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SAMHSA Welcome

Cicely K. Burrows-McElwain, L.C.S.W.-C.
Military and Veteran Liaison

National Policy Liaison Branch,

Division of Regional and National Policy/Office of Policy, Planning, and 
Innovation, SAMHSA



The views, opinions, and content expressed in 
this presentation do not necessarily reflect the 

views, opinions, or policies of the Substance 
Abuse and Mental Health Services 

Administration (SAMHSA), U.S. Department of 
Defense (DoD) or the U.S. Department of Health 

and Human Services (HHS).
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Disclaimer



SAMHSA Background

SAMHSA leads efforts to ensure substance use and mental 

health issues among all Americans, including SMVF, are 

well understood.

4

Since 2008, SAMHSA has partnered 
with states and territories to 
strengthen behavioral health systems 
serving Service Members, Veterans, 
and their families (SMVF), providing 
technical assistance (TA) through its 
SMVF TA Center.



• Strengthening ongoing collaboration 
among military and civilian stakeholders

• Providing a centralized mechanism for 
cities, states, and territories to learn, 
connect, and share

• Increasing awareness of and access to 
resources and programs that strengthen 
behavioral healthcare systems for Service 
Members, Veterans, and their families 
(SMVF)

• Supporting coordinated responses to the 
behavioral health needs of SMVF

• Encouraging cities, states, and territories 
to implement promising, best, and 
evidence-based practices
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SAMHSA’s SMVF TA Center



Technical Assistance Methods 

The SMVF TA Center provides training and 
technical assistance through activities such as: 

• Policy Academies

• Implementation Academies

• Crisis Intercept Mapping

• Webinars

• Learning Communities 

• Onsite and virtual expert consultation

• Resource dissemination 
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✓ Recognize the ongoing challenges faced by SMVF in the 

workplace and understand the role that employers can play in 

workplace wellbeing 

✓ Identify strategies to leverage and transfer SMVF experience 

(knowledge, skills, and abilities) 

✓ Share examples of employer readiness and building cultures 

of inclusion (military-friendly culture, affinity/resource 

groups, veteran mentoring programs) 
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Webinar Objectives



✓ Present best practices, resources, and tools for creating a 

mentally healthy workplace for SMVF

✓ Provide recommendations for supporting military spouses and 

caregivers

✓ Identify training opportunities to proactively educate the 

workplace on SMVF 

✓ Explore opportunities for strengthening community 

engagement and partnerships 

8

Webinar Objectives (cont’d)
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Supporting Service Member Career Readiness 
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DoD Military-Civilian Transition Office

TRANSITION ASSISTANCE PROGRAM

Department of Defense



DISCLAIMER

Reference herein to any specific commercial products, process, book, article, or publication, or service by 

trade name, trademark, manufacturer, or otherwise, does not necessarily constitute or imply its 

endorsement, recommendation, or favoring by the United States Government. The views and opinions of 

authors expressed herein do not necessarily state or reflect those of the United States Government, and 

shall not be used for advertising or product endorsement purposes. With respect to documents available 

from this server, neither the United States Government nor any of its service members or employees, 

makes any warranty, express or implied, including the warranties of merchantability and fitness for a 

particular purpose, or assumes any legal liability or responsibility for the accuracy, completeness, or 

usefulness of any information, apparatus, product, or process disclosed, or represents that its use would 

not infringe privately owned rights.
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Introduction to the Military-Civilian Transition 
Office (MCTO) and its Programs

Military Life Cycle (MLC) and Transition 
Assistance Program (TAP)

Criticality of Successful Military-Civilian 
Transitions

Translating Technical and Non-Technical Skills

The Transition Time Line and Transition Process

OUTLINE



THE 

MILITARY-CIVILIAN 

TRANSITION 

OFFICE

The DoD Military-Civilian Transition Office (MCTO) provides 
policy and program oversight for the Transition Assistance 
Program (TAP) and the Yellow Ribbon Reintegration Program 
(YRRP). 

