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DEPARTMENT OF THE ARMY
SECRETARIAT FOR DEPARTMENT OF THE ARMY SELECTION BOARDS
1600 SPEARHEAD DIVISION AVENUE
FORT KNOX, KENTUCKY 40121

AHRC-PDV-S 18 November 2010

MEMORANDUM THRU Headquarters, United States Army Training and Doctrine
Command, Attention: ATTG-P, 3 Fenwick Road, Building 11, Fort Monroe, VA 23651-

1049

FOR Commanding General, Maneuver Center of Excellence, Fort Benning, GA 31905

SUBJECT: Career Management Field (CMF) 11/Infantry Review and Analysis

1. Reference memorandum, HQDA, DAPE-MPE-PD, 9 September 2010, subject:
Memorandum of Instruction for the FY11 Master Sergeant Promotion and Selection
Board; memorandum, HQDA, AHRC-PDV-S, 26 October 2010, subject: FY11 Master
Sergeant Promotion Selection Board Standard Operating Procedures, HQDA, Office of
the Chief of Infantry, subject: FY11 Master Sergeant Selection Board Briefing

2. In accordance with the referenced memorandum, the selection board panel
‘reviewing records for CMF 11 submits this Review and Analysis to assist you in
executing your duties as proponent for MOS within this CMF.

3. General. In accordance with the references above and the experience of the board
members, we are confident that the best qualified Sergeants First Class have been
selected for promotion to master Sergeant. There performance, potential was
considered equally important as the duty position held.

4. Competence assessment of Promotion Zone.

a. Performance and potential. The Master Sergeant selectees are unquestionably
the best of the best from the FY11Master Sergeant Promotion population/List. The
performance and potential ratings provided invaluable insights to the panel/board
members. Those leaders/SFCs consistently rated among the best with clearly defined
and measurable excellent ratings were more competitive than their peers. The board
thought it was equally important for the bullet comments to reflect the leader’s unit
performance as well as his individual performance (i.e. “qualified expert” versus “80% of
his platoon qualified expert”). While individual performance is important to demonstrate
competence in any task, team performance is considered the best tool to demonstrate
the individual’s potential to build and develop a Soldier/team at the MSG/1SG level.
Finally, the board considered the Expert Infantry training essential in the development of
CMF 11 leaders and was pleased to learn that 98% of this population of
Noncommissioned Officers earned his EIB. Recommend increased emphasis on EIB





AHRC-PDV-S :
SUBJECT: Career Management Field (CMF) 11 Review and Analysis

training and testing because it's that single event that allows soldiers to demonstrate
individual competence in basic Soldier Skills.

b. Utilization and assignments. CMF 11 is well represented throughout the
Department of Defense, Multinational, Interagency, and intergovernmental environment.
The competitive NCO’s served in a variety of demanding positions and maintained a
balance between the Operating Force and generating force assignments. The board
placed special consideration for the diverse experiences mentioned above.
Operationally, this system is working well but the administrative actions are lagging
behind. For example; the duty description and duty MOS often failed to reflect what job
the NCO is actually. Duty description and scope must address the duties performed
and overall responsibilities and number of soldiers supervised. It's imperative that the
duty scope and title clear to avoid the perception of misleading the reviewer.

c. Training and education. CMF 11 efforts to promote civilian education was evident
in 90% of the SFC population and those best qualified show a trend of 30 credit hours
or possessed a degree. The most competitive SFC’s also sought self-improvement
through one or more Combat Skills Training Courses (CSTC) certification. These
additional skills are combat-multipliers and will better prepare leaders for increased
responsibility and obviously set themselves apart from their peers.

d. Physical Fitness. There is an alarming trend of overweight and unkempt
appearance in this population of SFCs. Several of the files ht/wt data fluctuated by 2 to
4 inches and weight 10 to 30 pounds during a rating period. Obviously, emphasis must
be placed on the field to accurately reflect the NCO’s ht/wt data and to hold leaders
accountable. Additionally, APFT score must be annotated numerically on the NCOER.
Failure to pass the APFT or meet the Height and Weight (body fat) requirement is a
clear indicator that the NCO’s was not prepared to be a Master Sergeant. Leaders are
encouraged to get involved early to assist the service member with maintaining
standards and enforce photograph policy IAW AR 640-30, paragraph 6.d. ‘

e. Overall career management. The board favored balanced experience in both
generating and operating force however there is substantial number of SFC serving
multiple back-to-back assignments in operating and generating forces, this creates a
lack of balance in experience among NCOs. There are instance where leaders remain
in a staff position and as platoon sergeant for more that 48 to 60 months. This is
counterproductive in the efforts to address the total soldier concept and give others the
opportunity to work those key positions. This issue require immediate attend.

