
The value of former military personnel leaders to Oracle is obvious and cuts across a number of levels. Who can better help Oracle
understand the complexities of the mission requirements than veterans. And this value extends beyond the direct partnership with
DOD. In fact, the military’s men and women are exposed to largescale operations, background of the difficult times in the military.
We are proud to serve with them and work with them. And there
is no question that we at Oracle look forward to working with you
and the Department of Foreign Affairs to ensure that today’s military leaders young and old can make a smooth transition to become
tomorrow’s citizen leaders.
Thank you, again, for the invitation to appear before you today.
[The prepared statement of Mr. Kellogg appears on p. 54.]
The CHAIRMAN. Mr. Kellogg, thank you very much for your testimony and for the excellent work that you and Oracle are doing.
Our final witness in panel one will be Wes Poriotis, who was
very helpful, if not instrumental, in ensuring that this hearing happened. He has met with members of the staff, both Lane Evans and
me, and carried this very important message as to why we need to
begin this campaign and to do so aggressively and earnestly.
So, Wes, thank you for your leadership in putting this together.
STATEMENT OF WESLEY PORIOTIS

Mr. PORIOTIS. Thank you very much. Mr. Smith and Mr. Evans,
first allow me to applaud you and, Ranking Member Evans, and
the members of the committee for your vision, your vision in harnessing this great wealth of corporate and business leadership on
the issue of enhancing veterans’ inclusiveness among America’s
employers. And I would indeed be remiss if I didn’t mention the
tireless work that your staffs on both sides of the aisle, Patrick and
Darryl and Geoff, and Jim and Devon and Summer—I hope I have
got their names all correct, I hope I haven’t missed anyone—but we
owe them a great deal of gratitude because of the work they do.
And so thank you to the members and thank you to the staff.
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Mr. Chairman, I have thought about this a great deal, and simply put, and I think it is a powerful idea, we have an opportunity,
a rare opportunity to ignite the fuse on the first great social movement of the 21st Century, a veterans’ social movement. I am old
enough to recall two of the great social movements of the 20th Century, the Civil Rights Movement and the Women’s Movement.
These movements, Mr. Chairman, which transformed our society
and empowered millions of citizens, had one common denominator:
Before either women or people of color could take their rightful
place in American society and compete equally on the playing fields
of business and employment, a massive attitudinal change towards
inclusiveness had to take place.
Mr. Chairman, that attitudinal change had to take place town by
town, community by community, and family by family. We must
now, I believe, undertake a third great societal challenge: To ensure that America’s veterans have the full opportunity to compete
for quality employment and to eliminate the de-selective biases
that continue to hinder transitioning and former military from
competing on a level playing field. This bias persists because of the
myths, misconceptions and stereotypes that have grown up about
the value of military service to the private sector. And, as we all
know, while, yes, the American soldier is respected and heralded
by such organizations as Time Magazine as Person of the Year, in
corporate America that respect and recognition hasn’t fully crossed
the employment threshold and that wealth of military experience
hasn’t spread to the widest spectrum of American employers.
Mr. Chairman, the bad news, as I see it, is that military service
in many quarters has become devalued in the American workforce
in the last three decades post-Vietnam. The good news, we believe
after a great deal of study, is that we as veterans have a solution
to this problem. Two years ago, I had the distinct privilege of testifying before the Benefits Subcommittee of this body on the Jobs for
Veterans Act. I said then that a key to success in this area was
to, and I quote, ‘‘Aggressively market the military to corporate
America.’’ Building on this core idea, last year we convened a
Branding Summit which brought together some of the most astute
business and creative marketing and advertising minds of our time.
Their conclusion, Mr. Chairman and Mr. Evans, we should brand
the veteran and we should create a demand for this competitive resource and we should create a competitive sense for this resource
among all American employers.
After all, the Armed Services, as Mr. Grano alluded to, spends
$600 million annually in marketing and advertising as an engine
to recruit young women and men into the military. We must build
an equally powerful engine, a branding, supply chain, and software
engine to propel them into the workforce.
And what are the long-term costs of such a branding and marketing campaign? It would be less on an annual basis than what
the average Detroit automaker spends on the introduction and
launch of one new vehicle. And what are we talking about in terms
of talent and resources? Here is one striking statistic: Four million.
Many Americans don’t realize that over 4 million veterans have
transitioned from the armed services since the end of the first Gulf
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War, 4 million. This is a great deal of talent being infused into the
workforce at a rate of 1,000 continuing every work day.
The problem is, even though this group represents a college
alumni-like network of vast potential, we don’t know what has happened to these 4 million. Our solution? An ongoing national Veterans Across America Employment Survey which will for the first
time status the 4 million in the workforce, and more importantly,
Mr. Chairman, create a network, an employment lifeline for others,
a connective linkage.
Here by the way are two things we do know about our military
before they exited. Interestingly, they are highly educated, as we
know. More than 35,000 hold a Ph.D., 108,000 hold master’s degrees, a quarter of a million of this 4 million have undergraduate
degrees, and an astounding 90 percent, 3.5 million of the 4 million,
hold high school degrees. And for those companies wanting to embrace diversity, fully 43 percent are women and people of color. So
those corporate entities that embrace diversity, who want to build
a demographically diverse, balanced workforce, have to only turn
to transitioning and prior service military for this great resource.
Let’s not forget, as you have mentioned before and this morning,
we spend $17 billion a year of taxpayer money to train the members of our Armed Services.
As a business group, as with any investment, we seek to achieve
the highest possible ROI, return on investment. As part of our proposed solution, Veterans Across America with PeopleSoft, who will
testify here in a bit, is creating a software and supply chain engine
which will enable companies to make a direct connection with this
talent. This solution, Mr. Chairman, I believe can succeed now because we are at a watershed moment when there is a powerful and
positive connection between the American people and our military.
All of this can be accomplished if we stay passionate, if we stay
passionate about our mission. As stated, it is a movement. It is a
veterans social movement. And we must stay the course, Mr.
Chairman, and continue on the big idea: Branding a veteran.
Finally, to achieve these goals, we need sufficient resources. So
I call upon the members of this committee and the corporate and
business talent in this room to band together in a partnership to
provide these resources. When we succeed, and we will succeed,
both our national defense and our national economy will be enhanced because, Mr. Chairman, I believe they are inextricably
connected.
I thank you, sir.
[The prepared statement of Mr. Poriotis appears on p. 58.]
The CHAIRMAN. Mr. Poriotis, thank you for your vision and for
your testimony and for energizing this Committee the way you
have as well as Veterans Across America. As you know, we are
working on legislation right now that would basically be a Veterans
Across America bill, and I know you have seen it. We hope to introduce that very shortly. We are working out some technical aspects
to it but hopefully it will be very, very soon.
Let me just mention, you mentioned the idea of the de-selective
process bias, the term I think you used in your testimony and the
profound need for an attitudinal change. I wonder if some of our
other witnesses might want to respond to that, especially this idea
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that since the Vietnam War, in essence a caricature has been created about who veterans are and it is a negative one in many cases
and really missing the forest from the trees, not realizing that
very, very capable people are being overlooked in terms of an asset.
