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National Guard & Reserve Employer Factsheet  

Questions and Answers for Employers and their Employees who participate in the National Guard and Reserve  

The Uniformed Services Employment and Reemployment Rights Act (USERRA), provides job protection and rights of reinstatement to 
employees who participate in the National Guard and Reserve.  

The National Committee for Employer Support of the Guard and Reserve (ESGR), an agency within the Office of the Assistant Secretary of 
Defense for Reserve Affairs, operates programs directed toward U.S. employers, employees, and communities to ensure understanding of the 
role of Reserve component members. ESGR encourages development of employer policies and practices to facilitate employee participation in 
the Reserve components through a network of volunteers and  the ESGR Ombudsman program provides “third party assistance” and informal 
mediation services to employers and members of the National Guard and Reserve. It works in conjunction with the Veterans’ Employment and 
Training Service (VETS), U.S. Department of Labor. Volunteer members are trained to provide assistance in the resolution of employment 
conflicts that can result from military membership, training, or other service requirements protected under USERRA. 

To reach your local ESGR Committee for information or assistance, contact ESGR Ombudsman:  
 by visiting the Contact page and finding your local committee  
 call ESGR toll-free at 1-800-336-4590  
 call your local National Guard or Reserve unit    

USERRA Facts, Questions and Answers 

1. Is an employee protected from unlawful discrimination by an employer based on military affiliation? 

Yes. USERRA provides protections for initial hiring and adverse employment actions by an employer if the action is motivated 
even in part by the employee’s military service. This protection also extends to those who assist service members or testify in 
a USERRA investigation.  

2. What are the basic eligibility requirements for job protection under USERRA? 

To be protected, a National Guard or Reserve member must have a civilian job, must provide timely notification to the 
employer of military duty, and must report back to work for reemployment in a timely manner. Reemployment rights are 
provided even if the civilian job is described as “temporary,” unless the employment was for a brief period with no reasonable 
expectation of continuance for a significant period of time.  

3. Can an employer refuse to allow an employee to attend scheduled drills or annual training? 

No. Employees must be excused from work to attend inactive duty training (drill) or annual training and the employer must 
reemploy the employee as if he or she has not been absent.  

4. Is there a limit to the amount of active duty an employee can perform and still have reemployment rights? 

Yes, there is a 5-year cumulative total of military service an employer is required to support. Not included in that total are: 
inactive duty training (drills); annual training; involuntary recall to or retention on active duty; voluntary or involuntary active 
duty in support of a war, national emergency, or certain operational missions; or additional training requirements determined 
and certified in writing by the Service Secretary, and considered to be necessary for professional development or for 
completion of skill training or retraining.  

5. When should an employee provide notification of upcoming duty? 

Written or oral notification must be made to employers prior to going on duty, unless precluded by military necessity. 
Employees are highly encouraged to notify their employer of any “window” of anticipated military activity, when application 
for orders is made, or if notified of possible involuntary recall. Employees should be sensitive to employer scheduling 
requirements when providing notification and when submitting application to the unit commander for orders. Where possible, 
an employee should submit requests for orders during calendar  

6. Is prior notice to the employer required for leave of absence for military duty? 

Yes. Unless precluded by military necessity, advance notice must be provided either orally or in writing. The context for what 
constitutes timeliness of notification was not spelled out in detail by Congress under USERRA. However, employees who 
participate in the National Guard or Reserve should provide their employers as much advance notice as possible. Failure to 
provide notice could result in a denial of the protection of USERRA.  

http://www.esgr.org/Site/LinkClick.aspx?link=161&tabid=121�


7. What are valid military orders? 

All written or verbal orders are considered valid when issued by competent military authority. A military member in receipt of 
official orders is obligated by federal statute to execute them. The recurring requirement to perform inactive duty training 
(drill) is an example of when written orders may not be formally issued.  

8. Does USERRA apply to “state” military duty or governor call-ups of National Guard members? 

No. However, protection for such duty is generally provided by state statutes and in most instances is comparable to 
protections provided under the USERRA.  

9. When may an employer require an employee to provide documentation of military service? 

After periods of military leave of absence for more than 30 days, the employer has the right to request such documentation, 
which can be used to establish the employee’s basic eligibility for protection under USERRA. All National Guard and Reserve 
members are encouraged to provide a copy of orders, the annual drill schedule, or other type of documentation to employers 
as soon as available and, if possible, before the commencement of military duty.  

10. What if the employee cannot provide satisfactory documentation for military service in excess of 30 days? 

The employer must promptly reinstate the employee pending its availability. The employer may contact the military unit if 
necessary.  

11. Can an employer require an employee to apply for military leave of absence or otherwise submit official 
documentation for approval of military leave of absence? 

No. As stated earlier, an employer may not require documentation for notification prior to military duty. Further, an employer 
does not have a “right of refusal” for military leave of absence, so long as the employee has not exceeded the 5 years of 
cumulative service provided under USERRA.  

12. Can an employee be required to find someone to cover his or her work period when military duty interrupts the work 
schedule? 

No, an employee is responsible for notification but not for altering the work schedule or finding a replacement.  

13. Does an employee have the right to make up periods of work missed due to drill or military leave of absence? 

No. An employer may choose to offer an employee the opportunity to work hours missed as a benefit not provided under the 
USERRA. For example, an employer is not required to provide hours of work for an average 2-week, 80-hour period if part of 
that period is missed due to military service.  

14. After completion of weekend drill, what is the time limit for an employee to return to work? 

The beginning of the next regularly scheduled work period on the first full day following completion of service and expiration 
of an 8-hour rest period following safe transportation home. For example, an employer cannot require a service member who 
returns home at 10 p.m. to report to work 2.5 hours later at 12:30 a.m. However, the employer can require the employee to 
report for the 6 a.m. shift, or scheduled work period, the next morning (after reasonable commute from military duty to home 
followed by 8-hours). Included in the 8 hour period is time for rest and the commute to work.  

15. What is the time limit for an employee to return to work after Annual Training or other types of extended military 
leave of absence? 

Time limits for returning to work depend on the duration of the orders. The rules are: 

• Service of 1 to 30 days: the beginning of the next regularly scheduled work period on the first full day following completion 
of service and expiration of an 8-hour rest period following safe transportation home.  

• Service of 31 to 180 days: application for reinstatement must be submitted not later than 14 days after completion of 
military duty.  

• Service of 181 or more days: application for reinstatement must be submitted not later than 90 days after completion of 
military duty. 
   



 

16. What if an employee does not return in a timely manner to work? 

The employee is subject to the personnel policies and practices of the employer for unexcused absences.  

17. What if the employee has an accident, is delayed by lack of military transportation, or is otherwise unable to report 
back in a timely manner? 

The employee must report back to work as soon as possible. Unless the delay is through no fault of the employee, he or she 
is subject to the personnel policies and practices the employer would normally apply to employees with unexcused absences.  

18. What if an employee is injured or incurs a disability during military duty? 

The deadline for reinstatement may be extended for up to 2 years for persons who are convalescing due to a disability 
incurred or aggravated during military service, and employers must make reasonable accommodations for the impairment.  

19. What job position is an employee returned to after military leave of absence? 

Except with respect to persons whose disability occurred in or was aggravated by military service, the position into which an 
employee is reinstated is determined by priority, based on the length of military service. The rules are: 

• Service of 1 to 90 days:  
• (a) in the job the person would have held had he or she remained continuously employed (possibly a promoted 

position), so long as the person is qualified for the job or can become qualified after reasonable efforts by the 
employer, or  

• (b), if the person cannot become qualified, in the position the person was employed on the date of the 
commencement of the military service.  

• Service of 91 or more days:  
• (a) same as for service of 1 to 90 days, or a position of like seniority, status and pay, so long as he or she is 

qualified, or  
• (b) if the person cannot become qualified, in the position the person was employed on the date of the 

commencement of the military service or which nearly approximates that position.  

Note: The reemployment position with the highest priority reflects the “escalator” principle, which requires that a returning 
service member steps back onto the seniority escalator at the point the person would have occupied if the person had 
remained continuously employed. 

USERRA specifies that returning employees must be “promptly reemployed.” What is prompt will depend on individual 
circumstances. Reinstatement after 3 years on active duty might require two weeks to allow giving notice to an incumbent 
employee who might have to vacate the position.  

20. How does military service affect employee status or seniority in the workplace? 

An employee must be considered not to have been absent from the workplace if the only reason for that absence was service 
in a uniformed service. A returning employee must be made “whole” by: 

• being allowed to contribute to the pension plan any amount that would have been contributed had the employee not been 
absent  

• being reinstated with privileges and status the employee earned by length of service (for example, after 3 years with a 
company an employee may be entitled to accrue more vacation per year, or after 5 years an employee is automatically 
advanced to a management position.) 
   

21. What are the rules on contribution to the pension or thrift savings plan for periods of military leave of absence? 

Upon reemployment, the employee has 3 times the length of service (not to exceed 5 years) to make payments and the 
employer is liable to fund any resulting obligation of the plan within the same time frame.  

22. Can an employee contribute to the pension plan when on military leave of absence? 

There is no burden under the law for an employer to continue pension contributions while the employee is away from the 
work site. An employer may choose to offer this benefit.  



23. What are the rules for entitlement to health insurance? 

For absence of less than 30 days, benefits continue as if the employee has not been absent. For absence of 31 days or more, 
coverage stops unless the employee elects to pay for COBRA-like coverage (for a period of up to 24 months). Health 
insurance must be reinstated the day an employee is reinstated with no waiting period. If the employer cannot put the 
employee back to work immediately upon application, the health insurance must be restored immediately.  

24. Does an employee accrue vacation or medical/sick days from the employer while on military leave of absence? 

No. However, as in the previous question, an employer may choose to offer accrual of vacation or medical/sick days as an 
additional benefit. An employer is not required under USERRA to provide short term compensation (pay, vacation accrual, 
etc.) when an employee is not working at the worksite.  

25. Is an employer required to pay an employee who is on military leave of absence? 

No. While many employers offer differential pay or a specific number of paid military leave days, an employer is not required 
to pay an employee on military leave of absence. 
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 Introduction 
 

The Uniformed Services Employment and Reemployment Rights Act of 1994 applies to 

all public, private, and federal employers. It mandates that returning service members are 

to be re-employed in the position that they would have attained had they not been absent 

for military service, with full seniority, status and pay. The USERRA performs four key 

functions:  
 

1. It guarantees returning veterans a right of reemployment after military service. 38 

U.S. Code § 4312.  

2. It prescribes the position to which such veterans are entitled upon their return. 38 U.S. 

Code § 4313.3. 

3. It prevents employers from discriminating against returning veterans because of their 

military service.  38 U.S. Code § 4311.  

http://www.aele.org/
http://www.aele.org/law/index.html
http://www.aele.org/Seminars.html
http://www.dol.gov/compliance/laws/comp-userra.htm
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4. It prevents employers from firing without cause any returning veterans within one 

year of reemployment.  38 U.S. Code § 4316. 

 

It should be noted that Federal intelligence services, including the FBI, are exempt from 

the USERRA. Dew v. U.S., #98-6102, 192 F.3d 366, 1999 U.S. App. Lexis 23710, 162 

LRRM (BNA) 2327 (2nd Cir.). See 5 U.S. Code § 2302(a)(2)(C)(ii). 

 

State and local agencies may not limit the number of employees who choose to serve as 

military reservists. The Fourth Circuit struck down Baltimore city‟s limit on number of 

police officers who could be military reservists and awarded damages to an officer for 

lost benefits that he would have earned. Kolkhorst v. Tilghman, 897 F.2d 1282 (4th Cir. 

1990); cert. denied 502 U.S. 1029, 112 S.Ct. 865 (1990). 

 

This is a short summary of federal law, applicable to military reservists. 
[1]

 State and local 

laws and collective bargaining agreements may offer additional benefits and protections, 

but cannot limit federally protected rights. 
 

Part One addresses leave for calls to active service, military training activities and 

harassment. Part Two discusses the rights and obligations of returning reservists. 