5. CMF structure and career progression assessment.

a. Suitability of standards of grade and structure. The duty description and scope
must be clear, concise, and consistent across the field. Be specific to the level of
responsibility, overall duties performed, responsibilities, and number of NCOs/Soldiers
supervised. The duty MOS and skill level must match MTOE/TDA authorizations.
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This was a consistent point of concern with various 11C and NCOs in Non-traditional
assignments.

b. Assignment and promotion opportunity. Soldiers who consistently performed well
were afforded the opportunity to serve in a variety of demanding assignments. Soldiers
whose performance in demanding assignments did not indicate their ability to perform at
their current level were generally assigned to less demanding positions.

c. Overall health of CMF. The CMF is doing exceptionally well and continue to
demonstrate incredible resiliency as the force continue to spearhead the efforts to
prosecute two wars. The board is pleased with the Master sergeant selectees and has
the utmost confident that they will have an immediate impact on our Army.

6. Recommendations.

a. Competence. Increase our Senior NCO technical competence level by continuing
to provide education and training opportunities (NCOEs, College, CSTC), assign NCOs
to a diverse array of units (HBCT, SBCT, Mech/Armor, IBCT, Air Assault, Airborne,
Light or Ranger), and continue to validate Individual/NCO skills with tools such as the
EIB.

b. CMF structure and career progression. Continue to assign and utilize our
Infantrymen IAW our CMF 11B/C Professional Development Model.

7. CMF Proponent Packets.

a. Overall quality. The CMF 11 Proponent Information Packet and the Chief’s
guidance were very helpful but more important the guidance was aligned with the
DMPM’s guidance. The board recommends emphasis placed on units to conduct
professional development discussing with all noncommissioned officers on the specifics
of

b. Recommended improvements. (embedded above).

NK McCLARY
Colonel, IN
Panel Chief
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AHRC-PDV-S 18 November 2010

MEMORANDUM THRU Headquarters, United States Army Training and Doctrine
Command, Attention: ATTG-P, 3 Fenwick Road, Building 11, Fort Monroe, VA 23651-
1049

FOR Commander US ARMY Engineer School, Fort Leonard Wood MO, 65473

SUBJECT: Career Management Field (CMF) 12 Review and Analysis

1. Reference memorandum, HQDA, DAPE-MPE-PD, 9 September 2010, subject:
Memorandum of Instruction for the FY11 Master Sergeant Promotion and Selection
Board.

2. In accordance with the referenced memorandum, the selection board panel
reviewing records for CMF 12 submits this Review and Analysis to assist you in
executing your duties as proponent for MOS within this CMF.

3. Competence assessment of Promotion Zone (strengths and weaknesses).

a. Performance and Potential. It was evident that the majority of NCOs in the CMF
possess the leadership skill at their current grade and the next higher level. Many
records set themselves apart not only by their diverse assignments but by the
documented manner of performance and potential in leadership positions.

b. Ultilization of Assignment. For the most part, NCOs were seeking assignments
consistent with their career progression as outlined in the proponent guidance for each
respective MOS. The use of career enhancing assignment opportunities also gave
some NCOs valuable experience over others. Those serving in back-to-back specialty
assignments limited opportunities for assignment in key developmental troop leading
opportunities. Those that followed the published CMF career path were viewed as best
qualified for promotion.

c. Training and Education. All panel members agreed that the majority of NCOs
had an adequate amount of civilian education and military training according to their
MOS under the current OPTEMPO. There was minimum training noted among this
population as it pertained to Route Clearance Operations (EOCA, R2C2-Planner,
R2C2-Sapper).

d. Physical Fitness. The panel observed too many inflated bullets/ on the APFT
portion of the NCOER. Bullets justifying excellence routinely focused on subordinates
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achievements and did not give an accurate reflection on the rated NCOs fitness level.
Raters need to ensure that the NCOER also reflects the individuals APFT, physical
achievements and rate the NCO accordingly. The overall physical fithess of the CMF
was very good.

e. Overall Career Management. There were only a small portion of NCOs that
failed to follow career management guidance and did not appear to be as competitive
with the other NCOs. Those serving in back-to-back staff or administrative positions
were generally assigned to installations with adequate leadership opportunities. Overall,
the career management within this CMF is strong.