As I think Mr. Kellogg put it, new heroes for a new century, who
carry an enormous skill capability and obviously some room for
growth as they move through the workforce. They are disciplined,
Mr. Smith, and you were very passionate about the discipline. You
want a diversity model, and it comes packaged ready, camera
ready, as they often say, coming out of the military.
But this idea of the de-selective bias, would any of you want to
comment on that? Have you experienced any of that? I know, Mr.
Grano, you mentioned you wanted to give some anecdotes and I
would certainly like to hear some of the success stories.
Mr. GRANO. I think there has been an attitude shift amongst the
American people relative to veterans today versus Vietnam veterans returning. I vividly remember being in a hospital in the Bay
with soldiers who were wounded along with myself, attitude morale
was spectacular. Once they left those hallowed halls and came into
society, because of the controversy and the shift of attitude relative
to the Vietnam War, they almost felt that they did the wrong thing
by serving their country rather than the proper thing.
I think that is different today. My middle managers don’t have
in my view a negative bias relative to a veteran. What I would like
them to do however is to understand the value resource that they
can provide, and I would like those assets, those human assets,
those human attributes to allow a veteran at a point where they
can compete with anyone. And I for one would break the tie in
favor of a veteran.
But I do think you have a branding issue, going to West Point.
I think without question you heard that veterans are acclimated
relative to missions and goals and objectives. Veterans are already
team players because they have to be team players. Veterans have
experienced stress, crisis, which come about in the private sector
all the time. And they have a phenomenal work ethic, as one of the
gentlemen had to say.
On the con side, I think it’s what—I am going to create a new
term—when you are interviewing a veteran, that veteran suffers
from what I will call a formal martinetish approach: yes, sir, no,
ma’am. And that is unusual in today’s society. From dress down
days to the informality between management and employee, puts
them, in my view, at a disadvantage because that middle manager
then says, well, wait a minute, can this person fit in with my
team? We need to spend a bit of time with the veteran coming out
as to what is the norm today.
And I would like to give you just one anecdotal experience. And,
again, I believe it is different from a veteran who has actually witnessed and experience combat, and that is probably one of every
five. My brother was in the 101st Airborne in Vietnam, wounded
as well. He had 6 months left on his ETS and they sent him to Fort
Lewis, Washington. He was an E–7 sergeant, did very well. There
a week and a higher ranking sergeant dressed him up and down
for walking on the grass. Now I can assure you that a returning
vet from Iraq doesn’t understand your priority of whether or not he
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can walk on that grass, nor are they mentally capable, have they
been re-indoctrinated as to whether that is important or not.
And his response was he went AWOL for a week and he got
drunk and busted. And I had a difficult time understanding why
he would do something so foolish, until I went to Vietnam and
came back. And then sitting at a dinner table with my parents, and
I said, ‘‘Pass the expletive potatoes.’’ And you have to understand
you have to detox. You are really relegated to a whole different
form of humanity with the horrific sight of war. And those veterans
need more psychological understanding relative to what is the
norm. And I think that would help more than anything in the
interview process for the infantrymen.
Mr. KELLOGG. If I may make a comment. Just returning from
Iraq and also just after the service I have had, and I served two
combat tours in Vietnam and I also served a combat tour in Panama and was in the first Persian Gulf War. And, again, as I said
I came back. I have never seen a more well-adjusted, disciplined,
trained, or more intelligent force of American men and women than
we currently have in the American military today. They are a credit to the American people. They are a credit to their mothers and
to their fathers and to their related families.
And I think more than anything else they would be a great credit
to anybody who hires them in the business world. I think the quality of the young men and women we have today has never been
higher nor have they been better adjusted. And I think they are
probably better adjusted than the average American because they
understand the world as it is today. They understand reality. They
are disciplined. They are trained. They are motivated. And they
love this Nation. And I think we should somehow find some way
to give an advantage to those people who do return.
Mr. PORIOTIS. Mr. Chairman, this bias of de-selection is not
overt. It is as a result of a distancing from those in business and
those in the general American public from this asset called military. Only one out of six Americans have served, but yet if you look
at the business community, statistically only one out of 147 people
in business has served. So in large executive organizations of 1,000
and 2,000, statistically you come down to one or two persons in the
corporate entity.
I think what has happened is this bias of de-selection has become
infused in much of the outside the beltway and outside the defense
industry consumer finance manufacturing entities. It is not overt.
It is just because of a distancing. The folks in this room are speaking to the converted, and we are speaking to one another in the
beltway. Once you go out to meet with tens and tens and hundreds
of human resources and senior executives, it is almost as if, my
gosh. And John Castalani from the Business Roundtable said this
to us last year when a few of us business folks and military officers
went to him, he said this is the first time someone has brought this
issue of embracing military as an asset to our shores. Thank you.
And I think we are talking about the Conference Board, the
Business Roundtable, the Detroit Economic Club, the San Francisco Commonwealth Club. We have to not just market but be I
think highly astute in the way we educate and re-infuse this talent
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back into the mind share of the American behavioral business public and that is the difficulty.
The CHAIRMAN. Mr. Evans?
Mr. EVANS. Thank you, Mr. Chairman. I guess part of the problem you got there is the voter going into the Armed Forces today
and you don’t see the real impact until they get out of the Armed
Forces. So as it turns out, I was told by the Marine Corps liaison
recently there are only five former enlisted people in the Marine
Corps, who were in the Marine Corps who are now in Congress. So
we really don’t have numbers. And so make sure the younger vets
coming out take an interest in politics, whether it is Republican,
Democrat, or independent. I think that helps your class of 1945,
John Kennedy, Richard Nixon, Peter Rodino, and several others
who went on to become national figures. They all started school on
the GI bill.
Mr. PORIOTIS. Well, it is true in the Harvard Business class of
’49, 700 MBAs graduated, 92 percent of these individuals had
served. Lawrence Summer, the new president of Harvard, lamented in the 2002 graduation comments that only two out of that
class had served, which is less than 1 percent. So you have again
a distancing and a dichotomy between what was and what is now
in existence. That has to change only through a behavioral change
and education.
Mr. EVANS. I still see the other gentleman that was testifying,
we have got a really skilled workforce coming at us in the next few
years with all these men and women coming out of the Persian
Gulf War, I hope that is concluded as quickly as possible. We want
to make sure that they also are treated fairly in the job market,
not just by the private sector but by the Department of Labor, Department of DOD and several other agencies, the Small Business
Administration. That is why I think it is so valuable for you all to
be setting the trail here for us to learn from their experience and
help these young people once they get out of the Armed Forces.
Mr. PORIOTIS. And the problem is, Mr. Evans, we don’t know
what has happened to them. If you look at the statistics of under
employment and unemployment, under employment hasn’t been
quantified. It is anecdotal. But it may surpass by three or four
times the unemployment. And the unemployment has been determined because at least half to three quarters of those in the workforce who are veterans haven’t been statused. The 20 to 24 year old
group of minority women, there are 15,000 that have come out.
They have got a 23.9 percent unemployment but 7,000 out of the
15,000 don’t even show up in the statistics. We don’t know what
has happened to them, sir. And I think we have to find out.
Mr. EVANS. Have you ever studied the Project 100,000, the reexamination of dischargees from the induction centers that was designed by McNamara basically to take in more younger recruits,
some of which failed either the mental or physical or both testing?