 
 Calls to active service 
 

 Notice 
 

Persons going on military leave are not required to give their employers notice prior to 

departure, but may be required to do so to claim any nonfederal benefits not required by 

U.S. Code, state statutes or local ordinances (such as continued pay differential, if 

offered).  

 

 Earnings 
 

Employers are not required to continue the pay of a reservist, or pay the differential.  

Many governmental entities, cognizant of the financial hardships placed on reservists due 

to home mortgages, car payments and other obligations, have chosen to continue certain 

benefits and pay wage differentials.  This benefit may be created by a statute, ordinance, 

personnel rules or a collective bargaining agreement. 

 

http://openjurist.org/192/f3d/366/john-dew-michael-aiesi-v-united-states-of-america
http://www.law.cornell.edu/uscode/5/2302.html
http://scholar.google.com/scholar_case?q=Kolkhorst+v.+Tilghman&hl=en&as_sdt=2,14&as_vis=1&case=10896951987352904812&scilh=0
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Since 2009 eligible civilian employees of the federal government receive a supplemental 

payment equal to the amount by which their civilian basic pay exceeds their military pay 

and allowances allocable to the given period. 
[2]

  

 

Some employers include military housing allowances when computing pay differentials. 

However, an Ohio arbitrator held that, in the absence of specific language in the 

bargaining agreement, pay differentials given to sheriff‟s officers on military leave 

should include housing allowances in the computation only for those who incur 

additional housing expense when serving on military leave. Franklin Co. Sheriff’s Office 

and FOP L-9, 117 LA (BNA) 1821, FMCS Case #02/05119-6 (Goldberg, 2002). 

 

In granting 15 days of paid military leave a year, the Indiana Legislature intended to treat 

all public employees equally. Management‟s policy of paying up to 120 hours of military 

leave per year, regardless of shift length, treated all public employees the same; manage-

ment‟s definition of a “day” as 8 hours did not conflict with state law or treat unfairly 

firefighters who work 24 hours on, 48 hours off. Koppin v. Strode, #49A02-0103-CV-148, 

761 N.E.2d 455, 2002 Ind. App. Lexis 29 (Ind. App. 2002). 

 

In Minnesota, public agencies must count time that police officers and firefighters spend 

on military leave towards their base hours for purposes of computing overtime. State law 

provides that military duty for public employees shall be without loss of pay. Boelter v. 

City of Coon Rapids, 67 F.Supp.2d 1040, 1999 U.S. Dist. Lexis 14788 (D.Minn. 1999).   

 

Moreover, Minnesota firefighters on military leave are entitled to be paid for 24-hours for 

each duty day missed. An employment agreement cannot supersede state law. Howe v. 

City of St. Cloud, #C3-93-1949, 515 N.W.2d 77 (Minn. App. 1994).  

 

 Health coverage 
 

As regards to health benefits, under 38 U.S. Code §4317, reservists covered by an 

employer-sponsored health plan can elect continued coverage for themselves and their 

covered dependents.  
  

(a) The maximum coverage period under such an election is the shorter of the 18-

month period beginning  

(i) on the individual‟s date of absence or  
 

http://www.aele.org/law/2003FPJUN/franklin.html
http://www.aele.org/law/2003FPJUN/franklin.html
http://caselaw.findlaw.com/in-court-of-appeals/1250985.html
http://scholar.google.com/scholar_case?case=4581517926297823846&hl=en&as_sdt=2&as_vis=1&oi=scholarr
http://scholar.google.com/scholar_case?case=4581517926297823846&hl=en&as_sdt=2&as_vis=1&oi=scholarr
http://scholar.google.com/scholar_case?case=4581517926297823846&hl=en&as_sdt=2&as_vis=1&oi=scholarr
http://scholar.google.com/scholar_case?case=4858906322394769580&hl=en&as_sdt=2&as_vis=1&oi=scholarr
http://scholar.google.com/scholar_case?case=4858906322394769580&hl=en&as_sdt=2&as_vis=1&oi=scholarr
http://scholar.google.com/scholar_case?case=4858906322394769580&hl=en&as_sdt=2&as_vis=1&oi=scholarr
http://www.law.cornell.edu/uscode/uscode38/usc_sec_38_00004317----000-.html
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(ii) the period ending the day after the date on which the person fails to apply 

for or return to employment.  
 

(b) The employee can be required to pay 102 percent of the premium for the 

continued health coverage, determined in the same way as optional COBRA 

coverage under §4980B(f)(4) of the Internal Revenue Code.  
 

(c) However, an individual who performs service in the uniformed services for 30 

days or less cannot be required to pay more than the employee share, if any, for 

such coverage. 
 

(d) Unless the plan specifies multi-employer allocation, the last employer is liable.   
 

(e) If coverage is terminated due to military service, no exclusion or waiting period 

can be imposed on the person‟s return to employment. This provision does not 

apply to injuries or illnesses determined by the Secretary of Veterans Affairs to 

have been incurred or aggravated during service in the uniformed services.  

 

 Combat deployment requirements  
 

Since the payment of earnings differentials are not required, public employers may 

choose to limit those payments to a designated crisis or defined period, to avoid similar 

claims during future peacetime periods when reservists might volunteer for optional, 

noncritical specialized training programs. 

 

 Promotional rights 
 

In New York, a federal court upheld a jury award of double pay plus $300,000 for 

emotional distress, to a FDNY promotional candidate who was denied a chance to make 

up a missed exam due to his military service. 

 

The court also sustained his promotion without taking the test because of the city‟s 

refusal to offer a makeup exam. Fink v. City of N.Y., #97-CV-6314, 129 F.Supp.2d 511, 

2001 U.S. Dist. Lexis 2290, 166 LRRM (BNA) 2923 (E.D.N.Y.). 

 

A Florida arbitrator rejected a union grievance that management improperly allowed a 

sergeant, who was on military duty, to take a promotional exam at an off-site location. 

Federal laws protecting military leave rights supersede the bargaining agreement and 

http://www.law.cornell.edu/uscode/26/usc_sec_26_00004980---B000-.html
http://www.aele.org/law/2011all05/fink-nyc.html
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administrative rules. Palm Beach County Sheriff’s Office and PBC Police PBA, AAA 

Case #32-390-100713-04, 121 LA (BNA) 1624 (Smith, 2005). 

 

 Vacation, pension accrual and other benefits 
 

Reservists may elect to use vacation benefits during periods of active duty, but may not 

be required to do so by the employer.  Generally, this election is chosen only by 

employees who are not under a pay differential continuation plan. 

 

The Labor Department‟s Rules on the USERRA provides that employees who are 

returning from military service are entitled to continued pension participation, vesting, 

and accrual of benefits without incurring a break in service. 20 CFR Part 1002, 70 (242) 

Fed. Reg. 75279 (Dec. 19, 2005). 

 

Unpaid reservists should be given, at a minimum, the same benefits given other 

employees and their dependents when on maternity and other unpaid leave plans in 

effect. It is another matter for paid reservists. The fact that an employer allows workers to 

earn holiday benefits while on jury duty does not entitle an employee to accrue those 

benefits while on military leave. Tully v. Dept. of Justice, #2007-3004, 481 F.3d 1367, 

2007 U.S. App. Lexis 6440 (Fed. Cir. 2007). 

 

The Fifth Circuit has distinguished seniority- and non-seniority-based rights and benefits 

accrued or lost by military reservists. In the case of non-seniority-based rights and 

benefits, employers must treat military reservists equally, but not preferentially. Rogers v. 

City of San Antonio, #03-50588, 392 F.3d 758, 2004 U.S. App. Lexis 24831, 176 LRRM 

(BNA) 2129 (5th Cir. 2004). 

 
 Duration 

 

Public employers may not limit the duration of military leaves by restricting the periods 

that a pension can be earned.  Federal law prevails. In New York, a federal court held that 

two consecutive leaves of absence for 14 and 13 months respectively for flight engineer 

training were reasonable. Cronin v. Police Dept. of the City of N.Y., 675 F Supp. 847 

(S.D.N.Y. 1987). 

 

A federal court in California held that a four-year military leave was not unreasonable, 

despite fact that that the leave request was only for three years. Lemmon v. Santa Cruz 

http://www.aele.org/law/2006FPMAY/pbso-pba.html
http://www.dol.gov/vets/regs/fedreg/final/2005023961.pdf
http://www.dol.gov/vets/regs/fedreg/final/2005023961.pdf
http://www.dol.gov/vets/regs/fedreg/final/2005023961.pdf
http://caselaw.findlaw.com/us-federal-circuit/1161278.html
http://caselaw.findlaw.com/us-5th-circuit/1147290.html
http://caselaw.findlaw.com/us-5th-circuit/1147290.html
http://caselaw.findlaw.com/us-5th-circuit/1147290.html
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Co., 686 F.Supp. 797 (N.D. Cal. 1988). The court added its view that “the type, duration 

and frequency of any particular course of military training must also be presumed 

reasonable.” 686 F.Supp. at 854. 

 
 Training activities 
 

Although for nine years a city allowed police officers who missed their weekend work 

shifts while attending National Guard duties to make up the time on their scheduled days 

off, management was not obliged to continue that policy, because non-Guard employees 

who miss work for non-military activities are not provided with a comparable scheduling 

benefit. Crews v. City of Mt. Vernon, #08-2435, 567 F.3d 860, 2009 U.S. App. Lexis 

11718 (7th Cir.). 

 

A Texas appellate court rejected the claim that a “vacancy” was created in the ranks 

when a senior police officer was called to temporary active duty in the military. However, 

a city may temporarily assign other officers to an open position caused by a military 

leave absence. McElroy v. City of Temple, #03-03-00741-CV, 208 S.W.3d 471, 2006 Tex. 

App. Lexis 2056 (2006).   

 

Federal law does not prevent disciplinary action for misconduct unrelated to military 

service. The Fourth Circuit has held that military training laws did not protect an 

employee who deliberately falsified his time card. Hill v. Michelin N.A., #00-2202, 252 

F.3d 307 (4th Cir. 2001). 

 

Federal courts will intervene if disciplinary action is a cover for wrongful discrimination. 

A court ordered reinstatement of an untenured Desert Storm veteran in Pennsylvania. His 

“suspension” pending an internal investigation was found to be pretextual discrimination. 

Simmons v. Didario, #91-6719, 796 F.Supp. 166 (E.D.Pa. 1992). 

 
 Hostile work environment claims 
 

Anti-retaliation provisions are a part of most federal laws enacted to protect employees 

from harassment and other discriminatory practices. 
[3]

   The USERRA does not have 

such a section. A number of lawsuits have asked the courts to imply an anti-harassment 

prohibition. The First Circuit noted in 2010: 

 

http://www.morelaw.com/verdicts/case.asp?d=40286&n=08-2435&s=IL
http://www.3rdcoa.courts.state.tx.us/opinions/HTMLopinion.asp?OpinionID=14642
http://pacer.ca4.uscourts.gov/opinion.pdf/002202.P.pdf
http://scholar.google.com/scholar_case?case=2231749973221266775&hl=en&as_sdt=2&as_vis=1&oi=scholarr
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“Neither the Supreme Court nor any court of appeals has decided whether a hostile 

work environment claim is cognizable under USERRA.” Vega-Colon v. Wyeth 

Pharm., #09-1861, 625 F.3d 22, 32 (1st Cir. 2010). 

 

Several circuit courts assumed, without deciding, that USERRA does provide for such a 

claim but they disposed of the claim on other grounds.
[4] 

 In March 2011, the Fifth Circuit 

became the first federal appellate court to rule on the issue. 

 

Several commercial airlines pilots alleged that management created a hostile work 

environment through a continuous pattern of harassment in which the airline had 

“repeatedly chided and derided [the] plaintiffs for their military service through the use of 

discriminatory conduct and derogatory comments regarding their military service and 

military leave obligations.” 