4. The structure of each respective MOS forced NCO to become more competitive but
it also gave each Soldier the same opportunities for career advancement, leadership
positions and promotion.

a. MOS Compatibility within CMF. Very few NCOs reviewed served for extended
periods of time outside their MOS. This indicates a strong linkage of skills to the career
field and mission. The standards and grade structure outlined in the proponent guidance
were compatible with the DA Secretariat guidance and should be maintained.

b. Suitability of Standards of Grade and Structure. Sampling of the records for this
board revealed that assignment opportunities and leadership positions to enhanced
career progression are available across the CMF.

c. The overall health of the CMF is very strong. NCOs are excelling in demanding
assignments and demonstrating remarkable leadership skills and performance. The
strengths and competence of the NCOs were noted in deployed environments as well
as in garrison.

5. Recommendations. (Proposals keyed to subparagraphs above).

a. Competence. Two major elements of selection are the evaluation reports and key
leadership assignments. Having the right job remains a priority but demonstrated
performance excellence is even more important which is what set the NCO apart from
their peers. NCOs should continue to follow the CMF career map to capitalize on
operational experience as the key to development. This is an area NCOs and leaders
need to take ownership of to ensure individual development.

b. CMF structure and career progression: NCOs needs to seek out the tough
assignments that will place them in developmental positions. Key leadership positions
such as platoon sergeant or MOS equivalent are essential for professional growth to
prepare for the demands of higher levels of responsibilities. Leaders need to be
assertive in their effort to serve and excel when they get the opportunity.

c. When possible, NCOs must avoid serving in multiple short duration positions
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which did not appear to give them adequate time to display performance and show
potential.

d. The number of NCOs with SSG or missing photos was unexpected. Although a
photo is valid for five years before an update is required, it was viewed negatively by
board members when the NCO did not attempt to update their DA photo, especially with
significant changes to awards and rank. Records of service indicate opportunity existed
for photos to be taken but the NCO did not take the initiative to do so. This gave board
members the impression the reviewed NCO did not care.

6. CMF Proponent Packets.
a. Overall quality. The proponent packet provided clear guidance to the board

members which allowed their review of each file to be conducted in a deliberate
manner. The information provided was clear and in line with Army guidance.

JVlA/\A/ %
PAMELA L ARTI
Colonel, MP

Panel Chief
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AHRC-PDV-S 18 November 2010

MEMORANDUM THRU Headquarters, United States Army Training and Doctrine
Command, Attention: ATTG-P, 3 Fenwick Road, Building 11, Fort Monroe, VA 23651-

1049
FOR Commandant, US Army Fire Center of Excellence, Fort Sill, OK 73503

SUBJECT: Career Management Field (CMF) 13 Review and Analysis

1. Reference memorandum, HQDA, DAPE-MPE-PD, 9 September 2010, subject:
Memorandum of Instruction for the FY11 Master Sergeant Promotion and Selection
Board.

2. In accordance with the referenced memorandum, the selection board panel
reviewing records for CMF 13 submits this Review and Analysis to assist you in
executing your duties as proponent for MOS within this CMF.

3. Competence assessment of Promotion Zone (strengths and weaknesses).

a. Performance and potential.

(1) Demonstrated performance in the demanding leadership positions as PSG,
15G, and authorized MSG or SGM positions influenced the panel’s determination of
best qualified for selection.

(2) Senior Rater and Rater “box check” with quantitative comments that
differentiate the best from the fully qualified candidates strengthened the individual file
against a very competitive population.

b. Utilization and assignments (particularly in PMOS)

(1) Excellent performance in PSG, or similarly demanding positions for 36
cumulative months or more was indicative of the strongest files in the Field Artillery
branch. Operations Sergeants, with the additional duty of Platoon Sergeant were also
favorably recognized. Raters must clearly articulate the span of influence and the
number of Soldiers supervised by the rated NCO. The panel also recognized SFCs
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successfully serving at higher grades as an additional indicator of potential success at
the rank of MSG.

(2) Exceptional performance in special duty assignments such as Transition
Team member, Drill Sergeant, Recruiter, NCOES Instructor/Writer, Observer
Controller/Trainers, Master Gunner/Evaluator, Inspector General, Equal Opportunity
Advisors, AC/RC, BOLC Il Instructor, HRC and PPD career advisors, and others were
indicators of NCOs that were best qualified and clearly enhanced the panel’s
assessment of the NCO’s potential for promotion.

c. Training and education. Exceeding course standards upon completion of SLC,
earning an Associate’s Degree, or completing 60 college level semester hours from an
accredited institution were considered exceptional. Additionally, completion of courses
such as, Combative Level 3 or 4, Jumpmaster, Battle Staff, First Sergeant, Ranger,
Master Gunner or Pathfinder courses were favorably considered.

d. Physical Fitness. The panel considered compliance with the Army Physical
Fitness Standard as success. The panel granted favorable consideration to those
NCOs that earned the Army Physical Fitness Badge and had substantiated excellent
ratings in physical fithess.

e. Overall career management. Leadership positions were important to the panel in
assessing the NCO's potential for promotion. Special duty assignments showed
broadened experience, balance, versatility, and adaptability.