MCTO’s mission is to continually improve the delivery of 
resources, information, and assistance provided through the 
programs, promoting their effective and efficient support of 
transitioning Service members and members of the National 
Guard and Reserve, their families, and communities worldwide.  

The office ensures transitioning Service members are able to 
successfully return to their civilian life while also addressing the 
challenges National Guard and Reserve Service members and 
their families face as they prepare for and return from 
deployment or mobilization. 



The Yellow Ribbon Reintegraton Program 

(YRRP) promotes the well-being of 

National Guard and Reserve Members, 

their families, and communities by 

connecting them with resources 

throughout the deployment cycle. 

(yellowribbon.mil)

The Transition Assistance Program (TAP) 

aims to promote, advance, and install a 

culture of career-ready Service members. 

Around 200,000 transitioning service 

members at 187 installations worldwide 

receive guidance and assistance through 

this congressionally mandated program. 

(DoDTAP.mil)

MCTO PROGRAMS



TAP INTERAGENCY PARTNERSHIP

In addition to the Military Departments, TAP is the result of an interagency 
partnership between the:

Department of Defense, Department of Labor, Department of Education, 
Department of Veterans Affairs, Department of Homeland Security, in conjunction 

with the 
Small Business Administration and the Office of Personnel Management.
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MY TRANSITION TIMELINE

Located on www.DoDTAP.mil under the Resources/FAQ’s Page

https://www.dodtap.mil/rest/docs?filename=Managing_Your_Transition_Timeline.pdf


SEC. 
1142

SEC. 
1144

PRE-SEPARATION 
COUNSELING

TRANSITION ACTIVITIES CAN OCCUR AS EARLY AS 24 MONTHS FOR THOSE RETIRING, AND NO LATER THAN 365 DAYS FOR THOSE SEPARATING/TRANSITIONING

NLT 365 days prior to 
separation or 

retirement

INDIVIDUALIZED 
INITIAL 

COUNSELING (IC)

NLT 365 days prior to 
separation or 

retirement

DoD 
TRANSITION DAY

VA BENEFITS
AND SERVICES

DOL 
ONE-DAY

CAPSTONE

DoD Transition Day includes:
▪ Managing Your Transition
▪ MOC Crosswalk
▪ Financial Planning for 

Transition

▪ Explores VA benefits 
earned by the 
service member and 
how to apply them.

▪ How to leverage 
earned benefits for 
the best possible 
outcome.

▪ Overview of 
employment 
topics and best 
practices.

▪ Culminating event in 
which Commanders 
verify achievement 
of Career Readiness 
Standards (CRS) and 
viable ITP prior to 
transition.

▪ Must occur no later 
than 90 days before 
separation.

▪ If not, referred to 
appropriate agency 
for further 
assistance via a 
Warm Handover.

▪ Statement of 
benefits to be 
received no later 
than 30 days prior to 
transition.

1 DAY 1 DAY

▪ Transitioning service members must select one of the 
two-days of instruction:

▪ DOL Employment Workshop
▪ DoD Education Workshop
▪ SBA Entrepreneurship Workshop
▪ DOL Vocational Workshop

2-DAY SERVICE MEMBER ELECTED TRACKS

The Transition 
Assistance Program 

Title 10, Chapter 58

1 DAY 2 DAYS

TRACKS

▪ Personal Self-Assessment/
Individual Transition Plan 
(ITP)



TAP CORE COMPONENTS
➢ INITIAL COUNSELING

➢ PRE-SEPARATION COUNSELING

➢ DOD TRANSITION DAY
• Managing Your Transition
• Military Occupational Codes Crosswalk
• Financial Planning for Transition

➢ VA BENEFITS AND SERVICES 

➢ DOL ONE DAY

➢ 2-DAY SERVICE MEMBER SELECTED TRACKS

➢ CAPSTONE



2-DAY 
ADDITIONAL 
TRACKS

Identifying Skills

Job Searching

Networking

Resume Building

Federal Hiring

Social Media

Branding

Applications

Interviews

Job Offers

Vocational Training 

Career Clusters

Career Assessments

Opportunities

Credentials

Educational Goals
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2-DAY 
ADDITIONAL 
TRACKS