 

The District Court rejected their claims.
[5]

 On appeal, the panel considered the statute‟s 

legislative history and its underlying policy objectives to gain insight into whether 

Congress intended to create a cause of action under USERRA for harassment of service 

members. They wrote: 
 

“Congress‟s choice to not include the phrase „terms, conditions, or privileges of 

employment‟ or similar wording in USERRA weighs in favor of the conclusion that 

USERRA was not intended to provide for a hostile work environment claim to the 

same extent as Title VII and other anti-discrimination statutes containing that phrase. . 
 

“The lack of DOL regulations regarding harassment of private employees on the basis 

of military service also supports our determination ... 
 

“To be clear, nothing in this opinion alters the ability of service members to sue under 

USERRA for the denial of contractual benefits of their employment on the basis of 

military service as defined in the statute. All that we hold is that service members may 

not bring a freestanding cause of action for hostile work environment against their 

employers.” 
 

Carder v. Continental Airlines, #10-20105, 2011 U.S. App. Lexis 5847 (5th Cir.). 

 

 Notes 
 

1. This article uses the generic word reservists, and includes members of an Army or Air 

National Guard component. 

http://caselaw.findlaw.com/us-1st-circuit/1542874.html
http://caselaw.findlaw.com/us-1st-circuit/1542874.html
http://scholar.google.com/scholar_case?case=15961990100821507444&hl=en&as_sdt=2&as_vis=1&oi=scholarr
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2. Section 751 of the Omnibus Appropriations Act of 2009; Public Law 111-8, codified 

at 5 U.S. Code §5538. 

3. For list of statutory federal anti-retaliation provisions, see Retaliatory Personnel 

Actions in the Sep. 2009 AELE Monthly Law Journal at p. 202. 

4. Vega-Colon v. Wyeth Pharm., #09-1861, 625 F.3d 22, at n.9 (1st Cir. 2010); Dees v. 

Hyundai Motor Mfg., #09-12107, 368 F.Appx. 49, at 53, 2010 U.S. App. Lexis 4064 

(Unpub. 11th Cir. 2010); Church v. City of Reno, #97-17097, 168 F.3d 498, 1999 U.S. 

App. Lexis 6724 (Unpub. 9th Cir. 1999); Miller v. City of Indianapolis Fire Dept., 

#01-2219, 281 F.3d 648, 2002 U.S. App. Lexis 2598 (7th Cir. 2002). 

5. Carder v. Continental Airlines, #H-09-3173, 2009 U.S. Dist. Lexis 110671, 187 

LRRM (BNA) 3143 (S.D. Tex.). 
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I. Introduction
It is in this spirit that this family 

guidebook has been written. The 

family guidebook, the third in a series 

developed through a partnership 

between the International Association 

of Chiefs of Police (IACP) and the U.S. 

Department of Justice, Office of Justice 

Programs, Bureau of Justice Assis-

tance (BJA), provides support for the 

families1 of deployed law enforcement 

officers and is presented using the 

framework of the deployment cycle2.

The two previous guides, Law En-

forcement Leader’s Guide on Combat 

Veterans and Combat Veterans & Law 

Enforcement, focus on issues pertain-

ing to individual servicemembers 

returning to or considering a career in 

law enforcement. Both guides are 

2

‘‘  We need to pay attention to the  
entirety of our people and their 
families and the programs that  
support them.’’       —  A d m i r a l  M i k e  M u l l e n ,  

Chairman of the Joint Chiefs  
of Staff (2009)

1 Families includes references to spouses, single parents who need to arrange for the care of dependent children, 
parents, grandparents, dual-military couples with dependents, and those with custody or joint custody of a 
child or other dependent family members who are unable to care for themselves.
2 Italicized words can be found in the glossary.

I N T R O D U C T I O N

available through the IACP website at 

www.theiacp.org/vets2cops.

Throughout the research phase of 

the Employing Returning Combat 

Veterans as Law Enforcement Officers 

Project, it was emphasized that law 

enforcement (LE) leaders were not 

paying close enough attention to 

the families of those deployed. This 

guide, which will be distributed by LE 

agencies, is written for the spouses 

and families of our currently deployed 

servicemembers and those who may 

be deployed in the future.  Tips and 

suggestions are provided throughout 

the guide to allow LE leaders an 

opportunity to consider implement-

ing new policies or modify existing 

policies and procedures for provid-

ing support to spouses and families 

throughout the deployment cycle to 

help ease their anxiety and concern.

The points raised in this guide have 

surfaced as a result of a spouses’ focus 

group, discussions with veterans and 

their spouses, LE leaders, and other 

practitioners in military social work 

and spousal support.

Specific comments for spouses and 

law enforcement leaders are located 

throughout this guide to underscore 

salient points or offer suggestions 

for each group. This guide provides 

http://www.theiacp.org/vets2cops


suggestions and helpful resources for 

assisting spouses and family members 

of those deployed and deployable 

servicemembers in an easy-to-navi-

gate manner.

A list of acronyms and glossary 

terms are included to assist with 

understanding military and related 

terminology.

II. Pre-Deployment
For families, the pre-deployment 

stage is the beginning of the deploy-

ment cycle and begins when your 

servicemember is alerted for deploy-

ment and continues until “wheels up.” 

In the case of previously deployed 

servicemembers with the potential for 

future deployments, this stage should 

be seen as ongoing.

Note for Spouse

If you have been through 
this before, it is time to 
dust off the old plan, revise 
it, and include new ideas 
and sources of support.

Note for LE

LE Leaders could offer 
timely assistance through 
communication, outreach, 
and community support 
groups to the family 
members of service-
members who may become  
activated even if no current  
orders exist.  In some cases, 
little time is afforded 
between notification and 
activation. Such a process 
would allow for more 
seamless planning and 
implementation.

3P R E - D E P L O Y M E N T

Even if the deployment is scheduled 

one to six months in the future, there 

is not a moment to lose. The family 

should begin by developing a Fam-

ily Care Plan (FCP) which includes 

preparing for financial, legal, medical, 

emergency, and a myriad of other 

personal issues for you, your family, 

and your parents. The time to get 

organized is now.

Family Care Plan
The FCP is a working plan for the 

care of loved ones and personal 

property during deployment. You 

are responsible for keeping this plan 

up-to-date. Documentation is key to 

how a servicemember’s personal and 

family business should be conducted 

during deployment. At a minimum, it 

should include arrangements for child 

care, education, medical care, and 

family activities. In the case of a single 

parent/caregiver military activation, 

or activation of both parents, these 

issues become even more urgent. 

Communicate your desires carefully. 

The following sections in Financial 

Management, Legal Preparation, 

Medical/Health, and Miscellaneous 
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Issues are all areas you should 

consider including in your FCP. A 

FCP should also include powers of 

attorney (General/Special) for family 

members and care providers. Discuss 

all of these sections with your service-

member and loved ones prior to his or 

her deployment.

Note for Spouse

Military unit commanders  
will not deploy servicemember  
until all family care plans  
are validated.

Note for LE

Discuss whether the 
agency will provide a 
salary differential or other 
benefit while the service-
member is deployed. If so, 
this should be explained to 
both the spouse and the 
servicemember.

P R E - D E P L O Y M E N T

 Electronic Funds Transfer (EFT) –  

Consider using EFTs and online bill 

paying services to automatically ar-

range for monthly payments (e.g., 

water, utilities, rent, credit cards), if 

appropriate.

 Fraud and Identity Protection –  

Keep bank account numbers, pass-

words, pin numbers, and personal 

information such as birth dates confi-

dential. Requests for this information 

over the phone or online are poten-

tially scams.

 Pay Changes – Differences in your 

servicemember’s pay will affect net 

pay and bank balances. Know that 

your servicemember will receive a 

Family Separation Allowance (FSA) 

and hazardous duty pay, if applicable. 

Delays may occur on your service-

member’s monthly Leave and Earn-

ings Statement (LES), before hazard-

ous duty pay is actually credited to his 

or her account.

Financial  
Management
Managing your family’s finances, 

which include checking and saving 

accounts, bank statements, invest-

ments, allotments, and protecting 

your identity from fraud, can be 

overwhelming.

 Budget Planning – Create a list of 

monthly/quarterly/annual bills and 

the accounts from which they should 

be paid, such as check, credit, or debit.

 Checking Accounts – Consider 

opening separate accounts to ease 

confusion over who is writing checks. 

Discuss pros and cons of joint ac-

counts with a military or civilian legal 

advisor. Servicemembers should have 

access to a checkbook with a suffi-

cient balance; there are rarely ATMs in 

deployment areas.
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 Relief Agencies – Can assist with 

emergency loans and grants. Contact 

Navy-MC Relief, Army Emergency 

Relief, Air Force Aid Society, or USCG 

Mutual Assistance. (See Resources)

 Safe Deposit Boxes – Safely store 

valuable documents such as birth 

and marriage certificates, mortgage 

papers, citizenship papers, and copies 

of powers of attorney in a safe deposit 

box. Safe deposit boxes are available at 

most banks for a monthly fee. Clearly 

identify who has access to these docu-

ments and when.

Note for Spouse

In the absence of a 
designated agency Military  
Liaison Officer (MLO),  
contact your service-
member’s Human 
Resources (HR) depart-
ment and/or military unit 
for assistance in compiling  
and tracking new pay and 
benefit figures.

Note for Spouse

You can get financial 
updates on the web  
(www.dfas.mil) or by 
phone at 1-888-332-7411.

Note for LE

The LE agency or 
organizations such as the 
Patrolmen’s Benevolent 
Association (PBA) or the 
Fraternal Order of Police 
(FOP) may also be able to 
assist with financial 
emergencies.

P R E - D E P L O Y M E N T

 Savings, Investments, and  

Allotments – Schedule an appoint-

ment with a military financial advisor 

and review your short- and long-term 

plans. Become knowledgeable about 

the Savings Deposit Program under 

the Defense Finance and Accounting 

System (DFAS). This plan may provide 

a return rate up to 10% and is tax free, 

during the time your servicemember 

is deployed. 

 Servicemembers Group Life  

Insurance (SGLI) – Low-cost life  

insurance coverage is available 

for families through SGLI. (www.

insurance.va.gov/sglisite/default.htm)

http://www.dfas.mil
www.insurance.va.gov/sglisite/default.htm
www.insurance.va.gov/sglisite/default.htm
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Legal Preparation
Estate planning, powers of attorney, 

and property management are an 

integral part of an FCP. 

Note for Spouse

Note for Spouse

If documents are in a 
bank safe deposit box, 
verify that you are on the 
signature card and have a 
key to access the box!

Note for Spouse

Taking pictures of your 
belongings and placing 
them on a flash drive is a 
good idea for use in the 
event of future loss or 
damage claims.

P R E - D E P L O Y M E N T

 Legal Documents – Consult with a 

legal counsel to determine if your par-

ticular circumstances warrant a Living 

Will, Advance Medical Directive, or a 

Durable Medical Power of Attorney. You 

may also need a general, special, or 

limited Power of Attorney for yourself 

or another caregiver.

 Military Identification Cards –  

ID cards are required for a service-

member’s family, parents, and other 

care providers to obtain access to a 

military base or facility. If you already  

have a military ID card, check the  

expiration date and process the 

renewal if it will expire during your 

servicemember’s deployment.

 Personal Property – Your family 

should have an up-to-date inventory  

of personal property with serial num-

bers and should consider insuring  

personal belongings, particularly 

items costing over $500. 

 Document Location – Be sure that 

you know the location of critical docu-

ments such as wills and marriage, 

birth, and naturalization certificates.

 Entitlements – Guard and Reserve 

family members are entitled to  

unlimited Exchange and Commissary 

privileges, with a valid military ID card.

 Incapacitation – Develop a contin-

gency plan in case of injury, illness, 

or death for both yourself and your 

servicemember.

LE can assist with referrals  
to a legal advisor, while  
the military unit can assist  
with arranging an  
appointment with a Judge  
Advocate General (JAG)  
advisor skilled in financial  
management. (http:// 
legalassistance.law.af.mil/)

http://legalassistance.law.af.mil/
http://legalassistance.law.af.mil/
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 Servicemembers Civil Relief Act 

(SCRA) – This law can apply to you 

and was enacted to grant tempo-

rary relief and protection from civil 

proceedings. For example, landlords 

cannot evict without a court order or 

raise your rent, and your servicemem-

ber is entitled to reinstatement of any 

health insurance in effect on the day 

before their deployment. If you have 

questions regarding protection under 

SCRA, consult a military legal advisor.