And they are probably a very invisible group in terms of how we
collect data about information about veterans. Actually, it turned
out 300,000 veterans, 300,000 men and women who had been previously examined and were denied their enlistment because of the
problems they were having, 300,000 instead of 100,000 served. And
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we salute them. They were very much the backbone of the military
at the time.
But I thought it was inexcusable that they would do this, there
was some time that they were not using other resources at the regular forces because of the fact that they are proud Americans. I
don’t think though that they were in a position to use the GI Bill
once they got out. They didn’t have the training or the business opportunities to enter the job market. But I bet if you look at that
group of people, they are probably unusually or disproportionately
the minorities, poor white people, poor black people and Hispanics
were about 29 percent of the casualties over there in Vietnam.
So I am going on and on. I just salute you for everything that
you do for our veterans. I think you are a real asset as we go into
this program. You have this experience already, we know it is
going to pay off and we wish you well. And thank you for testifying
today.
Mr. PORIOTIS. One point of recommendation, as you talked about
placement, I think this committee could have a sea change in positioning veterans if they task the Labor Department’s Veterans Employment and Training Service with placing veterans. I find it remarkable that we are spending $300 million a year and have 3,000
persons within the States who are tasked to place and to help position veterans. And yet there isn’t a performance criterion for them
to place. Just recently the performance criteria was handed down
that they even meet the local employer.
So they are neither branded with a local employer, they don’t
meet the local employer until rarely and then they are not tasked
to place. I think if you task these individuals to place these individuals and use that as a performance criteria for their status, you
would find an incredible difference within the States.
The CHAIRMAN. Thank you, Mr. Evans. The Chair recognizes Mr.
Renzi.
Mr. RENZI. Thank you, Mr. Chairman. I appreciate all your statements today, and particularly the depth of commitment, the actual
implementation in the field and in your workplaces and the accomplishments that you have made. I particularly note the 5 percent
goals that you have been able to obtain. And I am interested to
share with you the idea that we looked at some legislation last
year, and we all passed together on a bipartisan basis that essentially says to the Federal government agencies, all agencies across
the board that you must begin to contract with disabled American
veterans up to 3 percent of your total contracting dollars. We
learned last year on an Oversight Committee that we weren’t even
coming close in the Federal government of meeting that 3 percent
goal, whether it be the Homeland Security contracts or DOD contracts or Veterans Affairs’ agency contracts, we are not even coming close to 3 percent. Mr. Grano, it was interesting to see and hear
you talk about top down directives to your human service and
human resource personnel to be able to direct them.
Now in our line of work those CEOs would be identified as federal agency heads, and that they from the top down need to force
into their contracting officers the mentality that they have got to
hire disabled American veteran business owners to do the contracting work up to 3 percent. Again, we have got agencies that
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have no contracts. And I would just like to hear, we talked about
marketing and pushing and the engines, in Government we may
not be able to use the bully pulpit as effectively as you can in private industry. Any thoughts on how we can adopt your successes?
Mr. GRANO. First of all, I share your frustration, particularly as
chairman of Homeland Security and trying to assist in the inculcation of 22 agencies and 170,000 employees. Obviously as a CEO, I
can fire. Tom Ridge can’t fire. And that makes a huge difference.
In a sense, Government tends to be horizontal. The private sector
is vertical. And the chain of command is very distinct and very
identified. And you do have the power of the sword so to speak.
But that doesn’t preclude an ability to get something done. I
think, again, the demand pool that you create in the private sector
has to come from the CEO. Without the CEO as the client here in
this effort, I don’t see it getting legs or moving to the next level.
And if it is simple, if it is obtainable, and all you are asking for
is 5 percent of an applicant pool, not a hiring pool, an applicant,
that you will review those applicants, I think they will automatically sign on. And if you get the right CEOs behind it within the
industries, a term that I shouldn’t use, ‘‘the sheep will follow.’’ And
if you come out and recognize them properly for those efforts, it
will all take place. Then the next client becomes the human resources director.
The challenge of government, I think it starts at the top. I think
we have a President that absolutely supports our veterans. And I
think as commander-in-chief, he takes a high-level role in this effort to set the appropriate tone, I believe you would get better support within Government. But Government has been the violator of
what you are trying to get done.
Mr. RENZI. I appreciate that. Let me finish a little statement
here. Any thoughts on the panel. We, after seeing the strains of Afghanistan and Iraq on the families and particularly on the small
businesses where the Guards and Reserve members have left their
businesses, in many cases we are hearing stories here in Washington about men and women who have lost their jobs, won’t have
a job to come home to, families who have lost benefits, benefits
have been cut while they are gone. And in particular among more
of the micro-small business sector whose strains are felt early on.
I would encourage you that any interaction that you have with
subcontracts to small businesses, that you share with them what
you have shared with us today in that the force multiplier, the
profitability, the black ink that you talked about, Mr. Smith, in
having a veteran workforce and by not hanging in there with us
as a Nation, and particularly those individuals to secure this free
and open environment, which allows them to make that kind of a
profit is something that you CEOs won’t stand for in your relationships with those small businesses.
Thank you.
Mr. GRANO. I don’t mean to dominate. I would like to make a
point here though. My 32 years in business, this is the first time
where I could say 37 of my employees have been activated at one
time from either the Reserve or National Guard. Given the profile
and construct of our military forces today, that is more likely than
not on an ongoing basis to happen. As a Nation and as a CEO in
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the private sector, I think we are ill-prepared. Our company has
done what some of these other gentlemen have done, we make
whole the difference between the military pays you and what you
were making.
And in our case, we have been doing that for 24 months. I
haven’t told my Swiss owners, I am just doing it. But the facts are
I think we better understand that the activation of Reservists and
National Guardsmen is a different issue. For sure you are dealing
more often than not with families, people who cannot continue
their standard of living as they are used to going into the military
without some degree of subsidization.
So I think it is a big concern, and I share your point of view.
Mr. SMITH. I also share that vision, because, as I stated in an
article which I did for Fortune Magazine, there would not be any
companies if there wasn’t a strong country. So therefore us who go
off and defend this country and help protect this country, to be able
to come back. And so we do need a marketing campaign and a P.R.
blitz to help people understand what we really bring to the bottom
line and to this great Nation, because I go back and say without
a strong country, there would not be any businesses. So businesses
turn to us. So we are leadership, and we just need to get our
branding across.
The CHAIRMAN. Dr. Vic Snyder?
Dr. SNYDER. Thank you, Mr. Chairman.
OPENING STATEMENT OF HON. VIC SNYDER

Gentlemen, I am late here, we are having an Armed Services
Committee hearing across the street, a lot of doubling up. I wanted
to ask or just make a comment, in the written statements that I
have looked at, there hasn’t—I don’t think you all, and I wouldn’t
expect you to, but not much discussion about race as a factor in
employment history. I was reading a press report the other day of
a woman who did a study, I think it is two or 3 years old but it
has gotten some attention lately because I think it was the motivation for the President to put in his State of Union address about
some money, he advocated having some money available for retraining MA’s who are released and discharged back to society.
But, as I recall, the conclusion of her study was that it was easier
for a white man with a felony record to get hired than a black man
with a clean record.