Education Terms

Attitudes 

Perceptions 

Fields of Study

Degree Options

Choice of Institution

Admissions

Funding Options

Fundamentals

Opportunities

Market Research

SmallBiz Economics

Legal 

Financing
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CAREER READINESS 
STANDARDS 

▪ Complete a personal self-assessment/Individual Transition Plan 

▪ Register on eBenefits 

▪ Complete a Continuum of Military Service Opportunity counseling 
(Active-component only)

▪ Prepare a criterion-based, post-separation financial plan 

▪ Complete a MOC Gap Analysis or provide verification of employment 

▪ CRS for DoD Education and DOL Vocational Tracks: Complete 
a comparison of higher education or technical training 

▪ CRS for DOL Employment Track: Complete a resume or provide 
verification of employment



THE
WARM 
HANDOVER
PROCESS

The Warm Handover is a Capstone process between respective Military 

Departments and appropriate interagency partners (e.g., Department of 

Labor, Veteran Administration, etc.) that results in the person-to-person 

connection of service members to services and follow-up resources, as 

needed. 

The warm handover provides a confirmed introduction and assurance 

that the appropriate interagency partner acknowledges that an eligible 

service member requires post-military assistance and the interagency 

partner is willing to follow-through on providing support to meet the 

needs of the service member, to include assisting the service member in 

attaining the Career Readiness Standards (CRS) promoting a successful 

transition.

WHAT IS A WARM HANDOVER?



CRITICALITY OF SUCCESSFUL 

TRANSITIONS

▪ Psychosocial Benefits to Service members and their families.

▪ Competitive advantage to employers.

▪ Our nation’s defense and security with the All-Volunteer Force.



INDIVIDUAL SERVICE MEMBERS AND THEIR 

FAMILIES:

Psychosocial Benefits of Employment

▪ Research from “learned helplessness” (Bandura et al) and positive psychology (Seligman et al).

▪ Employment provides:
▪ Way to earn money and respect in the world.
▪ Sense of direction, mastery, and accomplishment.
▪ Chance to socialize with  others to avert feelings of social withdrawal.
▪ A feeling of control.
▪ Structure to the person’s day.
▪ New meaning and direction to life (and a higher purpose).
▪ A new “tribe” (Junger, 2016) in the civilian world.
▪ Cognitive therapy – recurring experiences that reframe self-perceptions.
▪ Help to readjust wounded warriors’ self-conceptions and expectations of the future 



COMPETITIVE ADVANTAGE TO EMPLOYERS

▪ Competitive advantage = unique and sustainable attribute that generates greater 
value for the organization and cannot be easily replicated by competitors.

▪ Employers that get veteran hiring and retention right will have the advantage.
▪ Nearly 1/3 of Veterans were under-employed – this was 16 percent higher for 

non-Veterans (Barrera and Carter, 2017)
▪ Veteran employees have lower turnover than non-Veteran employees after their 

first post-service job (Schaefer et al, 2016; Boatwright and Roberts, 2019)
▪ Edelman (2018) survey:

▪ 21% of employers said actively hiring veterans was a top corporate priority.
▪ 32% wanted to hire but said it was not a top priority.
▪ 60% of both employers and Veterans said that need additional education or 

training to be qualified for civilian jobs.
▪ 60% of employers believed that Veterans do not have successful careers after 

leading the military.



▪ Proclivity to serve in military linked to perception that military 
service will lead to successful civilian life.

▪ Unemployment Insurance for Ex-Service members (UCX) is paid to 
Veterans from DoD operational funding.

▪ In 2011 UCX payments peaked at nearly one billion dollars to 
20,000 Veterans.

▪ Every unemployment Veteran costs the nation twice – in 
unemployment insurance and lost tax income.

▪ Every under-employed Veteran costs the nation in under-utilization 
of taxpayer-funded skills, experience, and talent.