 Shared Custody – Ensure that any 

shared custody agreement you may 

have for minor children is up-to-date. 

Such an agreement should cover the 

amount of time a child spends in the 

care and home of each of the two sep-

arated or divorced parents. There are 

other legal considerations and issues 

that are best reviewed and discussed 

with a legal advisor.

 Single Parent/Dual-Military 

Couple – If you are a single parent or 

dual-military couple speak to a legal 

advisor about identifying a person to 

be designated as a legal guardian for 

any minor children, in case of death 

or incapacitation. Make sure they 

have all required paperwork to make 

any legal or medical decisions on your 

children’s behalf in your absence.

 Tax Assistance – Military base legal 

assistance is offered at no charge. 

Servicemembers and their spouses (if 

filing jointly) are entitled to a 180-day 

tax filing extension after leaving a com-

bat zone. See Internal Revenue Service 

(IRS) Publication 3 (www.irs.gov/pub/

Note for LE

Your HR department can 
refer family members to 
support agencies or 
community legal advisors 
to assist with tax questions.

Note for Spouse

If you do not have a will, 
strongly consider writing 
one or obtaining a will 
template from a legal 
advisor. If you have one, 
consider reviewing and 
updating it, if necessary, as 
vital information such as 
the beneficiary(ies) may 
have changed.

P R E - D E P L O Y M E N T

irs-pdf/p3.pdf). Retain all tax docu-

ments until the servicemember returns. 

Do not discard any document until you 

review it with your servicemember.

 Voting – Ensure registration with 

your voting precinct is accurate to 

facilitate voting in state/national elec-

tions. You or your servicemember may 

seek absentee ballots if away from 

your home of residence. The nearby 

military base JAG office can assist.

 Will – Review your wills together 

and update; sign in the presence of a 

LE department representative, unit 

JAG, or local base JAG officer. There 

should be no cost.

http://www.irs.gov/pub/irs-pdf/p3.pdf
http://www.irs.gov/pub/irs-pdf/p3.pdf
http://www.irs.gov/pub/irs-pdf/p3.pdf
http://www.irs.gov/pub/irs-pdf/p3.pdf
http://www.irs.gov/pub/irs-pdf/p3.pdf
http://www.irs.gov/pub/irs-pdf/p3.pdf
http://www.irs.gov/pub/irs-pdf/p3.pdf
http://www.irs.gov/pub/irs-pdf/p3.pdf
http://www.irs.gov/pub/irs-pdf/p3.pdf
http://www.irs.gov/pub/irs-pdf/p3.pdf
http://www.irs.gov/pub/irs-pdf/p3.pdf
http://www.irs.gov/pub/irs-pdf/p3.pdf
http://www.irs.gov/pub/irs-pdf/p3.pdf
http://www.irs.gov/pub/irs-pdf/p3.pdf
http://www.irs.gov/pub/irs-pdf/p3.pdf
http://www.irs.gov/pub/irs-pdf/p3.pdf
http://www.irs.gov/pub/irs-pdf/p3.pdf
http://www.irs.gov/pub/irs-pdf/p3.pdf
http://www.irs.gov/pub/irs-pdf/p3.pdf
http://www.irs.gov/pub/irs-pdf/p3.pdf
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Medical/Health
Taking care of yourself and your 

family servicemembers is critical to 

your physical and emotional well-

being while your servicemember is 

deployed. Your Rear Detachment (RD) 

commander and staff should be able 

to provide definitive guidance on the 

merits of each of the programs listed 

below. This section includes items that 

will be of utmost importance to you 

and your family.

Note for Spouse

Many family members 
benefit from discussing 
issues related to the 
absence of the service-
member with a mental 
health professional during 
the deployment.

P R E - D E P L O Y M E N T

 Exceptional Family Member  

Program (EFMP) – You need to enroll 

and register family members who might 

have physical, emotional, or intellectual 

needs. Contact any military base family 

support center for further information: 

www.militaryhomefront.com.

 Immunization Shots – Contact 

military or civilian health care provid-

ers for clinic hours.

 Medication – It is very important to 

maintain a list of current prescription 

medication, dosages, doctor notes, 

and expiration dates in case of an 

emergency or to provide to a caregiv-

er. An emergency medical responder 

(911) will require this critical informa-

tion particularly if a patient/victim is 

unresponsive. 

 TRICARE – All servicemembers 

are automatically covered for health 

care and benefits. You and your fam-

ily members are eligible to seek care 

under either TRICARE Standard or 

TRICARE Extra for long deployments. 

Eligibility also extends to TRICARE 

Prime. You may elect to remain with 

your current health insurance pro-

vider. You are also eligible to enroll in 

the TRICARE Dental Program.

 Urgent/Emergency Care – Seek 

care at military medical facilities when 

feasible. In an emergency, do not for-

get to take your military ID card with 

you, if you go to a military facility. If 

urgent, call the primary care manager 

for authorization (found on back of 

the TRICARE card).

 Defense Enrollment Eligibility 

Reporting System (DEERS) – Is the 

key to military health care. Confirm 

that all information is current. Your 

military unit or MLO can assist. You 

must have a military ID card to obtain 

medical care. Visit: www.dmdc.osd.

mil/rsl for nearest DEERS office.

http://www.militaryhomefront.com
http://www.dmdc.osd.mil/rsl
http://www.dmdc.osd.mil/rsl
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Miscellaneous Issues
This category covers a range of issues 

that do not necessarily fit into the 

finance, legal, or medical categories. If 

possible, try to locate a spouse’s group 

or individual’s familiar with deploy-

ment issues, and learn about their 

strategies, tips, and lessons learned 

during the deployment cycle. 

Note for Spouse

Guard and Reserve 
servicemembers may 
qualify for TRICARE 
Reserve Select, a premium 
based worldwide health 
plan. The details of each 
plan should be explained 
during a military unit pre-
deployment briefing which 
you should attend. 
Families residing more 
than 50 miles from 
military medical facilities 
may be eligible for 
TRICARE Prime Remote. 
Check with your current 
provider to ensure it 
accepts TRICARE 
patients.

Note for LE

MLO can be most helpful 
in explaining differences/
coverage during the 
selection process.

Note for Spouse

Find spouses whose 
servicemembers have 
experienced multiple 
deployments. LE support 
groups are a good source. 
Military services offer a 
“Key Spouse” program 
which provides spousal 
assistance in family 
matters. See Glossary for 
further details.

Note for LE

Consider developing and 
supporting an effort within 
your own agency or 
regionally by establishing 
and/or joining a family 
network. It will help the 
families maintain a sense 
of connection with the 
agency.

P R E - D E P L O Y M E N T
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 Automobiles – Keep insurance, reg-

istration, license plates, and inspec-

tion stickers current. Contact your 

insurance company for a reduced rate, 

especially if one vehicle will be off the 

road or in long-term storage.

Note for Spouse

Do not forget periodic car 
maintenance and keep 
adequate emergency 
equipment in the vehicle.

Note for Spouse

Military base community 
service organizations 
have volunteer crisis 
teams on call to discuss 
any crises that may arise. 
Guard and Reserve 
organizations have similar 
teams. The Army’s Yellow 
Ribbon Reintegration 
Program (www.dodyrrp.
mil) is an excellent web 
site for finding assistance 
and resources.

P R E - D E P L O Y M E N T

 Children – Depending on the age 

of your children, discuss the parent’s 

departure prior to deployment. En-

courage them to share their feelings 

with you and observe their reactions 

during such conversations. Let the 

children know that plans are made 

to continue communication to the 

deployed parent through mail, e-mail, 

and phone. It is wise to check with the 

servicemember’s military unit or RD 

for availability of equipment such as 

computers or satellite feeds that the 

family may be able to use at a local 

military facility.

 Deployment Checklists – There are 

checklists available for families at your 

local deployment/mobilization office. 

Visit www.militaryonesource.com for 

more information.

 Disaster Preparedness – Be pre-

pared for natural disasters by creating 

an emergency preparedness kit. If you 

live in an area where earthquakes, 

tornados, flooding, hurricanes, or bliz-

zards can strike, plan accordingly. A 

first aid kit, a supply of bottled water, 

batteries, and an emergency radio are 

a must. Emergency kits should also 

include a week’s worth of medication 

for any family member and food for 

the family pet, if required. Long-term 

power outages can be major incon-

veniences. Develop a backup plan for 

housing, transportation, food, and 

medical care. Check with the Ameri-

can Red Cross (ARC) for additional 

information on creating an emergency 

kit at www.redcross.org.

 Bad News Protocol – Discuss with 

servicemember and family members 

how “bad news” such as accidents, 

fires, injuries, death, illness, or loss of 

job should be brought up in conversa-

tion and delivered to the servicemem-

ber to avoid surprise announcements 

or stressful moments.

http://www.dodyrrp.mil
http://www.dodyrrp.mil
http://www.militaryonesource.com
http://www.redcross.org
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 Family Pets – A pet is a member 

of your family. Evaluate and discuss 

with family members whether the 

family can provide the care necessary 

for family pets. If necessary, locate a 

caregiver who can provide assistance. 

There are networks of volunteers or 

you can contact local humane soci-

eties to provide assistance at www.

netpets.org or www.hsus.org.

 Family Programs – Both the 

Guard and Reserve have family as-

sistance centers to care for families 

of deployed servicemembers. Go to 

Guardlink (www.guardfamily.org) or 

Reserve Family Program (www.arfp.

org) for more information. All services 

also have youth programs.

Note for Spouse

If confronted with a family 
emergency, such as a very 
sick or injured family 
member, the ARC can 
assist with contacting 
your servicemember. 

Note for LE

You can pre-arrange for 
personnel to check in with 
family members during 
times of natural disasters 
in your area – providing a 
strong support link for 
family members.

Note for LE

This is a good opportunity 
for LE officers to volunteer 
to assist with the care of 
the family pet until the 
officer returns.

P R E - D E P L O Y M E N T

 Homeowners Insurance – Review 

or update insurance policies for your 

home and personal property.

 Important Contacts – Develop a 

list of important contacts including 

other family members, RD, MLO at LE 

agency, community, and emergency 

numbers (doctor, dentist). Have alter-

native phone numbers in case you are 

unable to reach the desired individual 

or organization. Include after hours 

and weekend numbers. Store emer-

gency numbers on your cell phone 

and on a 3x5 card as a backup.

 Language Translator – Inform the 

military and LE chain of command if 

language translation for any family 

member would be needed during an 

emergency.

 Military and Family Life Consul-

tant Program (MFLC) – Provides 

short-term, situational, or problem-

solving counseling services to family 

members. Counseling can address life 

http://www.netpets.org
http://www.netpets.org
http://www.hsus.org
http://www.guardfamily.org
http://www.arfp.org
http://www.arfp.org
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skills (parenting, anger management, 

and conflict resolution) and typical 

military lifestyle issues (homesickness, 

separation, and coping skills). MFLC 

serves all services and Guard/Reserve 

components. If you are not near a 

military base, all states have an MFLC 

point of contact. Most military bases 

through their community services 

organizations also have these points of 

contact. For more information, go to: 

http://hoodmwr.com/acs/sfrb_mflc.

html or www.militaryonesource.com

Note for Spouse

MLO may also be able to 
assist with finding a 
counselor or faith-based 
services.

Note for LE

LE agencies could, with-
out being asked, conduct 
a physical security survey 
of home/property and in-
crease nighttime/weekend 
patrols for the deployed 
officer’s family residence.

Note for LE

The agency’s MLO should 
have a checklist with key 
contacts and phone 
numbers and review ‘what-
ifs’ soon after deployment 
to reassure family member 
that assistance is only a 
phone call away.