And, Mr. Poriotis, in your statement you make a reference to the
problems that people of color had in decades past. I would like to
believe that this racial bias is something of decades past, but I
don’t think it is. I think it is still current. I think her study shows
that. Now, as Mr. Evans pointed out, we have a significant number
of our veterans that are minorities, so I think that that may also
be a factor, and I would like your comment on that.
And then the issue of education. Mr. Kellogg, I think your comment, you talk about the transition back to society ought to ultimately be through a college as I recall, which I thought was a good
way of saying it, which is what I did when I got out of the Marine
Corps. I used my GI Bill and went to college and then on to medical school.
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But do we have to adjust—my second question is do we have to
adjust our thinking some since we think in terms of this changing
world and the number of jobs that people will have and how rapidly skills may get out of date, that we can’t think in terms of the
way back into the civilian world is through a college but through
lifelong learning opportunities. And, Mr. Chairman, one specific
proposal we have talked about here before is currently if somebody
for the Montgomery GI Bill is beyond their 10 years, they cannot
get any benefit including the $1,200 they contributed to it. It would
seem like one way to at least get at some of this lifelong learning
stuff is if we could pass something just to let them access their
$1,200 perhaps with interest for educational reasons. I don’t think
that would be terribly expensive.
So I would appreciate your comments on these issues of lifelong
learning and also where race may fit into this, if any of you want
to touch on it.
The CHAIRMAN. Could I ask our panelists, obviously, to answer
that question, but we have four votes now that have been ordered
on the floor, which is about a 40-minute duration. Perhaps Mr.
Bradley, Mr. Udall, and Chairman Buyer might want to ask a
question and then we could receive testimony back.
Okay, thanks. So, Mr. Bradley, you would be next, and if you
don’t mind just making a note and return fire, if you will, with
your answers.
Mr. BRADLEY. Thank you, Mr. Chairman. I just wanted to commend the panel for its testimony here today. I look forward to
working with you on this very important issue, and I will yield my
time.
The CHAIRMAN. Mr. Udall?
Mr. UDALL. Thank you, Mr. Chairman. I apologize for being late.
I appreciate having the panel here. Let me just ask those of you
that are in the private sector employ, because I have heard a few
of these stories come forward that people’s jobs who have been
held, if you are in Reserve or Guard and you leave, and there is
a law on the books that says the employer is supposed to hold the
job. And I hear isolated incidents, but I am wondering your opinion
is the law being followed, are there problems there? Are there
things that we should be working on in this committee?
And I yield back my time. Thank you, Mr. Chairman.
[The prepared statement of Congressman Udall appears on p.
41.]
The CHAIRMAN. Thank you. Chairman Buyer.
OPENING STATEMENT OF HON. STEVE BUYER, CHAIRMAN,
SUBCOMMITTEE ON OVERSIGHT AND INVESTIGATIONS

Mr. BUYER. Yes, Mr. Chairman, I want to thank you for holding
this hearing. I think this is extremely important. Not only do we
have to protect our veterans’ preference for those jobs but the encouragement and examination into what the private sector is doing,
I compliment you for the hearing.
First of all, let me thank you for your service to the country and
for what you do for our veterans. Secondly, as a pace setter, my
question would be if you know the numbers of disabled veterans
that you have hired within your company in the last 24 months.
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If you have those numbers, I would appreciate it if you provide that
in your testimony. If not, you could provide it for the record. It
would be important for us as we do our inspection to see which
companies are the pace setters for the country.
With that, I yield back.
(The information follows:)
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The CHAIRMAN. Thank you, Mr. Buyer. Gentlemen, if you want
to respond. If we do get up and leave, the hearing will stay open.
Like I said, we have four back-to-back votes. We will continue to
preside and then we will reconvene and have panel number two
come forward.
Mr. PORIOTIS. On the issue of, going to your question on the
issue of the disparity in compensation, position, and title, based on
those of color from the military with majority, there is a distinct
difference. And that is why we call upon this committee to support
our initiative to have a minority veterans resource center because
I believe it is not so much overt as it is reflective of what individual
said, as we studied this problem, we don’t—and this individual had
run the Army’s personnel, General Edwin Gatis, he said, ‘‘We don’t
need more resume writing, more charm school, and more dress for
success. We need advocacy and we need a network.’’ So I think that
reflective of the problem with military of color, the lack of advocacy
and the lack of network and the linkage to those in the private and
corporate sector is distinctly reflective of the acute underemployment and the acute unemployment.
Mr. GRANO. I just want to answer your question relative to a bias
on the racial side. I believe the private sector has made immense
advances but primarily with women not people of color. I have
headed diversity efforts since I have been an executive and still do
so. At the lower level positions, a lot has been done in terms of the
mix relative to people of color. But in management and senior positions we have failed in my opinion and we have a long way to go.
And relative to your question on hiring the handicapped, we have
efforts within the organization to hire the handicapped but we
don’t make a distinction for a handicapped veteran, handicapped
people in general is how we measure it and perhaps we should relook at it.
Mr. KELLOGG. Just a quick comment, at the risk of getting fired
since I have only back from Iraq for a month because they don’t
like to look at it that way, Larry Ellison is our chief executive officer, Chuck Phillips is an African-American former fighter, graduate
of the U.S. Air Force Academy. And our second president is Ms.
Efra Katz. So when you look at the senior levels of Oracle as a corporation, you can see the diversity there and I know it cascades
down tremendously within the corporation itself.
As to the comment about the colleges, it is a wonderful comment
and you are correct, sometimes they don’t have the opportunity to
gain the ability to go to college and then move on to migrate on
to positions, job positions. The military has done wonderful work
though in allowing the military members to go to college when they
are in the military. The military is rather tasked out right now and
I think that opportunity is gone. But I still come back to the fact
that the ability, if you can get to the schools, it is critical because
of the advantage it gives you as you come into there having a military background as a veteran and also a college education.
And the third comment I would make is a comment about how
proud the American people are and I saw that last night at a USO
dinner with Secretary Principi and the way the Americans feel towards the servicemen which is enormous. And in fact, I am even
more proud because my daughter, as a personal comment, will be
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attending the U.S. Military Academy this year as plebe. And I
didn’t force her to go. She went because she said she looks at how
America looks at servicemembers and she wants to be part of that.
Mr. WOHLWEND. Congressman, with regard to the issue of racial
bias in hiring, I am not familiar with the study you cite but one
of the reasons that John Deere embraces military veterans is because they do represent the broader demographic in our country
and we find this to be an excellent of filling our hiring needs
through a variety of racial and ethnic backgrounds.
Mr. BUYER. Mr. Chairman?
The CHAIRMAN. Yes.
Mr. BUYER. Let me just say this to this panel, if I may, because
I only received a partial response to my question, am I to infer by
your silence that the companies represented in this panel have not
hired a disabled veteran in the last 24 months? That would be an
error. So if you do not have that number, please say to this committee that you will find that answer within 24 months. And I solicit from you now a positive or negative response orally, please.
Mr. GRANO. You will have my answer by Friday.
Mr. WOHLWEND. Yes, Congressman, I will have to check our data
and respond back.
Mr. SMITH. Congressman, I will have to check with my company.
Mr. BUYER. Thank you.
Mr. KELLOGG. Sir, we will provide that information.
Mr. BUYER. Thank you, Mr. Chairman. I yield back.