4. CMF structure and career progression assessment.

a. All MOSs within the CMF 13 had an equal opportunity for promotion with no
prejudicial consideration given to any specific MOS. Those Soldiers that sought the
tough and demanding jobs clearly stood out. The large number of non-standard
assignments in support of the current fight did not detract from the panel's opinion or
view of the total Soldier. Those Soldiers that served outside of their CMF and performed
well in support of the GWOT mission were favorably recognized.

b. Suitability of standards of grade and structure. The Field Artillery Branch standard
for grade and structure continues to ensure that NCOs are provided the right
assignments at the right time.

c. Assignment and promotion opportunity. Opportunities to serve in leadership
positions and gain the requisite experience for promotion are adequate. There is no
shortage of demanding leadership positions within CMF 13. The panel clearly
understood that the Soldier has very little control of their assignment, as the needs of
the Army will always take priority. A good example of this would be consecutive TDA
assignments, e.g., Recruiter, Drill Sergeant, or AIT instructor directed by HRC. These
are very demanding assignments on both the Soldier and the Family. Soldiers,
however, should refrain from voluntary back to back TDA assignments.

2
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d. Overall health of the CMF. The CMF is healthy and extremely competitive. There
is no shortage of qualified NCOs to shape the future of the branch.

5. Recommendations. The Soldier is the single best manager of their career. Soldiers ™
must be personally involved in their career and records management. NCOs should
actively seek tough and demanding duty assignments at every opportunity.

6. CMF Proponent Packets. The proponent consideration letter and presentation
provided by the Field Artillery CSM were extremely valuable in establishing effective
and reasonable standards for the panel. The Field Artillery Packet, along with the Board
MOI, should be distributed to the field as well as included in instruction at the Captain’s
Career Course and Noncommissioned Officers Academies and presented as a career
guide for our NCO Corps.

/-/7”’%
\\\ARL\@. GRON™
/ Colonel, FA

Panel Chief .
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MEMORANDUM THRU Headquarters, United States Army Training and Doctrine '

- Commiarid, Attefitior "ATTG:P,"3 Fenwick Road; Building 11; Fort Monroe; VA "23651= T
1049 ' ‘

FOR Commanding General, Maneuver Center of Excellence, Fort Benning, GA 319055
. SUBJECT: Career Management Field (CMF) 11/Infantry Review and Analysis

1. Reference memorandum, HQDA, DAPE-MPE-PD, 07 January 2011, subject:
Memorandum of Instruction for the FY11 Sergeant First Class (SFC) Promotion
Selection Board; memorandum, HQDA, AHRC-PDV-S, 03 February 2011, subject:
FY11 Sergeant First Class Promotion Selection Board Standard Operating Procedures;
HQDA, Office of the Chief of Infantry, subject: FY11 Sergeant First Class Selection
Board Briefing '

2. In accordance with the referenced memorandum, the selection board panel
reviewing records for CMF 11 submits this Review and Analysis to assist you in
executing your duties as proponent for MOS within this CMF.

3. Geheral. In accordance with the references listed above, the CMF 11 proponent
package provided by your command, and the experience and knowledge of the board
members, we are confident the best qualified Staff Sergeants have been selected for
promotion to Sergeant First Class. '

4. The Infantry proponent guidance package provided was very helpful and important to
the panel. The only piece of information the panel felt was lacking was the importance

" of the Infantry Mortar Leader's Course to development and progression of the 11C

SSGs. The packet complimented the Army guidance and was very useful in assisting

~ the panel with establishing criteria and weight for selecting best qualified Infantry SSGs

for promotion to SFC.

5. Board Issues and Observations
a. Photographs.

(1) The absence of photographs was prevalent. Unless accompanied by a
compelling letter to the board explaining why a SSG was unable to establish an official

~ photograph in the last five years, the panel considered the lack of a photograph a

significant discriminator. The panefl’s rationale was that the presence of a photograph in
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life span of 5 years and readily easy to obtain and post given the digital technology
used. Nobody in the Army has an operational tempo that prevents them from

a board file is é recrgurifemeﬁt and not optioﬁéi. Additionally, offlmaiphotographsaavéa I

maintaining a current photograph given the current technology and generous currency - -

- window of 5 years: ‘The-paneksawthe tack-of a phote-as-an indicator that the SSG-was=+

not among the best qualified for promotion. Recommend that the standard be

the standard. There will certainly be exceptions, but they will be very rare. The field
needs to understand this. The panel noted that SSGs from units with the highest
OPTEMPO in the Armed Forces all had current and quality photographs.