P R E - D E P L O Y M E N T

 Personal Property – Protect your 

home; install deadbolt locks on front 

and rear doors, check outdoor light-

ing and install motion sensitive lights; 

check smoke, carbon dioxide, and 

radon detectors and complete an 

inventory in case of fire or theft.

 Spiritual Needs – Some LE agencies 

and all military units have access to 

chaplains. Find one you are comfort-

able with; they are an excellent source 

of spiritual support.

 “What If…” Lists, Develop and 

Discuss with Servicemember and MLO 

For example: 

  ■ What if there is a medical  

emergency?

  ■ What if I lose my ID card?

  ■ What if I do not hear from my  

servicemember?

  ■ What if I need financial assistance?

Except in medical emergencies, help 

is available from your RD Command-

er, or your LE agency MLO.

 Parents/Grandparents/Guardians –  

If these family members or other care-

givers are mentioned in your family 

care plan, ensure they are included in, 

have a copy of, and know the location 

of all critical documents so they can 

act on your behalf in case of emergen-

cy, illness, or other incapacitation.

http://hoodmwr.com/acs/sfrb_mflc.html
http://hoodmwr.com/acs/sfrb_mflc.html
http://www.militaryonesource.com
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III. Deployment
As of fall 2009 (Source: DoD), 46% 

of the 1.9 million servicemembers 

who have deployed since 9/11 were 

married. These deployments place 

families into a stressful, life-changing 

event. However, many of these same 

families will find themselves among 

others who have faced previous 

deployments all the while exhibiting a 

positive attitude, weathering the roller 

coaster of emotions, and properly 

preparing themselves and their family 

members for THE deployment day. 

Your servicemember will probably 

be deployed for 12 months, so your 

servicemember’s department, RD, 

neighborhood, church, and family 

support group will be critical to your 

emotional and physical well-being for 

the duration of the deployment. Since 

family members are not allowed in 

the final staging area from which your 

servicemember departs, exchange 

hugs before they enter this area, 

and return to your home. Based on 

months of preparation, it is now time 

to take control until your servicemem-

ber returns. During the deployment 

phase, consider the following:

 Children Matter
■ Educate your children on the 

importance of staying connected 

throughout the deployment. Under-

stand the changed family environ-

ment will have challenging, busy, and 

fun times.

Note for LE

LE leaders should estab-
lish a suspense file so 
birthdays, anniversaries, 
holidays, and other 
significant dates are 
remembered. Consider 
sending a card with a 
personal note or even a 
phone call. Stay in touch.

Note for Spouse

www.militarystudent.org 
is designed to help military 
children and their parents 
with school-related issues 
and may be helpful to 
families.

D E P L O Y M E N T

■ Have each child choose a  

household chore as a special family 

contribution
■ Start a new family adventure; 

continue scouting activities, youth 

sports, and arts and crafts
■ Maintain routines and discipline 

consistently
■ Keep in touch; send cards, pic-

tures, and copies of school work to 

servicemember (www.sesamestreet 

familyconnections.org)

http://www.militarystudent.org
www.sesamestreetfamilyconnections.org
www.sesamestreetfamilyconnections.org
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■ Develop care packages and add fun 

items; mail monthly as a great morale 

booster for deployed servicemember 

and for children as well
■ If a trusted neighbor proposes to 

watch the children or help prepare a 

meal, say “Yes!”
■ Be a hero to your children; take 

them to a movie or go for ice cream
■ Start a “memory box” and fill it with 

pictures and other memorabilia that a 

child can keep at his or her bedside
■ Check with your military service 

(call the Child/Youth/School Services) 

to see what is offered for free deploy-

ment respite care, classes, and sports 

during the deployment cycle. If you 

live far from a base, call a local YMCA 

or other youth recreation facility, to 

see what they offer for children of 

deployed servicemembers. Another 

source is the Operation Military Kids 

program (www.ourmilitarykids.

org). This is a state run program for 

geographically dispersed children of 

deployed servicemembers.

Note for Spouse

Operations Security 
(OPSEC) is a critical 
component of military 
deployment. Be cautious 
in disclosing information 
on military activities that 
may be critical to security.

Note for LE

LE leaders may wish to 
contact community leaders 
and initiate a community 
covenant for support.

D E P L O Y M E N T

 Communications – Most military 

units will establish home pages, e-mail 

links, and newsletters. Ensure that you 

are included on the mailing list.

 Contact Rear Detachment (RD)

 ■ Talk to detachment commander 

and senior NCO again, and enter key 

phone numbers into your cell phone 

contacts list as appropriate.

 Continuously Update Family Care 

Plan (FCP) – Update whenever there 

are changes or new information be-

comes available.

 Coping Strategies to Manage the 

Separation:

 ■ Keep physically active
 ■ Take good care of yourself

 ■ Learn to enjoy time alone

 ■ Learn a new skill; take classes

 ■ Get involved in volunteering 

at school, place of worship, or LE 

department’s spouse group

 ■ Set goals and pursue them

 ■ Do something fun and exciting

 ■ Anticipate and prepare for stress

 ■ Do not get hung up on the nightly 

news. Remember, the media reports 

‘worst case scenarios.’

http://www.ourmilitarykids.org
http://www.ourmilitarykids.org
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 Military Base Opportunities – If 

you are near a military base, visit a 

Community Services Center or Family 

Support Center and discuss support, 

networking, recreation, United Ser-

vices Organization (USO), youth ser-

vices, child care, outreach programs, 

and faith based groups established to 

support you and your family. Guard 

and Reserve organizations have family 

program coordinators.

Note for Spouse

If your servicemember is 
wounded while deployed, 
you will be contacted by 
your military service and/
or RD. You may also 
contact the Wounded 
Warrior Support Program 
at www.aw2.army.mil.

Note for LE

Deployment is an 
important time for the LE 
agency to check in with 
spouse, reaffirm support, 
and remind the spouse of 
programs and benefits 
they may be eligible for 
(mental health, Employee 
Assistance Program 
(EAP), etc.) to assist them 
through the deployment 
period.

Note for Spouse

Consider volunteering or 
attending an event 
sponsored by the USO. 
Opportunities can be 
found on www.uso.org. 

Note for LE

LE leaders should seek 
opportunities to recognize 
and include parents, spouses, 
and family members in 
agency sponsored events. 
Cost is minimal but effect 
is priceless.

D E P L O Y M E N T

 Social Networking/OPSEC – You 

should be cautious with what you and 

your family put on social networking 

sites such as Facebook and Twitter. 

OPSEC is important to protect your 

servicemember’s whereabouts, military 

unit, and deployment timing. Tying 

ribbons around trees off a military base 

or secure housing area may alert crimi-

nals that fewer people are at home.

http://www.aw2.army.mil
http://www.uso.org
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IV. Reunion/ 
Homecoming
This is the stage at which 

servicemembers are returning to 

their home station, Guard or Reserve 

armory, possible demobilization, and 

return home. This is a major event for 

servicemembers and their families. 

The reunion/homecoming period 

includes the initial meeting and can 

last for several weeks. This is the time 

of renewing relationships, relearning, 

and restoring intimacy. It is best, if at 

all possible, to put aside discussions  

of problems encountered at home 

during the deployment until a later 

date. Open communication and  

keeping realistic expectations are  

the keys to a successful reunion. 

Homecoming is a change for all. It  

is important to accept the fact that  

life will be different. It just might be 

the “new normal.” 

Note for LE

LE leaders should discuss 
homecoming activities 
with spouse. Some 
servicemembers may not 
want a large crowded 
party or office event soon 
after returning from 
deployment. Coordination 
with RD is important.

R E U N I O N / H O M E C O M I N G

 Decisions – What to do? 
■ Who will be meeting returning 

servicemember at the airport? Imme-

diate family, extended family, friends, 

co-workers? Discuss early on and 

“manage” expectations.
■ Set aside family time early on 

rather than planning a busy schedule
■ Contact RD for last minute infor-

mation on military unit schedule, 

arrival times, and location. Weather 

or other factors could impact arrival 

location and schedule.
■ Remember that the servicemem-

ber is “jetlagged,” is conditioned with 

“hyper alertness,” and is no longer 

familiar with home rules and routines.

 Children at Homecoming (www.

sesamestreetfamilyconnections.org/)

 ■ Consider where children fit in; 

include them in homecoming  

preparation

 ■ Children may be unsure or con-

fused as to what to expect

 ■ Kids will have grown physically, 

emotionally, and socially

 ■ Kids will want quality time with 

parent to share school, social, and 

recreational activities
 ■ You need to encourage quality 

time with the kids

 ■ Be prepared for side effects such as 

tension, fears, and conflicting emotions

http://www.sesamestreetfamilyconnections.org/
http://www.sesamestreetfamilyconnections.org/
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Dos and Don’ts  
during the First  
Several Weeks

 Things you should do in the first 

several weeks:

 ■ Take it slowly

 ■ Share quality time with service-

member and family

 ■ Take time to listen; communicate 

each other’s personal expectations 

and compromise on how to make it 

work for everyone

 ■ Keep expectations reasonable and 

be flexible

 ■ Trust your servicemember on deci-

sions made

 ■ Allow time for your servicemem-

ber to refresh driving skills; you may 

wish to do the majority of driving 

at first until they have been back a 

couple of weeks

 ■ Allow time for intimacy

 ■ Be diplomatic when discussing 

new routines

 ■ Encourage rest and a regular 

sleeping pattern

Note for Spouse

Everyone should be aware 
that many changes will 
have occurred in almost 
every aspect of running 
the household and that 
with the return of the 
servicemember, more 
changes may need to be 
made. Plan for gradual 
change.

Note for Spouse

The reunion stage of the 
deployment cycle may take 
longer for families who 
have experienced multiple 
deployments and there 
may be additional 
emotional strain. Give it 
time but seek professional 
help if warranted.

R E U N I O N / H O M E C O M I N G

 Things you should avoid in the 

first several weeks: 
■ Criticism of servicemember
■ Extensive list of chores
■ Trying to solve too many issues at 

once
■ Taking the servicemember to 

crowded public venues, without his or 

her consent
■ Packing a full social agenda in the 

first few weeks
■ Playing the “who had it worse” game
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V. Reintegration
Your servicemember is now home and 

everyone is getting readjusted. The 

reunion or “welcome home” period is 

over. The servicemember will 

undoubtedly need time to establish 

some normalcy and reacquaint 

themselves with you, their children, 

and other family members. Things will 

not be the same as they were pre-

deployment. The reaching out and 

comforting actions you started during 

reunion need to continue.

Note for Spouse

During this period, the 
servicemember’s agency 
should get involved. 
Encourage the veteran to 
go slow and use all 
available time off. Rushing 
back to the job is not a 
good idea.

Note for LE

Some LE agencies have 
made the mistake of trying 
to reintegrate officers into 
their prior position too 
quickly. LE leaders should 
have a pre-established 
policy and process for 
reintegrating the officer 
back into the agency. It is 
important for the agency 
leader or the officer’s 
supervisor to check-in 
during this period and 
encourage the 
servicemember to take 
family time before 
returning to the job. Be 
cautious of employees who 
want to return too quickly.

R E I N T E G R A T I O N

 ■ Take time to listen if your service-

member is willing to talk. Do not prod 

them to talk beyond their comfort level.

 ■ Reestablish sexual intimacy; take 

time to get to know each other again

 ■ Watch for mounting tension 

between your servicemember and 

children but do not apply pressure for 

them to bond

 ■ Give servicemembers space and 

time; it is tough for them to adjust  

as well

 Communications – Reintegration is 

a time for modifying routines, redefin-

ing family roles, decision making, and 

reconnecting with family members, 

co-workers, and friends.

 ■ Problems that existed before de-

ployment may still linger. Prepare to 

discuss them slowly.
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 Finance – The servicemember’s pay 

will again change; reevaluate budget 

and sources of income

 Health/Medical – The service-

member will have a post deployment 

health risk assessment as part of a re-

turning home checklist. There may be 

a military requirement for outpatient 

care so be aware of this possibility. 