IMPACT OF MILITARY-CIVILIAN TRANSITIONS:

OUR NATION’S DEFENSE AND SECURITY



TRANSLATING TECHNICAL AND NON-TECHNICAL 

SKILLS: Common Traits of Veterans

▪ Members self-select into the military and must meet entry criteria and maintain 
standards.

▪ Each member has earned and maintained a security clearance.

▪ Character matters in the military.

▪ Enormous responsibility earned at young ages

▪ Enhanced leadership experience (Korn Ferry, 2017)

▪ Experience with team-based projects (Goodwin, Blacksmith & Coats, 2018)

▪ Cross-culture and international experiences and aptitude (Goldberg, and Warner, 1987)

▪ Resilience and effective response to stress (Adler & Saboe, 2017; Haynie, 2016)



TRANSLATING TECHNICAL SKILLS:

▪ 86 percent of the 8,000 military occupations have strong linkage or moderate 
overlap with civilian occupations.
▪ Less than 10 percent of the military’s occupations are combat related.

▪ Extensive training - “Either fighting or training.”
▪ Schools and programs for every occupation.
▪ Leadership programs, schools, and academies are available.
▪ Tuition Assistance provided to members.

▪ DoD – one of largest providers of post-secondary education
▪ 255,729 members took 726,305 classes at 27,000 locations 
▪ University of California system has 280,000  students and University of 

Texas system has 221,0000 students.



TRANSLATING NON-TECHNICAL SKILLS

MCTO commissioned the RAND 
Corporation to conduct a research 
study to codify the essential skills 
service members develop 
throughout their military service.

In addition to technical skills, 
Service members and Veterans 
gain essential skills in the 
profession of arms that set them 
apart from their civilian peers –
and are not present in many non-
Veteran employees. 



▪ Barrera, C. &Carter. P. (2017). Call of Duty Endowment and ZipRecruiter: Challenges on the home front: Underemployment hits veterans 
hard. https://www.callofdutyendowment.org/content/dam/atvi/callofduty/code/pdf/ZipCODE_Vet_Report_FINAL.pdf

▪ Benight, C.C. & Bandura, A. (2004). Social cognitive theory of posttraumatic stress recovery: The role of perceived self-efficacy.  
Behavioral Research and Therapy, 42, 1129 – 1148.

▪ Boatwright, M. & Roberts, S. (2019). LinkedIn veteran opportunity report: Understanding an untapped talent pool. Sunnyvale, CA: 
LinkedIn. https://socialimpact.linkedin.com/content/dam/me/linkedinforgood/en-us/resources/veterans/LinkedIn-Veteran-Opportunity-
Report.pdf

▪ Edelman Intelligence (2018). 2018 Veterans well-being survey. Washington, DC: Edelman intelligence. 
https://www.edelman.com/sites/g/files/aatuss191/files/2018-10/2018-Edelman-Veterans-Well-being-Survey.pdf. 

▪ Goldberg, M. S., & Warner J. T.(1987). Military experience, civilian experience, and the earnings of veterans. The Journal of Human 
Resources, 22(1),62-81. https://www.jstor.org/stable/145867

▪ Goodwin, G. F., Blacksmith, N., & Coats, M. R. (2018). The science of teams in the military: Contributions from over 60 years of research. 
American Psychologist, 73(4), 322-333. 

▪ Hardison, C. M., Krueger, T. C., Shanley. M. G,Saavedra, A. R., Martin, J., Wong, J. P. Clague, A., Crowley, J. C. (2017). Methodology for 
translating enlisted veterans’ nontechnical skills into civilian employers’ terms. Santa Monica, CA: The RAND Corporation. 
https://www.rand.org/pubs/research_reports/RR1919.html.

▪ Hardison, C. M., Krueger, T. C., Shanley. M. G,Saavedra, A. R., Martin, J., Wong, J. P. Clague, A., Crowley, J. C. Martin, J. P. Wong, & 
Steinberg, P.S.(2017). What veterans bring to civilian workplaces: A prototype toolkit for helping private-sector employers understand 
the nontechnical skills developed in the military. Santa Monica, CA: RAND Corporation. https://www.rand.org/pubs/tools/TL160-1.html. 