The CHAIRMAN. We will have to bolt. We have 5 minutes to go
on this vote. But, Mr. Darryl Kehrer, our staff director for the Benefits Committee would like to just raise on question with you especially since, Mr. Kellogg, you mentioned the importance of
transitioning and one of your pieces, was that they go to college
when they come out of the military. And I know that you talked,
Mr. Grano, about the importance of subsidized training. And we
think with the GI Bill and with the ability of state approving agencies approval relating to that kind of work, they can improve perhaps what your companies are offering, what might be subsidized
training. That this is available may at least light up the eyes of
some of our CEOs that this is a available.
Darryl, do you want to continue on that?
Mr. KEHRER. Thank you, Mr. Chairman. Just to add a technical
point very, very briefly, Mr. Grano and members of the panel,
Chairman Smith has asked me to work on his behalf and on behalf
of Ranking Member Evans to get into your hands as corporate
leaders the information about the on-the-job training and apprenticeship program under the GI Bill. It is not very well known because American culture is largely on that says ‘‘go to college.’’
But, Mr. Grano, as you said, you were looking for legitimate subsidized training, if you will, to develop your workforce to stay competitive and to have a quality workforce. The GI Bill, the various
GI Bills, Montgomery and all the others have an on-job training
and apprenticeship portion of it, sir, that would augment the training wage. And as the training wage goes up over the years due to
additional acquisition of skills, the Montgomery GI Bill match will
go down. The Montgomery GI Bill is worth $36,000, as you know,
and it can be an excellent subsidized training tool not only for on-
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job and apprenticeship opportunities but for going to college at
night.
And the last point the chairman asked to make on his behalf and
that of Mr. Evans is the institutions that approve, Mr. Grano, and
members of the panel and the second panel, on-job training and apprenticeship opportunities within companies, they are known as
state-approving agencies. They are under contract with VA. They
will come to your company, any of your companies and write up
your training opportunities on the job or apprenticeships. That is
their job. Mr. Sweeney is here from the state-approving agency, the
national organization from Maine, Mr. Bombard from New York.
They work closely with the committee.
It is their job not to create paperwork for you, but to come and
sit with you and write these programs up so that the person can
receive the GI Bill for learning on the job. So those are very excellent opportunities, and I thank the panel.
Mr. SMITH. I sit on the board of directors in Michigan, Volunteers
of America, and we run a home for homeless veterans in Lansing,
Michigan. And we also must remember, and I am speaking as an
individual, that many times we have to let them know what is
available. I can assure you those veterans that are in our home in
Lansing all want to be productive members of the society but they
too, like all of us, need to know what the options are. So we can
work on branding the veteran but we also can help out by branding
ourselves to them so that they have a choice of private, governmental, non-profit service. Let’s create a little buzz of competitiveness so that a veteran also says I want to go to the private sector,
I want to work for a company. And this is what I will bring.
Mr. KEHRER. Thank you, General Smith. This panel at the behest of the Chairman and Ranking Member is dismissed. We thank
you, and we shall reconvene at the conclusion of the vote.
Thank you.
[Recess.]
The CHAIRMAN. I would like to welcome our second panel to the
table. And I do want to apologize for this break. We did have four
recorded votes on the floor and we are now trying to muster some
of the other members to come back as well. But I can assure you
your testimonies will be very widely disseminated and will help us
in crafting additional responses. But again, I apologize for that
break.
Beginning or first up in panel two will be Harold A. Scott, who
joined Harley Davidson Motor Company in 2000 as Vice President
of Human Resources. He is responsible for organizational design
and development, employee compensation and benefits, employee
relations, labor relations, recruiting and placement, training and
development and diversity. In his previous position as vice president of human resources for Otis Elevator Company, Mr. Scott created a world-class computer-based training system, established a
performance management system for measuring the success of the
company’s diversity initiatives. He also developed and implemented
a comprehensive labor relations strategy linked to the company’s
overall business strategy. Mr. Scott has previously worked in senior
human resources roles with Allied Signal, Incorporated, Friction
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Materials Group, and Bendix Corporation. Mr. Scott holds a bachelor’s degree in psychology from the University of Michigan.
As Group Vice President of PeopleSoft Public Services, Kevin M.
Horigan is responsible for serving the needs of more than 2,100
customers from federal, state, and local governments, public
schools, higher education, and the healthcare market sectors.
Mr. Horigan joined PeopleSoft in 2000 as the managing director
of the Education and Government Division, and he led the
PeopleSoft E&G Division to substantial revenue and profit growth
through customer-specific marketing, sales, and satisfaction initiatives.
Mr. Horigan has spent more than 20 years in the technology industry with a number of organizations, including Oracle, MicroStrategy, and Sand Technology. He earned a bachelor’s degree in
accounting and finance from St. Bonaventure University.
Our third witness will be Brad L. Champlin who is Executive
Vice President of Union Planters Corporation. Prior to beginning
his 25 year banking career, Mr. Champlin was in the food business
working with cutting-edge marketing giants like Ralston Purina
and Beatrice Foods. Mr. Champlin grew up in California, graduating from The University of Southern California with a B.S. in
management and finance and an MBA in marketing. He also studied at Cambridge University in England.
Mr. Champlin served in the Army Reserves during the Vietnam
War and later transferred as a lieutenant into the Navy Reserve
unit that, among other things, debriefed officers returning from
Vietnam on their way to Washington.
I note that Mr. Champlin’s number two son, Scott, is a veteran.
He served for 4 years as a Ranger in the U.S. Army and holds a
Purple Heart for his service in Panama, where he was a member
of the crew that physically removed Manuel Noriega from the
country.
In addition to the bank, Mr. Champlin is representing Jackson
W. Moore, Chairman, President, and Chief Executive Officer of
Union Planters Corporation, and its lead bank subsidiary, Union
Planters Bank.
We will also hear from Mr. Robert Crawford, who has a long and
distinguished background in corporate human resources. He joined
Prudential Financial in 1998 and is currently the Vice President
for Staff, where he develops and executes staffing strategies to recruit diverse high-quality candidates for Prudential Financial.
In the mid-1990s, he worked in the Office of Development as a
senior human resources generalist at Morgan Stanley, providing
human resources support for 600 operations employees. He also
centralized control of recruiting efforts to establish uniform, costeffective and value-added hiring practices. Prior to that, Mr.
Crawford spent 13 years with Chase Manhattan Bank. Mr.
Crawford earned a B.A. in history from Duke University and an
M.A. in Middle Eastern Studies from Georgetown University.
Please proceed if you would.
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STATEMENTS OF HAROLD SCOTT, VICE PRESIDENT, HUMAN
RESOURCES, HARLEY-DAVIDSON MOTOR COMPANY; KEVIN
HORIGAN, GROUP VICE PRESIDENT, PUBLIC SERVICES,
PEOPLESOFT; BRAD L. CHAMPLIN, EXECUTIVE VICE PRESIDENT, UNION PLANTERS CORPORATION; AND ROBERT C.
CRAWFORD, VICE PRESIDENT, STAFFING, PRUDENTIAL FINANCIAL
STATEMENT OF HAROLD SCOTT

Mr. SCOTT. Thank you, Chairman Smith, Ranking Member
Evans, and other members of the committee for the privilege to appear today before the House Committee on Veterans’ Affairs. My
name is Harold Scott and I am the vice president of human resources for Harley-Davidson Motor Company.