The servicemember may be seeking 

TRICARE or Veterans Affairs (VA) care; 

be flexible and understanding. It is 

recommended that the servicemem-

ber also receive a thorough dental 

check-up soon after returning home. 

Reestablishing trust between the 

servicemember and his or her partner 

and open communication will enable 

you both to reach out for professional 

assistance and counseling, if war-

ranted. Take care not to alienate the 

servicemember with criticism, but 

know that if warning signs such as an-

ger or depression are left unchecked, 

this may lead to a behavior pattern 

that could worsen.

Note for Spouse

R E I N T E G R A T I O N

 The New “Normal” – If anything, 

change will be the predominant factor 

in this critical phase of the deploy-

ment cycle. Both the servicemember 

and each family member have grown 

physically, have new perspectives on 

life, and have experienced life chang-

ing events. The key is flexibility and to 

be prepared for all changes as life con-

tinues. If one is not adjusted at home, 

it will be much tougher to adjust to 

reintegration with the officer’s agency 

and co-workers.

 Post-Traumatic Stress (PTS)  

Reactions – Your servicemember may 

experience some anxiety, depression, 

and/or trouble readjusting. Being 

away from home and seeing, acting,  

and dealing with extraordinary circum-

stances, loss of life, combat conditions, 

and deployment in a country with 

different social structures than they 

are accustomed to, can contribute to 

stress-related disorders. Symptoms 

may not develop immediately after 

returning from deployment, and may 

not develop until months later. It is 

normal for some symptoms to last for 

a couple of weeks, and dissipate on 

their own. Most servicemembers ad-

just to life at home with time. Respect 

them if they need time alone or time 

with their “war buddies” to decom-

press. If effects linger and symptoms 

become more severe or persist, it could 

www.afterdeployment.org 
provides helpful materials 
on many aspects of post-
deployment.

http://www.afterdeployment.org
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develop into Post-Traumatic Stress 

Disorder (PTSD). Contact www.

militaryonesource.com (1-800-342-

9647) for referral to a private local 

counselor or obtain more informa-

tion about PTSD at www.ptsd.va.gov. 

PTSD treatment services are also 

available through TRICARE and  

the VA. 

Typical PTS Reactions:

 ■ Intense nightmares

 ■ Intrusive thoughts or memories

 ■ Depression

 ■ Difficultly sleeping or driving

 ■ Withdrawn/irritable

 ■ Easily startled/hyper alertness

Note for LE

Sometimes an agency 
spouse support group has 
individuals such as a 
licensed mental health 
professional who can 
discuss PTSD information 
in private.

‘‘  Be proud of your servicemember –  
his or her commitment to you, 
your family, the community, and  
the nation is extraordinary. 

Note for Spouse

It is not uncommon for 
children to show jealousy 
of their parents spending 
time together. They may 
also feel distant from the 
returning parent and 
experience some issues of 
abandonment; kids need 
time too.

R E I N T E G R A T I O N

 Rest & Relaxation – 

Servicemembers deserve to spend 

quality time with their family, to relax 

and get reacquainted. Many depart-

ments will give returning officers 

ample time to spend with their fami-

lies. Coupled with accrued leave, most 

servicemembers find 4-6 weeks to be 

enough time to readjust to their family 

and community before returning to 

work. Children want and need quality 

time with both parents together. Allow 

the servicemember some quality time 

on their own to adjust to being home.

 Redeployment – If the servicemem-

ber is in the Guard or Reserve, another 

deployment or reactivation for state or 

federal service is possible. Discussing 

this with the servicemember too soon 

after returning from a deployment  

may trigger an emotional outburst.  

It is best to set this topic aside for 

future discussions.

http://www.militaryonesource.com
http://www.militaryonesource.com
http://www.ptsd.va.gov
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 Suicide Prevention – While it is 

true that some returning veterans 

have discussed or attempted suicide, 

the vast majority have little trouble ad-

justing. However, recognize that there 

are help lines open to discuss any 

issues privately. Take threats/com-

ments about suicide seriously and 

seek immediate assistance. For more 

information contact 1-800-273-TALK 

or visit www.suicidepreventionlifeline.

org. Watch for warning signs such as:

 ■ Intense nightmares

 ■ Excessive drug/alcohol use

 ■ Suicidal ideation

 ■ Arguing, anger, and hostility

 ■ Significant appetite changes

Note for LE

Be familiar with the 
Uniformed Services 
Employment and 
Reemployment Rights Act 
(USERRA). Service-
members have 14 days to 
return to work if they were 
deployed 31-180 days and 
90 days to return to work 
if they were deployed for 
181 or more days.

P O L I C Y  A N D  P R A C T I C E

VI. Policy  
and Practice  
Recommendations 
for Law  
Enforcement  
Leaders
These policy recommendations 

are provided in a deployment cycle 

format summarized for easy consid-

eration and implementation by LE 

leaders as appropriate:

Pre-Deployment
 Begin planning before an officer 

receives deployment orders; it is a 

year-round effort.

 Be prepared to review all salary/com-

pensation arrangements to include 

salary differentials, if appropriate. 

 Inform all family members if the 

department’s legal advisor is ready 

and able to assist with legal issues 

including powers of attorney, mort-

gage issues and rental questions, and 

general legal issues that can, at times, 

be overwhelming to spouses, parents, 

and caregivers.

 If available, appoint a combat veter-

an officer to be the department’s MLO. 

The MLO should be made available to 

explain a host of unfamiliar military 

jargon and, most importantly, the 

confusing aspects of health care under 

http://www.suicidepreventionlifeline.org
http://www.suicidepreventionlifeline.org
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the military’s TRICARE system. If your 

department does not have a veteran, 

partner with an adjacent or regional 

agency or department that has one.

 Assist in the development of a 

spouse support group which, when 

formed, can assist with the under-

standing of health care options, 

family care, schooling, the EFMP, and 

other community-oriented activities. 

Spouses whose servicemembers have 

experienced multiple deployments 

can serve as a significant resource.

 Consider forming a Family Readi-

ness Group (FRG) to maintain lines of 

communication between the depart-

ment spouses and selected health and 

other professional providers. This is 

especially important when rumors 

or bad news trickles in from combat 

theaters where servicemembers might 

be serving. 

 Ensure your MLO has an up-to-date 

checklist with key contact and phone 

numbers to respond to “what-if” 

questions from spouses and family 

members (see page 12 for examples).

 Sign an “ESGR Statement of Support”  

and see if there is an opportunity to 

sign a community covenant to express 

support for the families, as well as the 

deployed servicemembers.

Deployment
 Reach out to assist family members 

with critical financial management 

documents such as tax paperwork, 

checking accounts, investments, allot-

ments, insurance, etc., and other simi-

lar documents that are often bewilder-

ing to a spouse or a family member, 

who may be unfamiliar with them.

 Take every opportunity to recog-

nize parents, spouses, and family 

members; they will all appreciate the 

gesture. Invite them to departmental 

family activities such as barbecues, 

picnics, and ball games.

 Determine family members’ birth-

days, anniversaries, and other impor-

tant dates and designate a member 

of the agency to send an appropriate 

card or e-greeting.

 Prior to homecoming, discuss 

welcoming activities with the family. 

Coordinate with RD commander to 

ensure you have latest arrival infor-

mation.

 Alert their union or PBA to provide 

assistance to the family during de-

ployment.

P O L I C Y  A N D  P R A C T I C E  
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 Take the initiative and add family  

member’s residence to those who 

deserve nighttime/weekend patrols to 

check on physical security and other 

service as appropriate. These patrols 

should be coordinated with other 

jurisdictions if the property resides 

in another county, parish, or jurisdic-

tional boundary.

 Gather family members together 

and explain residential and personal 

security procedures (and how the 

department can check in on them), 

and how they can be on the alert for 

thieves and other individuals who 

may seek to take advantage of them.

 Ensure that the MLO has developed 

a comprehensive task list and that 

one of their tasks is to assist fam-

ily members in locating counselors, 

social workers, ministry contacts, or 

members of the Military Family Life 

Consultant program.

 Review law enforcement OPSEC 

with the spouse or family member so 

they remain vigilant when contacted 

by any individual (in person, over the 

phone, through social networks, etc.) 

whom they cannot easily identify.

Reintegration
 Inform your chain of command 

if any unusual behavioral changes 

are noticed in the returning veteran 

that could impact their duty status. 

Consultation with a department social 

worker or psychologist may be appro-

priate, if one is available.

 Be alert for any veteran wanting to 

return to the job too quickly. Encour-

age maximum family time and leave 

(at least 30 days) and have a one-on-

one meeting with the veteran to deter-

mine the best timeframe for returning 

to full, active duty status with the LE 

agency.

NOTE: Familiarity with the Employ-

er Support of the Guard and Reserve 

(ESGR) and USERRA is critical to 

understanding any returning veteran’s 

complaints that their reemployment 

rights have been violated. All LE 

agency managers should be thor-

oughly familiar with the provisions of 

both.

P O L I C Y  A N D  P R A C T I C E  
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VII. Resources
Benefits
  Defense Finance and Accounting 

Service: www.dfas.mil

  Department of Veterans Affairs:  
www.insurance.va.gov/sglisite/ 
default.htm

  Employer Support of the Guard 
and Reserve: www.esgr.mil

  Internal Revenue Service:  
www.irs.gov/pub/irs-pdf/p3.pdf

  My Army Benefits:  
http://myarmybenefits.us.army.mil

  RAPIDS Site Locator  
(Military ID Card locations):  
www.dmdc.osd.mil/rsl

 TRICARE: www.tricare.mil

 

Comprehensive
  America’s Heroes at Work:  

www.americasheroesatwork.gov

  American Red Cross:  
www.redcross.org

  Army Wounded Warrior Program:  
www.aw2.army.mil

  IACP Returning Combat Veterans/ 
Leaders and Veterans Guide:  
www.theiacp.org/vets2cops

  Joint Services Support  
Yellow Ribbon Program:  
www.jointservicessupport.org/YRRP/

  National Resource Directory:  
www.nationalresourcedirectory.gov

  U.S. Armed Forces  
Legal Assistance:  
http://legalassistance.law.af.mil/

  U.S. Department of Defense:  
www.defense.gov

  Yellow Ribbon Reintegration 
Program: www.dodyrrp.mil

 

Community/Family Support
  Army Family Readiness Group:  

www.armyfrg.org

  Army Reserve Family Programs:  
www.arfp.org

  Army Well-Being:  
www.armywell-being.org

  Child Care Aware:  
www.childcareaware.org

  Fisher House Foundation:  
www.fisherhouse.org

  Humane Society: www.hsus.org

  Joint Services Support:  
www.guardfamily.org

  Military Family Life Consultants:  
www.hoodmwr.com/acs/sfrb_ 
mflc.html

  Military Impacted  
Schools Association:  
www.militarystudent.org

  Military OneSource:  
www.militaryonesource.com

  MilitaryHOMEFRONT:  
www.militaryhomefront.com

  National Center for PTSD:  
www.ptsd.va.gov

R E S O U R C E S

http://www.dfas.mil
http://www.insurance.va.gov/sglisite/default.htm
http://www.insurance.va.gov/sglisite/default.htm
http://www.esgr.mil
http://www.irs.gov/pub/irs-pdf/p3.pdf
http://myarmybenefits.us.army.mil
http://www.dmdc.osd.mil/rsl
http://www.tricare.mil
www.americasheroesatwork.gov
http://www.redcross.org
http://www.aw2.army.mil
http://www.theiacp.org/vets2cops
http://www.jointservicessupport.org/YRRP/
http://www.nationalresourcedirectory.gov
http://legalassistance.law.af.mil/
http://www.defense.gov
http://www.dodyrrp.mil
http://www.armyfrg.org
http://www.arfp.org
http://www.armywell-being.org
http://www.childcareaware.org
http://www.fisherhouse.org
http://www.hsus.org
http://www.guardfamily.org
http://www.hoodmwr.com/acs/sfrb_mflc.html
http://www.militaryonesource.com
http://www.militaryonesource.com
http://www.militarystudent.org
http://www.ptsd.va.gov
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  National Fatherhood Initiative:  
www.fatherhood.org

  National Military Family  
Association: www.militaryfamily.org

  National Suicide  
Prevention Lifeline:  
www.suicidepreventionlifeline.org

  Naval Services FamilyLine:  
www.lifelines.navy.mil/FamilyLine/

  Navy Reserve Family Readiness 
Information: www.navyreserve.
navy.mil/reservefamilies/

  NetPets: www.netpets.org

  Office of Work-Life Programs/
Ombudsman Program:  
www.uscg.mil/worklife/ 
ombudsman.asp

  Operation Military Kids:  
www.operationmilitarykids.org/ 
public/home.aspx

  Our Military Kids:  
www.ourmilitarykids.org

  Sesame Street Family  
Connections: www.sesamestreet 
familyconnections.org

  U.S. Army HOOAH 4 HEALTH:  
www.hooah4health.com

  United Services Organization:  
www.uso.org

  Wellness Resources for the 
Military Community:  
www.afterdeployment.org

 

Relief Agencies
  Air Force Aid Society:  

www.afas.org

  Army Emergency Relief:  
www.aerhq.org

  Coast Guard Mutual Assistance:  
www.cgmahq.org

  Navy-Marine Corps Relief  
Society: www.nmcrs.org

 The authors of this guide hope that you find the information of value, 
regardless of whether you are a spouse, single parent or caregiver, grand-
parent, family member, or significant other of a deployed, deployable, or 
returned combat veteran. For those in a law enforcement role, we hope 
that you use this information to enhance your programs focused on a most 
valuable resource – the family members of your officers who have continu-
ally pledged their allegiance to our country and to your community. 