▪ Hardison, C., & Shanley, M. G. (2016).Essential skills veterans gain during professional military training: A resource for leadership and 
hiring managers. RAND Corporation. https://www.rand.org/pubs/tools/TL160z2-2.htm. 
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https://www.rand.org/pubs/tools/TL160-1.html
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• Haynie, J. M. (2016). Revisiting the business case for hiring a veteran: A strategy for cultivating competitive advantage. Syracuse, NY: 
Institute for Veterans and Military Families, Syracuse University. 
https://ivmf.syracuse.edu/research/topics/employment/workforcereadiness.  

• Haynie, J. M., & Dean, S. (2011).Toward a theory of discontinuous career transition: investigating career transitions necessitated by 
traumatic life events. Journal of Applied Psychology, 96(3), 501–524.
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https://www.kornferry.com/content/dam/kornferry/docs/article-migration/VeteransMay2017.pdf. 
• Schafer, A., Swick, A., Kidder, K., & Carter,P. (2016).  Onward and upward: Understanding veteran retention and performance in the 

workforce. Center for a New American Security: Washington, DC. https://s3.amazonaws.com/files.cnas.org/documents/CNAS-Report-
Onward%26Upward-Finalc.pdf. 

• Seligman, M.E.P. (2002).  Authentic happiness: Using the new positive psychology to realize your potential for lasting fulfillment. New 
York: Free Press/Simon and Schuster.

• Seligman, M.E.P. (2011). Flourish: A visionary new understanding of happiness and well-being. New York: Free Press/Simon and Schuster.
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Transition Assistance Program 
Online Resources

www.DoDTAP.mil www.TAPevents.org TAP/MCTO News MCTO LinkedIn DoDTAP Facebook
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THANK YOU! 
Questions?

CONNECT WITH US:
www.DoDTAP.mil | www.dvidshub.net/DoDTAP | LinkedIn: Military-Civilian Transition Office

Nathan D. Ainspan, Ph.D.
Senior Research Psychologist

Military-Civilian Transition Office
nathan.d.Ainspan.civ@mail.mil
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OBJECTIVES

• To facilitate a collaborative effort among 
the public and private sectors to prioritize 
mental health and wellbeing in the 
workplace

• To remove the stigma associated with 
mental health challenges

• To provide employees with the services 
and resources needed to promote mental 
wellness



TIMELINE

NOVEMBER 2019
Coalition Formed

JANUARY-JULY 2020

Monthly working group
To develop Guidebook

AUGUST 2020
Guidebook Launch

NEXT STEPS

https://www.hiringourheroes.org/wellbeing/committed-companies/
https://www.hiringourheroes.org/wellbeing/wellbeing-guidebook/
https://www.youtube.com/watch?v=oDpHU1cMfy0&feature=youtu.be


EMPLOYER PRACTICAL GUIDE

• A collaborative effort with nearly 70 representatives from the 
private and public sector

• Goal: Create a practical guide for employers of all

sizes as they work to prioritize mental health.

• Guide:

1. Analyzes six core topics

2. Provides commonsense strategies

3. Identifies (mostly) free resources



PRACTICAL GUIDE-OVERVIEW

1. Overcome Stigma
• Normalize conversation by humanizing it

• Importance of leader engagement

2. Adopt a Comprehensive Educational Approach
• Educate/Train early and often

• Start with Front Line Managers

3. Provide Access to Assistance and Services
• Look at your healthcare benefits

• Telehealth can greatly expand access



PRACTICAL GUIDE-OVERVIEW

4. Assess and Measure
• Define success and be realistic

• Consult an expert/discuss with your team

5. Build a Culture of Inclusion
• Promote awareness

• Employee resource group/local community groups

6. Continuous Evaluation and Ongoing Collaboration
• Establish meaningful partnerships

• Kaizen—continuous improvement



NEXT STEPS

• Community engagement

• Spring 2021: Wellness Summit

• Ongoing: expand the coalition

hiringourheroes.org/wellbeing
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The Military culture is…

structureddefined by common 
experiences (boot 

camp, deployments, 
military installations, 

moving)