I appreciate the opportunity to tell you about our efforts to bring
visibility to issues surrounding former servicemembers who are
seeking employment. During Harley-Davidson’s 100 year history of
making great motorcycles, our products have seen significant action
in the U.S. military. We, like my distinguished colleague earlier
from Deere, recently signed an agreement to partner with the U.S.
Army’s Partner for Youth Success Program, known as PAYS. The
Army PAYS program is a new initiative that offers youth the ability to serve our Nation while preparing them for the necessary
skills to be effective employees in our company.
The partnership between Harley-Davidson and the U.S. Army
benefits everyone by providing quality, mature, and disciplined
young adults with an opportunity for employment. Harley-Davidson has a long history of supporting employees who serve our country. As far back as 1917, we gave assurances to the U.S. Department of War and Navy that the company would agree to re-hire all
of its employees who left to fight in World War I. In addition, during contemporary wartime, we have supported our veteran employees. This support pre-dates the initiation of laws associated with
the Uniformed Service Employment and Re-employment Rights Act
of 1994.
At Harley-Davidson, we experience the positive contributions of
military veterans everyday, from leadership positions throughout
every level of the company, military veterans have brought a work
ethic reflective of the training and experiences they have acquired.
It is now estimated that over 15 percent of Harley-Davidson employees are military veterans and 29 percent of our customers have
served in the military.
Just as an example of one of our employees is Brian Zarilla, he
is a preparation technician at our vehicle operations in York, Pennsylvania. He served 4 years of active duty in the U.S. Air Force and
has spent the last 14 years in the 111th Fighter Wing of the Pennsylvania Air National Guard. Zarilla, a master sergeant and aircraft maintenance quality assurance evaluator, was called to active
duty in 1995 in support of Operation Southern Watch in Kuwait.
Currently numerous members of his unit are deployed in support
of Operation Iraqi Freedom. However, he has not been called to active duty yet. He is able to achieve the balance between work and
family obligations, as well as the duties of a reservist through the
support of his family, the words of encouragement from his co-
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workers, and through Harley-Davidson’s special military leave policy.
Harley-Davidson has started initiatives for both our current employees and customers designed to honor their military involvement and provide support as they are serving our country. We support our employees serving the Guard and Reserve through pay
and benefits. Harley-Davidson, as well as our unions, the AIM and
Pace International Unions have committed a policy to meet the financial needs of the military Reservists and National Guard members who are called to active duty by a presidential order during
a military crisis. We do this by compensating an employee called
to duty with the difference between his or her military pay and his
or her normal salary or straight time hourly rate of pay during
their absence. Likewise, the families of employees called to duty
will receive continued health care benefits and 401(k) benefits.
For our customers, we recently established a program called Operation Mission Accomplished. This program extends warranty coverage on Harley-Davidson and Buell Motorcycles belonging to military personnel recently deployed in support of operations in Afghanistan and Iraq. This program assures that Harley-Davidson
provides a level playing field for those who serve our country.
Also, in 2004, Harley-Davidson will present its annual genuine
hero award to a veteran for dedication and service to our country.
All veterans are eligible to apply for this award. Veterans or family
and friends of veterans are asked to nominate persons on such
characteristics as patriotism, citizenship, and wartime heroism or
community service.
I feel privileged to speak to the committee today on behalf of the
leadership of employees at Harley-Davidson. As I expressed to you
our respect for what the veterans have done to preserve our freedom and protect our country. We believe it is our duty as a company to help veterans assimilate back into the workforce when
their service to our country is complete and we are honored to do
so.
Thank you.
[The prepared statement of Mr. Scott appears on p. 65.]
The CHAIRMAN. Mr. Scott, thank you very much. I would just
note during Rolling Thunder One, Secretary Principi and Under
Secretary Thompson were both seen on a Harley. And there is no
sound like a roadster. Mr. Horigan.
STATEMENT OF KEVIN HORIGAN

Mr. HORIGAN. Thank you, Mr. Chairman, distinguished members, and colleagues. I will read from a brief prepared remarks and
then I just want to make a few comments on this morning’s panel
discussion.
It is an honor for me and PeopleSoft to be invited here. I thank
you for the opportunity to testify before the House Committee on
Veterans’ Affairs on employing veterans of our Armed Forces.
Many contributing factors are projecting this important topic into
the forefront of both public and private sector agendas. Today,
many public sector organizations are facing an unprecedented number of workers eligible for retirement in the next 5 years. Some
states and federal agencies project up to 50 percent of their work-
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force is eligible for retirement today. Many sector organizations are
just beginning to reap the benefits of the economic recovery, job
creation and re-creation are just beginning. State and local first responder organizations are burdened due to deficit situations, reduced funding, and key personnel being called to active duty from
Reserve and National Guard units. All organizations are seeking
technology-savvy resources to compete or provide higher levels of
service to customers and citizens.
For veterans, these factors mean tremendous opportunity. For
hiring entities, the opportunity is even greater. Our veterans are
more dedicated than non-veterans. This equates to training required by employees. Our veterans have critical skills not easily assessable to the private sector, skills including communications,
encryption, security, and other computer technology skills, health
care logistics and manufacturing. Greater than 50 percent of veterans coming out today have advanced technology and computer
skills. But there are other characteristics as well that make veterans an attractive group for recruitment and employment, loyalty,
stress management, discipline, and leadership.
As I look at PeopleSoft’s workforce, which is representative of the
most high-tech companies, the vast majority of individuals are
highly educated, motivated and technology oriented. Now let us
look at the picture of today’s veteran. To look at over 4 million veterans that have exited the Armed Services since 1990, 75 percent
of them have been between the ages of 20 and 34. These veterans
are educated, trained, dedicated, and highly employable. There are
many parallels.
Veterans are a valuable part of PeopleSoft workforce, particularly the public services group. The technology, logistics, health
care, and security skills have immense applicability. We actively
recruit and hire veterans. Veterans serve as account executives, directors, technical and business professionals and accountants. Veterans are present in every part of PeopleSoft’s business.
With that, I would like to stop my prepared remarks because I
don’t want to lose time here. And in the essence of your schedules,
this morning the panel I thought brought up a number of relevant
points. And what I heard was branding of the veteran. Mr. Evans
pointed out this morning that there will continue to be many men
and women that are leaving the Armed Services coming into the
workforce. The challenge I see, Mr. Chairman, is a word called
translation. And simply put, what I mean there is for an executive
like myself who has been in high technology for longer than I
would like to admit, when somebody tells me that we are going to
interview someone from Stanford or MIT or Berkeley or has
worked for one of our competitive companies, I can immediately
translate what that potentially means to us. When I hear that
there is a veteran coming from the war that is an expert in weapons systems, I can’t translate that to what that would mean to me
and to PeopleSoft.
And I think that is the strongest issue. Because when you really
climb in to see what a weapons person does and what they have
been trained in, they are probably one of the world’s foremost computer-skilled people, yet we can’t translate that. That to me, along
with branding, is the germane issue for all of us today. And we at
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PeopleSoft stand poised and ready to help
committee to help convey that.
Thank you.
[The prepared statement of Mr. Horigan,
pears on p. 68.]
The CHAIRMAN. Thank you very much, Mr.