For further information, please contact militaryveterans@theiacp.org

Final Comments
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Appendix A:  
Acronyms
ARC   
American Red Cross

ATM   
Automated Teller Machine

BJA   
Bureau of Justice Assistance

DEERS   
Defense Enrollment Eligibility 
Reporting System

DFAS   
Defense Finance and Accounting 
System

DoD   
Department of Defense

EAP   
Employee Assistance Program

EFT   
Electronic Funds Transfer

EFMP   
Exceptional Family Member Program

ESGR   
Employer Support of the Guard and 
Reserve

FCP   
Family Care Plan

FOP   
Fraternal Order of Police

FRG   
Family Readiness Group

FSA   
Family Separation Allowance

HR   
Human Resources

IACP   
International Association of Chiefs 
of Police

IRS   
Internal Revenue Service

LE   
Law Enforcement

LES   
Leave and Earnings Statement

JAG   
Judge Advocate General  
(Military Lawyer)

MFLC   
Military and Family Life Consultant 
Program

MLO   
Military Liaison Officer

NCO   
Noncommissioned Officer  
(Sergeant)

OEF   
Operation Enduring Freedom; 
Afghanistan - Oct 2001-Current

A C R O N Y M S
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OIF   
Operation Iraqi Freedom;  
Iraq - Mar 2003-Aug 2010

OMK   
Operation Military Kids

OND   
Operation New Dawn;  
Iraq - Sept 2010-Current

OPSEC   
Operations Security

PBA   
Patrolmen’s Benevolent Association

PTS   
Post Traumatic Stress

PTSD   
Post Traumatic Stress Disorder

RD   
Rear Detachment

SCRA   
Servicemembers Civil Relief Act

SGLI   
Servicemembers Group Life  
Insurance

TRICARE  
Health insurance program for 
servicemembers and their families

USA   
United States Army

USAF   
United States Air Force

USCG   
United States Coast Guard

USERRA   
Uniformed Services Employment 
and Reemployment Rights Act of 
1994

USMC   
United States Marine Corps

USN   
United States Navy

USO   
United Services Organizations, Inc.

VA   
Veterans Affairs 
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Appendix B:  
Glossary
Community Covenant – An agree-
ment or promise between participat-
ing agencies, community organiza-
tions, neighborhood retail stores, 
religious institutions, etc., to support 
servicemembers – Active, Guard 
and Reserve – and their families, and 
provide a quality of life commensurate 
with their level of service and sacrifice 
to the nation.

Defense Enrollment Eligibility 
Reporting System (DEERS) – An 
automated system that lists everyone 
who is eligible for military benefits.

Department of Defense’s Military 
HOMEFRONT – The official DoD 
website that provides information for 
all servicemembers and their families 
for quality of life programs and ser-
vices (www.militaryhomefront.com).

Deployment Cycle – A term used to 
describe various deployment activities 
used by all military services for clarity 
by families and spouses; the cycle 
is generally depicted as stages of 
pre-deployment, deployment, reunion/
homecoming and reintegration. 

Employee Assistance Program 
(EAP) – A LE agency support service.

Employer Support of the Guard 
and Reserve (ESGR) – DoD agency 
that seeks to promote a culture in 
which all American employers support 
and value the military service of their 
employees (www.esgr.mil).

ESGR Statement of Support – A 
certificate signed by the Secretary of 
Defense which provides employers a 
visible means of demonstrating support 
to their Guard and Reserve employees. 
The program is promoted by the ESGR 
and is supported by the IACP.

Exceptional Family Member Pro-
gram (EFMP) – A two-part DoD 
program that includes a personnel 
function and a family support func-
tion. It differs among the services but 
focuses on family members (child or 
adult) with medical and/or education-
al needs through treatment, therapy, 
education, training, or building 
modifications. The personnel program 
documents those needs and consid-
ers them during the assignment 
and deployment process. The family 
support programs are not manda-
tory but each military service has its 
own specific programs which can be 
accessed through Military OneSource 
(www.militaryonesource.com).
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Family Care Plan (FCP) – A written 
document that must be prepared  
by each dual-military family and  
single parent and kept on file at the 
unit. The plan specifies who has  
been designated to care for family 
members when parents are mobilized 
or deployed. The plan includes  
necessary powers of attorney  
and other forms.

Family Readiness Group (FRG) –  
A military command sponsored group 
for people within a military unit to sup-
port each other, create bonds, and 
maintain lines of communication. An 
FRG maintains an effective communi-
cation network between a family and 
a deployed servicemember.

Key Spouse – An experienced 
spouse who is the link between the 
family and rear detachment. Each 
service has mechanisms for support-
ing spouses while the military service-
member is deployed. Several of these 
programs include:

 USAF: Key Spouse Initiative 
 USA: Family Readiness Group 
 USN: Ombudsman and Fleet and 

Family Support Unit 
 USMC: Key Volunteer Program/

Marine Corps Family Team Building 
Organization

Medical Power of Attorney – A legal 
document that allows an individual to 
make medical decisions for another 
in the event they are incapacitated. A 
living will is required for an individual 
to specify the kind of medical treat-
ment he or she would want if they 
were unable to communicate these 
choices. 

Military Liaison Officer (MLO) –  
A sworn or civilian employee of a law 
enforcement agency designated by 
an agency executive to be the depart-
ment single point-of-contact between 
the department and a military com-
mand, base, or station. This position 
should be occupied by a veteran 
or person familiar with the military. 
Additional information on creating an 
MLO can be found at www.theiacp.
org/vets2cops.

Operations Security (OPSEC) –  
A process to deny potential adversar-
ies from gathering information about 
military operations by identifying, con-
trolling, and protecting unclassified 
information that may provide evidence 
of the planning and execution of 
sensitive activities. In other words, the 
process of keeping information about 
your servicemember, their military 
affiliation, and your family on a strict 
need-to-know basis. 

Power of Attorney – A legal docu-
ment that authorizes another person 
to act on your behalf. These docu-
ments can be general or special, limit-
ing the length of time and the kinds of 
actions the person named can take.
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Rear Detachment – A small cadre 
of specially trained servicemembers 
from a deploying unit who remain 
behind at the base or installation. 
Their function is to serve as a link 
between families, servicemembers, 
the deployed organization, and com-
munity support agencies. They should 
be the first source of information for 
family members who have questions 
about their loved ones. 

Servicemembers Civil Relief Act 
(SCRA) – A federal law that gives all 
servicemembers protection as they 
enter active duty and other protec-
tions while on active duty. This law 
protects all service components 
including members of the Guard and 
Reserve. It covers such protections as 
rental agreements, eviction, car pay-
ments, installments contracts, mort-
gage interest rates, and foreclosures.

Servicemembers Group Life  
Insurance (SGLI) – The military’s 
group life insurance plan for military 
servicemembers on active duty in the 
uniformed services.

Shared Custody – Shared custody 
(also called joint custody) is when 
both divorced or separated parents 
share the rights and responsibilities 
of raising and caring for a child. In 
most shared custody agreements 
both parents share legal and physical 
custody of the child and have the right 
to make decisions about education, 
health care, day care, emergency care, 
extracurricular activities, religion, and 
other issues that affect the child’s life.

Single Parent/Caregiver –  
A servicemember who has no spouse 
or who is separated or otherwise 
apart from his or her spouse, but who 
has sole legal and physical custody of 
dependent children or other depen-
dant family members.

TRICARE – The military health 
care program serving uniformed 
servicemembers, their families, retir-
ees, survivors, and others worldwide. 

TRICARE Prime – Health care 
available to Guard and Reserve 
servicemembers and their families 
when the Guard or Reserve member 
is activated for more than 30 consecu-
tive days. It is a managed-care option 
similar to a civilian Health Maintenance 
Organization (HMO), and provides 
the most comprehensive health care 
benefit at the lowest cost of all TRI-
CARE options.

TRICARE Standard – A fee-for-
service plan and provides coverage 
for those beneficiaries not enrolled 
in TRICARE Prime. It provides great 
flexibility in choosing providers but 
can be the most expensive option.
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TRICARE Extra – An option for 
TRICARE Standard beneficiaries 
who want to save on out-of-pocket 
expenses by making an appointment 
with a TRICARE Prime network pro-
vider. One can choose any physician 
in the TRICARE Extra network and 
may be less expensive than TRICARE 
Standard. 

TRICARE Reserve Select – A pre-
mium-based health plan that qualified 
Guard and Reserve servicemembers 
may purchase when they are not 
on active duty. It requires a monthly 
premium. Reserve Select is available 
worldwide to most non-activated 
Selected Reserve servicemembers of 
the Ready Reserve and their families 
when they are not on active duty or 
covered under a transitional program.

TRICARE Prime Remote – The 
program for servicemembers and their 
families who are on remote assign-
ment, typically 50 miles from a military 
treatment facility. In some cases, due 
to undue hardship for travel, benefi-
ciaries may request a hardship waiver 
to become eligible even if they live 
less than 50 miles from a MTF.

TRICARE Dental Program – Guard 
and Reserve servicemembers may 
purchase coverage when they are not 
on active duty or covered by active 
duty dental benefits. Family members 
may enroll in TDP at anytime regard-
less of duty status and pay reduced 
monthly premiums while their service-
member is activated.

Uniformed Services Employment 
and Reemployment Rights Act 
(USERRA) – A Federal law that 
establishes rights and responsibilities 
for members of the National Guard 
and Reserve and their civilian employ-
ers. It affects employment, reemploy-
ment, and retention in employment 
when employees serve or have served 
in the uniformed services (http://www.
dol.gov/vets/whatsnew/userraguide 
0704.rtf).

Will – A legal document that ensures 
your assets and belongings are 
disposed of according to your wishes 
and that your dependents are pro-
vided for. This document will be made 
part of the FCP. 

Yellow Ribbon Reintegration Pro-
gram – The Yellow Ribbon Reintegra-
tion Program provides information, 
services, referral, and proactive out-
reach programs to servicemembers 
in the Army Reserve and their families 
through all phases of the deployment 
cycle. The Yellow Ribbon program is 
a non-profit organization that provides 
various homecoming services to all 
servicemembers.

G L O S S A R Y

http://www.dol.gov/vets/whatsnew/userraguide0704.rtf
http://www.dol.gov/vets/whatsnew/userraguide0704.rtf
http://www.dol.gov/vets/whatsnew/userraguide0704.rtf


32

The IACP Employing Returning 

Combat Veterans as Law Enforcement 

Officers Project wishes to acknowl-

edge the following individuals and  

organizations that have helped 

develop this family guide: U.S. 