Teamwork centric

“no excuses – get it 
done!” Timeline focused

decisive

Doing ordinary and dangerous jobs in 
extraordinary circumstances

detailed

Focus on responsibility 
& ownership

Process oriented

© 2020  The Value Of a Veteran (all rights reserved)
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Making the transition from military culture to civilian 
culture can be difficult and/or frustrating…



Recently 
Separated / 

Retired Veterans

© 2020  The Value Of a Veteran (all rights reserved)
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Still Serving 
Guard / Reserve 

Members

Veterans with 
Disabilities

Common Issues for 3 Groups Of Military Members



© 2020  The Value Of a Veteran (all rights reserved)

Recently

separated /

retired veterans
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© 2020  The Value Of a Veteran (all rights reserved)
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Is the veteran…………or….

Decisive? Not seeking 
consensus?

Concise? Abrupt?

Direct? Rude?

Respectful of those in a 
position of authority?

Brown nose / suck up?

Following established 
process and 
procedure?

Rigid? Unimaginative?

Taking ownership of a 
situation?

Overstepping his/her 
role?

Confident? Showing off?

…your perception likely depends on how well you 
understand military culture

“The Behaviors that Were Rewarded in the Military Are Not 
Appreciated Here”

http://www.squidoo.com/marinecorpsrecruittraining
//upload.wikimedia.org/wikipedia/commons/5/52/Female_officer_saluting.jpg


Mil-to-Civilian cultural change program + Sponsorship +  
Mentoring + Networking + Community service = 

Integration Plan

© 2020  The Value Of a Veteran (all rights reserved)
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Solution: Formal Integration Plan



© 2020  The Value Of a Veteran (all rights reserved)

Military members 

still serving in 

the National 

Guard or

Reserves



© 2020  The Value Of a Veteran (all rights reserved)
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Peer/Supervisor Resentment of Absence for Military Service



• Military commitment (training v. 
mobilization v. deployment)

•Obligations under USERRA 
(Uniformed Services Employment & 
Reemployment Rights)

© 2020  The Value Of a Veteran (all rights reserved)
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Solution:  Educate the Workplace on Guard/Reserve 
Commitment 



© 2020  The Value Of a Veteran (all rights reserved)

Veterans with 

disabilities



© 2020  The Value Of a Veteran (all rights reserved)
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• Keep in mind that the VA medical 
center may be a considerable distance 
from home / work

• Due to nature of disability, veteran 
may be relying on public transportation 
to get to appointment

• Many veterans have to see multiple 
doctors for various conditions, and it 
can be very difficult to schedule all of 
those appointments for one visit

“I’m Getting Hassled About the Frequency and Length of My 
Medical Appointments”



© 2020  The Value Of a Veteran (all rights reserved)

https://askjan.org/

Your Best Information Resource on Accommodating 
Disabilities

54

https://askjan.org/


DoD Perspective

• Transition Assistance Program

• Psychosocial Benefits of Employment

• Competitive Advantage to Employers

• Translating Skills from Service

Wellbeing in the 
Workplace

• Coalition Building

• Employer Practical Guide

• Looking to the Future

Veteran’s 
Perspective on the 

Issues

• Recently Separated/Retired Veterans

• Guard/Reserve Members

• Veterans with Disabilities

• Common Bonds and Best Resources and Solutions
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Key Takeaways – Supporting SMVF in the Workplace



Questions?
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Contact SAMHSA’s SMVF TA Center

345 Delaware Avenue

Delmar, NY 12054

Phone: 518-439-7415, ext. 5272

Email: smvftacenter@prainc.com

mailto:smvftacenter@prainc.com


SAMHSA’s mission is to reduce the impact of substance 
abuse and mental illness on America’s communities.

www.samhsa.gov

1-877-SAMHSA-7 (1-877-726-4727) ● 1-800-487-4889 (TDD)
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Thank You!