And I would like to ask Mr. Champlin, if

any way we can this
with attachment, apHorigan.
he would, to proceed.

STATEMENT OF BRAD L. CHAMPLIN

Mr. CHAMPLIN. Thank you. Chairman Smith and members of the
House Committee on Veterans’ Affairs and guests, good afternoon.
My bank, my chairman, and I are honored to come before you this
morning to share our practice in employing veterans of our Armed
Forces. My name is Brad Champlin. I am executive vice president
of Union Planters Corporation, whose principal banking subsidiary
is Union Planters Bank. And I am here representing the bank, my
chairman, and myself.
The chairman of my bank is Jackson Moore. He is the president
and chief executive officer of Union Planters Corporation. Mr.
Moore sends his greeting to Chairman Smith and the House Committee on Veterans’ Affairs. Mr. Moore is an attorney by trade. He
is active in numerous religious, civic, and educational organizations. Mr. Moore has served on active duty in the U.S. military,
holding the rank of captain in the U.S. Army and the Army
Reserves.
Union Planters Corporation is a New York Stock Exchange-listed
bank holding company doing business in every State in the United
States but with principal offices in 12 States in the United States.
Today we employ over 10,000 with 745 banking offices. We have
announced a definitive merger agreement with Regions Bank that
will create the 12th largest bank holding company nationwide in
terms of deposits. Mr. Moore will become chief executive officer of
the combined companies in June 2005 upon the retirement of Carl
E. Jones, Jr., the current president and CEO of Regions. Upon completion of the transaction expected in June of this year, the new
bank will employ approximately 20,000 people with 1,400 banking
offices, 1,700 ATMs, and the 140 brokerage offices of Morgan
Keegan Company. And I preface that to simply to say, ‘‘This is a
big bank.’’
Mr. Moore serves on the President’s National Hire Veterans
Committee that was established by the Secretary of Labor and authorized by the President’s Jobs for Veterans Act. Terry O’Mahoney
from Texas chairs that committee. And I believe he was in the audience earlier.
Mr. Moore is in sympathy with the committee’s direction in attempting to create a pull for veterans to be employed in quality
jobs throughout America’s workforce instead of simply a push of
the veteran into the workforce. We believe that there is a disconnect however between corporations who are positively disposed
to hire veterans and the skilled veteran labor pool. Our executive
vice president of human resources is illustrative of that disconnect.
Asked if Union Planters Bank hires veterans, our human resources
director said, ‘‘Yes, we hire veterans. They are a wonderful addition
to our workforce.’’ But when we asked the follow-up question, does
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the bank have any special programs targeted to recruit and hire
veterans? That resulted in a negative response. The head of our
human resources does not know of any group contacting our bank,
encouraging us to be proactive in hiring veterans and furthermore
at this point would not know where to go if we wanted to target
a hire veterans program at our bank. Our state workforce development agencies are more passive than they are proactive.
The good news is that there is a positive connotation to the hiring of veterans. There is a belief that the veteran comes to the
workforce with good training and skills in working with and managing people, that the veteran will show up to work on time, have
a good attitude, and dress appropriate to the occasion. Mr. Moore
believes that there is another value in hiring a veteran. With all
the attention on national security, it is equally vital that corporations focus on safety and security in the workplace. The veteran
comes to the workplace with skills that set them apart from ordinary employees when dealing in unexpected crisis situations.
We applaud Veterans Across America’s initiative to reach out to
corporate America with a campaign that encourages the hiring of
veterans. And we believe that the branding campaign will help accomplish that objective. We would submit that to be effective, the
campaign should target in addition to CEOs, it should target directors of human resources and societies for human resources management.
In short, those in America’s workplace that do the hiring. We
need to find ways to point these people to the resources that are
available to get them connected to veteran talent. Our Nation has
a great resource in our veterans and frankly has expended billions
of dollars to develop that talent. We do a great favor not only to
our veterans but to our corporations, our Nation, and ourselves by
finding ways to better utilize the veteran talent pool that exists.
Jack Moore and I thank you for the time you have taken this
morning to seek ways to help improve our quality of life for our
veterans. And we thank you from the bottom of our hearts for the
wonderful work you are doing for our country as elected representatives of this great Nation.
[The prepared statement of Mr. Champlin appears on p. 77.]
The CHAIRMAN. Thank you very much for your testimony and the
good work that you are doing as well. It is very much appreciated
by this committee and by veterans.
Our final witness will be Mr. Crawford.
STATEMENT OF ROBERT C. CRAWFORD

Mr. CRAWFORD. Good afternoon, Mr. Chairman and distinguished
members of the committee, and thank you for the invitation to appear before your committee today. I am delighted to be here representing Prudential Financial, which is headquartered in Newark,
NJ.
Prudential is particularly honored to be asked to testify this
morning since over our 126 year history, we have prided ourselves
in being a company, which to use a current term has always been
‘‘veteran friendly.’’ Indeed, veterans of wars ranging from World
War I to today’s Operation Iraqi Freedom as well as those who
have served in times of peace have found Prudential to be rock
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solid in the career opportunities provided to veterans and our support for issues important to them.
Today, key Prudential leaders, including our chairman and CEO,
corporate controller, chief auditor, the head of our learning organization, and many more senior staff members, too numerous to mention, are veterans. Under their active stewardship, Prudential will
remain strongly committed to providing quality employment opportunities to the men and women who have served in our country’s
Armed Forces. And it goes without saying that over the years Prudential itself has greatly benefitted from the contributions of our
employees who have military experience. Indeed, it is a fitting testimony to the many extraordinary service men and women who
have worked at Prudential that we are here today to discuss ways
in which to keep the bond between the American veteran and corporate America strong and robust.
As the executive responsible for the company-wide staffing at
Prudential, a large part of my responsibility is to ensure outreach
to a broad group of candidates that reflect a range of skills, experiences, and culture perspectives. This aligns with our goal of attracting a diverse workforce that can generate innovative ideas and
understand, serve, and connect with our customers around the
world. Being viewed as an employer of choice to such a workforce
is a key focus of our corporate recruitment efforts. America’s veterans have been, and continue to be, an extraordinary source of the
diverse qualities and skills that Prudential knows it needs to compete and prosper.
By way of illustration, at Prudential we have a set of core competencies against which our employees’ performance is measured.
These include strategic leadership, drive for results, partnering,
and courage. In evaluating candidates for jobs, we specifically look
for evidence of these qualities based on prior experience and the
ability of our candidates to respond to interview questions with real
life illustrations. We can clearly see the synergies between the
skills that veterans bring to the table and these critical competencies, recognizing the emphasis in today’s military on leadership at all levels, decision-making, problem-solving, team work, resourcefulness, dependability, and loyalty. This makes veterans extremely attractive to us as employment candidates.
Historically, we have been successful at recruiting military veterans, both into our general workforce population and for specialized hiring programs, whether through firms specializing in military placement, campus outreach, job fairs, or word of mouth referral. With the advent of the Internet, a key part of our current outreach strategy is to post our open jobs on web sites, including the
Department of Defense Job Search, USA Jobs, and the Department
of Veterans’ Affairs Vocational Rehabilitation Employment Services. We participate in America’s Job Bank and enlist in the corporate gray.