Department of Justice, Office of 

Justice Programs, Bureau of Justice 

Assistance; Linda Hammond- 

Deckard, BJA Policy Advisor; Laura 

Zimmerman, Ph.D., Klein Associates, 

a division of Applied Research 

Associates, Inc.; Joe Rollo, Prince 

George’s County, MD Police Depart-

ment; Captain Ralph H. Davis III, 

Delaware State Police; Investigator 

Sandra Espada, New York State Police; 

Carol Janer, PM, Mobilization, 

Deployment & Family Readiness, 

Army Community Service, Ft. Belvoir, 

VA; Audrey Honig, Ph.D., Program 

Director, Employee Services, Los 

Angeles, CA Sheriff’s Department;  

Col Frank Cohn, USA Retired; Officer 

Thaddeus J. Kerkhoff, Renton, WA 

Police Department; Chief Douglas 

Davis, Waynesboro, VA Police Depart-

ment; Ms. Marsha Johnson, Abilene, 

TX; Ms. Lorraine Daxe, Burke, VA; 

Chief Richard Myers, Colorado 

Springs, CO Police Department; 

Captain Francis Hileman, Newport 

News, VA Police Department; and  

the IACP Psychological Services 

Section. Lastly, this guide would not 

have been possible without the 

contributions from the many spouses, 

parents, family members, veterans, 

and other advisors who assisted in  

the development process.

Executive Staff

C h i e f  M a r k  A . M a r s h a l l  Ja m e s  M c M a h o n
President Deputy Executive Director

Da n i e l  R o s e n b l at t  Jo h n  Fi r m a n
Executive Director Research Center Director

Project Staff

A r n o l d  Da x e , J r. , C P P  E l a i n e  D e c k
Project Manager Senior Program Manager 
COL, USA Retired 

Rya n  Dau g i rd a
Project Assistant  

IACP Leadership and Project Personnel

Acknowledgements

A C K N O W L E D G E M E N T S



3

Executive Staff

C h i e f  M a r k  A . M a r s h a l l  Ja m e s  M c M a h o n
President Deputy Executive Director

Da n i e l  R o s e n b l at t  Jo h n  Fi r m a n
Executive Director Research Center Director

Project Staff

A r n o l d  Da x e , J r. , C P P  E l a i n e  D e c k
Project Manager Senior Program Manager 
COL, USA Retired 

Rya n  Dau g i rd a
Project Assistant  

IACP Leadership and Project Personnel



TH E I NTE RNATIONAL ASSOC IATION  
O F CH I E FS OF P OL IC E
www.theiacp.org

http://www.theiacp.org

	Cover Final - with logo.pdf
	National Guard and Reserve Fact Sheet
	Reference - Uniformed Services Employment and Reemployment Rights Act
	A Family Guidebook for Deployed Officers - BJA
	Cover
	Table of Contents
	I. Introduction
	II. Pre-Deployment
	III. Deployment
	IV. Reunion/Homecoming
	V. Reintegration
	VI. Policy and Practice
	VII. Resources
	Final Comments
	Appendix A: Acronyms
	Appendix B: Glossary
	Acknowledgements



<<
  /ASCII85EncodePages false
  /AllowTransparency false
  /AutoPositionEPSFiles true
  /AutoRotatePages /None
  /Binding /Left
  /CalGrayProfile (Dot Gain 20%)
  /CalRGBProfile (sRGB IEC61966-2.1)
  /CalCMYKProfile (U.S. Web Coated \050SWOP\051 v2)
  /sRGBProfile (sRGB IEC61966-2.1)
  /CannotEmbedFontPolicy /Error
  /CompatibilityLevel 1.4
  /CompressObjects /Tags
  /CompressPages true
  /ConvertImagesToIndexed true
  /PassThroughJPEGImages true
  /CreateJobTicket false
  /DefaultRenderingIntent /Default
  /DetectBlends false
  /DetectCurves 0.1000
  /ColorConversionStrategy /LeaveColorUnchanged
  /DoThumbnails false
  /EmbedAllFonts true
  /EmbedOpenType false
  /ParseICCProfilesInComments true
  /EmbedJobOptions true
  /DSCReportingLevel 0
  /EmitDSCWarnings false
  /EndPage -1
  /ImageMemory 1048576
  /LockDistillerParams false
  /MaxSubsetPct 100
  /Optimize true
  /OPM 1
  /ParseDSCComments true
  /ParseDSCCommentsForDocInfo true
  /PreserveCopyPage true
  /PreserveDICMYKValues true
  /PreserveEPSInfo true
  /PreserveFlatness true
  /PreserveHalftoneInfo false
  /PreserveOPIComments true
  /PreserveOverprintSettings true
  /StartPage 1
  /SubsetFonts true
  /TransferFunctionInfo /Apply
  /UCRandBGInfo /Preserve
  /UsePrologue false
  /ColorSettingsFile ()
  /AlwaysEmbed [ true
  ]
  /NeverEmbed [ true
  ]
  /AntiAliasColorImages false
  /CropColorImages true
  /ColorImageMinResolution 300
  /ColorImageMinResolutionPolicy /OK
  /DownsampleColorImages false
  /ColorImageDownsampleType /Bicubic
  /ColorImageResolution 300
  /ColorImageDepth -1
  /ColorImageMinDownsampleDepth 1
  /ColorImageDownsampleThreshold 1.50000
  /EncodeColorImages false
  /ColorImageFilter /DCTEncode
  /AutoFilterColorImages true
  /ColorImageAutoFilterStrategy /JPEG
  /ColorACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /ColorImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000ColorACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000ColorImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasGrayImages false
  /CropGrayImages true
  /GrayImageMinResolution 300
  /GrayImageMinResolutionPolicy /OK
  /DownsampleGrayImages false
  /GrayImageDownsampleType /Bicubic
  /GrayImageResolution 300
  /GrayImageDepth -1
  /GrayImageMinDownsampleDepth 2
  /GrayImageDownsampleThreshold 1.50000
  /EncodeGrayImages false
  /GrayImageFilter /DCTEncode
  /AutoFilterGrayImages true
  /GrayImageAutoFilterStrategy /JPEG
  /GrayACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /GrayImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000GrayACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000GrayImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasMonoImages false
  /CropMonoImages true
  /MonoImageMinResolution 1200
  /MonoImageMinResolutionPolicy /OK
  /DownsampleMonoImages false
  /MonoImageDownsampleType /Bicubic
  /MonoImageResolution 1200
  /MonoImageDepth -1
  /MonoImageDownsampleThreshold 1.50000
  /EncodeMonoImages false
  /MonoImageFilter /CCITTFaxEncode
  /MonoImageDict <<
    /K -1
  >>
  /AllowPSXObjects false
  /CheckCompliance [
    /PDFA1B:2005
  ]
  /PDFX1aCheck false
  /PDFX3Check false
  /PDFXCompliantPDFOnly false
  /PDFXNoTrimBoxError true
  /PDFXTrimBoxToMediaBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXSetBleedBoxToMediaBox true
  /PDFXBleedBoxToTrimBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXOutputIntentProfile (None)
  /PDFXOutputConditionIdentifier ()
  /PDFXOutputCondition ()
  /PDFXRegistryName ()
  /PDFXTrapped /False

  /CreateJDFFile false
  /Description <<

    /BGR <>
    /CHS <FEFF4f7f75288fd94e9b8bbe5b9a521b5efa7684002000410064006f006200650020005000440046002065876863900275284e8e9ad88d2891cf76845370524d53705237300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c676562535f00521b5efa768400200050004400460020658768633002>
    /CHT <FEFF4f7f752890194e9b8a2d7f6e5efa7acb7684002000410064006f006200650020005000440046002065874ef69069752865bc9ad854c18cea76845370524d5370523786557406300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c4f86958b555f5df25efa7acb76840020005000440046002065874ef63002>
    /CZE <>
    /DAN <>
    /DEU <>
    /ESP <>
    /ETI <>
    /FRA <>
    /GRE <>

    /HRV (Za stvaranje Adobe PDF dokumenata najpogodnijih za visokokvalitetni ispis prije tiskanja koristite ove postavke.  Stvoreni PDF dokumenti mogu se otvoriti Acrobat i Adobe Reader 5.0 i kasnijim verzijama.)
    /HUN <>
    /ITA <>
    /JPN <FEFF9ad854c18cea306a30d730ea30d730ec30b951fa529b7528002000410064006f0062006500200050004400460020658766f8306e4f5c6210306b4f7f75283057307e305930023053306e8a2d5b9a30674f5c62103055308c305f0020005000440046002030d530a130a430eb306f3001004100630072006f0062006100740020304a30883073002000410064006f00620065002000520065006100640065007200200035002e003000204ee5964d3067958b304f30533068304c3067304d307e305930023053306e8a2d5b9a306b306f30d530a930f330c8306e57cb30818fbc307f304c5fc59808306730593002>
    /KOR <FEFFc7740020c124c815c7440020c0acc6a9d558c5ec0020ace0d488c9c80020c2dcd5d80020c778c1c4c5d00020ac00c7a50020c801d569d55c002000410064006f0062006500200050004400460020bb38c11cb97c0020c791c131d569b2c8b2e4002e0020c774b807ac8c0020c791c131b41c00200050004400460020bb38c11cb2940020004100630072006f0062006100740020bc0f002000410064006f00620065002000520065006100640065007200200035002e00300020c774c0c1c5d0c11c0020c5f40020c2180020c788c2b5b2c8b2e4002e>
    /LTH <>
    /LVI <>
    /NLD (Gebruik deze instellingen om Adobe PDF-documenten te maken die zijn geoptimaliseerd voor prepress-afdrukken van hoge kwaliteit. De gemaakte PDF-documenten kunnen worden geopend met Acrobat en Adobe Reader 5.0 en hoger.)
    /NOR <>
    /POL <>
    /PTB <>
    /RUM <>
    /RUS <>
    /SKY <>
    /SLV <>
    /SUO <>
    /SVE <>
    /TUR <>
    /UKR <>
    /ENU (Use these settings to create Adobe PDF documents best suited for high-quality prepress printing.  Created PDF documents can be opened with Acrobat and Adobe Reader 5.0 and later.)
  >>
  /Namespace [
    (Adobe)
    (Common)
    (1.0)
  ]
  /OtherNamespaces [
    <<
      /AsReaderSpreads false
      /CropImagesToFrames true
      /ErrorControl /WarnAndContinue
      /FlattenerIgnoreSpreadOverrides false
      /IncludeGuidesGrids false
      /IncludeNonPrinting false
      /IncludeSlug false
      /Namespace [
        (Adobe)
        (InDesign)
        (4.0)
      ]
      /OmitPlacedBitmaps false
      /OmitPlacedEPS false
      /OmitPlacedPDF false
      /SimulateOverprint /Legacy
    >>
    <<
      /AddBleedMarks false
      /AddColorBars false
      /AddCropMarks false
      /AddPageInfo false
      /AddRegMarks false
      /ConvertColors /ConvertToCMYK
      /DestinationProfileName ()
      /DestinationProfileSelector /DocumentCMYK
      /Downsample16BitImages true
      /FlattenerPreset <<
        /PresetSelector /MediumResolution
      >>
      /FormElements false
      /GenerateStructure false
      /IncludeBookmarks false
      /IncludeHyperlinks false
      /IncludeInteractive false
      /IncludeLayers false
      /IncludeProfiles false
      /MultimediaHandling /UseObjectSettings
      /Namespace [
        (Adobe)
        (CreativeSuite)
        (2.0)
      ]
      /PDFXOutputIntentProfileSelector /DocumentCMYK
      /PreserveEditing true
      /UntaggedCMYKHandling /LeaveUntagged
      /UntaggedRGBHandling /UseDocumentProfile
      /UseDocumentBleed false
    >>
  ]
>> setdistillerparams
<<
  /HWResolution [2400 2400]
  /PageSize [612.000 792.000]
>> setpagedevice