These recruiting efforts are complemented by a competitive benefits package, supportive policies, and work life programs that are
attractive to veterans and their families. For military reservists, we
provide paid annual leave. We also have a long history of supporting Reservists called up to active duty with paid leave of absence and benefits continuation, a tradition that continues today
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for employees who are participating in current military operations
around the world. Our work life programs provide a variety of supports including tools for families dealing with the challenges of career change, relocation, and in the cases of Reservists called to active duty and overseas deployments.
We also sponsor a number of activities towards targeting and reminding all of our employees of the contributions of our service
men and women around the world. Past speakers at Prudential
events have included Corporal Craig Widen, who commands the
108th Air Refueling Wing of the New Jersey Air National Guard,
Captain Scott O’Grady, the Air Force pilot who was shot down over
Bosnia in 1995, and most recently, Dr. Irene Harris, director of the
Department of Veterans’ Affairs Center for Women Veterans. They
have shared their stories with Prudential employees and in the
process raised the level of appreciation not only for the sacrifices
made but also the depth and riches of those with military experience have to offer.
I hope that this brief overview has given you a flavor for the connection and support that Prudential has for veterans. When we
think of diversity in its broadest sense, we believe that veterans
should be included in that net, recognizing that they are another
historically under-represented pool of talent and brain power. It is
against this backdrop that we are delighted and honored to be here
to lend our voice to the other enlightened companies on the very
important issue of transitioning veterans into the civilian workforce. This is particularly critical at this time when we have so
many men and women serving in the military who we expect will
soon be moving into civilian lives and careers.
On behalf of our chairman and CEO, Mr. Art Ryan, and the rest
of the Prudential community, we applaud your work in connecting
veterans with the business community and look forward to lending
our continued support to those important efforts.
Thank you.
[The prepared statement of Mr. Crawford appears on p. 81.]
The CHAIRMAN. Mr. Crawford, thank you very much for your testimony and for the good work that Prudential does on behalf of our
veterans. All of you, this testimony is extremely helpful. And again
we are a committee known for follow-up. We glean ideas and mold
them into bills that become law. They don’t just get introduced. I
am happy to say that we have had something in the order of 16
bills become law in the last 3 years alone and several of those were
mega bills where witnesses like yourselves made an enormous difference in shaping and crafting them. We also become a bully pulpit within the government, working with the Executive Branch.
And again your stories, your testimonies will be widely disseminated.
And I thought, Mr. Horigan, your comments about translation
were very, very on point. What does that mean when you are
‘‘weapons expert’’? As you said in your testimony, greater than 50
percent of the veterans coming out today have advanced technology
and computer skills. That is an asset that, that is what weapons
utilization right now is all about. The modern battlefield is not
what it was just 20 or 30 years ago, and these new skills are appli-
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cable in the private and public sector. And I think your point is
very well taken.
Also, the point about so many people in the public sector retiring
soon: the bulge in the baby boom on the one hand is going to put
an enormous weight on Medicare and Social Security. But it is also
going to open up an enormous number of jobs, the so-called jobless
recovery may become less so as we move forward with that. And
I think your point about that was very well taken as well.
I would point out for the record that OPM Director Kay James
has in her report to us indicated to us that the Federal government
is making significant strides in hiring veterans. That was not always the case. And I think perhaps the translation, the idea that
this is a person, as many of you have pointed out, is disciplined,
and has leadership, loyalty, a skill base, and the synergies that are
gleaned from this as well. We really have someone who is ready to
work, will work those long hours that the job may require, but also
has the capacity to do it and to do it well. So I think you all have
made so many good points.
Perhaps Darryl might have a question or two or Pat, any of you
on the staff. Because again, so much of what you have said just
confirms and expands our ability to know what we need to do on
our end as well.
Darryl?
Mr. KEHRER. Thank you. A lot of ceremony here. The chairman
meant to acknowledge the presence of Dr. Ray Healey from Veterans Across America this morning. Doctor, you have been such a
help, and thanks for being here.
The CHAIRMAN. Any final comments you would like to make? Because this committee hearing is not just the first as a full committee, and it won’t be the last. We plan on a full court press to
try to get, as you saw, the Secretary, who is very committed and
was here this morning at the press conference. There is much more
that needs to be done and we plan on doing it. But you are leaders.
You give us a great example to spread and hopefully others will
emulate.
Mr. Scott?
Mr. SCOTT. Yes, I just wanted to add to Mr. Horigan’s comment.
I had written a note this morning that the advertising that we
heard are used to advertise about joining the Army and so forth,
I can’t remember what the number was, but it seemed like an awfully big number. And I had written the point that they need to
start directing those advertising dollars that are available to the
skills available and put it in corporate terms. And I think that sort
of just piggy backs what he was saying. I think this PAYS situation
that we talked about earlier, that is where we actually sit down
with an enlisted person and tell them what the skills are that we
need so they can aim themselves in a sense. If it came back the
other way, with the same kinds of advertising that we see across
the board in the media, that would make a difference to us. I don’t
know anything about a nuclear engineer, but I know he is a pretty
smart guy. He could probably help us.
The CHAIRMAN. I also think, and I will go to you, Mr. Crawford.
I do believe all of our recruiters are basically meeting their needs
but as the war on terror drags on, as some of the stories about the
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difficulty in deployment to Iraq and Afghanistan manifest themselves, it may get harder to recruit. Certainly retention is going to
become a problem for the Guard and Reserve. And I would think
that if at the end of the loop, more of these men and women are
finding gainful employment, that becomes a recruiting tool for our
recruiters in each of our branches. There could be a recruitment fatigue very shortly on the horizon. And to know that they could be
placed with companies like yourselves could make a difference.
Mr. Crawford?
Mr. CRAWFORD. Yes, thanks. I would just also like to underscore
the theme of translation. If you look across financial services in all
the firms, in all likelihood for many of the same jobs. So indeed,
any effort dedicated to one job group even would be—would enjoy
returns several fold, and that indeed would be well worth the effort.
The other interesting common theme this morning, which I will
also underscore, is the issue of branding. Before I came here, I
asked a number of people, who were probably at mid-level, give me
your image of a veteran. And it was a very confused image. And
so when one sits there and thinks that if I go to a hiring manager
and if a hiring manager came to me and said, ‘‘Hey, Bob, why
aren’t there veterans? Where are the veterans?’’ Because they have
been clued in and understand what the image of a veteran is, that
would be a very natural progression. I think when that takes hold
at that level, then I think that we will have achieved success.
I would also argue that the war for talent that we all experienced
just a couple of years ago is only on pause. And to your point, as
people retire, there is going to be a renewed, if you will, war for
talent. And I think the current time frame offers us an extraordinary opportunity to the positioning we have got to do so when
things heat up again, which they will, we, the corporations, and the
Veterans Across America have a bridge and a link so that the communication is almost effortless. The needs are so identical that it
would be truly a shame to miss this opportunity. Thank you.
The CHAIRMAN. Any further comments? I again want to thank
you for the tremendous work you are doing and for your patience
in waiting so long between votes to testify. Again, we will take your
testimony and your examples and give it a very, very wide reach
among the Members of the House and Senate and the Executive
Branch.
The hearing is adjourned. And, again, thank you.
[Whereupon, at 1:30 p.m., the committee was adjourned.]
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