(2) The quality of a photograph in a file is critically important. The panel members
were able to very quickly establish a critical impression of the fitness, discipline,
attention to detail, professionalism, military bearing, and general quality of a given SSG
by viewing his photograph. A poor photograph was a discriminator. Many SSGs
photographs were technically poor due to presence of Infantry cords and discs,
improper placement of badges and awards, ill-fitting uniforms, clear appearance of
being overweight or close to it (physical fitness and appearance will be discussed
further below), etc. A quality photograph is absolutely an individual and chain of
command responsibility and refiects directly on the prospective candidate and his chain
of command. Recommend that supervisors of SSGs appearing before the board make
the time to assist their SSGs with their photographs by inspecting them and

accompanying them to the photography studio. It is a supervisor obligation fo sit down

~ individually with each SSG and review his photograph on file to ensure it is a quality

product and effort and that it complies with the selection board standards. Also
recommend units, posts; organizations and individuals pay close attention to the
differences between the selection board standard verses the official DA photo standard
for photographs. There were several posts and organizations who were potentially
improperly advising their SSGs on the standard, for they were uniformly in the wrong
standard for their board photographs.

(3) The panel observed several discrepancies in the consistency for standardized
photographs. Some posts and organizations produce photographs at an oblique angle,
while others produce photographs “head-on”. While this anomaly did not affect the
individual SSGs file relative to evaluation and voting by the panel, it was noted by the
panel as a failure to standardize photographs across the Army. What is the standard?
This is an easy fix and should be corrected.

b. Physical fitness and compliance with AR 600-9.
(1) Infantry NCOs must be able to lead by personal physical example. The physical

demands on Infantrymen, regardless of the composition of their organizations
(vehicular, airborne, etc) are physically tough and demanding and the best qualified

2
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S5Ge or prometion to SFG raust be able 1o sfectely lead inthat srvironment. The

panel paid close attention to physical fitness. The panel viewed favorably SSGs who
had a demonstrated trend of achieving 270 or higher on the APFT as meeting the
physical requirements of superior leaders. SSGs.who demonstrated a fitness trend in .

-+ the 211 to 269 range were-viewed neutrally-and-potentially-not yet ready for service-as'a:

SFC depending on the strength of the other crucial elements of their file. SSGs with an

. - APFT trend-of 180 to 210-were viewed negatively by the panel and their readinessfor - -~ oo

promotion was seriously questioned. An APFT failure was a significant discriminator
~and those SSGs were clearly demonstrating to the board that they are not ready for
promotion.

(2) The panel was alarmed at the amount of SSGs who are overweight, have a
pattern of struggling with AR 600-8 compliance, and who appear overweight. If the
leaders are not meeting the standard, their Soldiers are probably not meeting the
standard. This is a disappointing indictment on the Army’s commitment to readiness
and the overall fitness of the force. Several files had height and weight data that

fluctuated two to four inches and 10 to 30 pounds across two or more rating periods.
" Units and leaders must record their NCOs data accurately and be held accountable. In
most cases (and not surprisingly), SSGs who struggled with or were not in compliance
with AR 600-9 also had weak APFT trends. Failure to meet weight standards in
accordance with AR 600-9 was a clear indicator to the panel that those SSGs were not”
ready for promotion to SFC. SSGs that appeared overweight and had of pattern of
flirting with being overweight were questionable in their potential for promotion.

(3) The lack of a numerical APFT score entered in part IVc of the NCOER gave the -
panel the perception that the SSG had a low APFT score, Additionally, a trend across
several NCOERs of no numerical scores entered created the perception that the SSG
was a mediocre physical performer and leader. A SSG whose APFT scores wildly
fluctuated 20 to 40 points depending on where he was assigned also created a negative
impression on the panel.

(4) Although currently authorized, the entry of no APFT score for the rating period
due to combat conditions or deployment is not helpful. Because this practice is
" authorized, the panel did not hold it against the SSG. However, in most cases where
there was no APFT score entered due to deployment, the SSG in question had a
demonstrated pattern of weak APFT scores in his NCOERs left and right of the
deployed evaluation. The panel also noted that SSGs assigned to organizations with
the highest OPTEMPO in the Armed Forces all had current APFT scores.

(5) Some NCOERSs contained a failing APFT score but still had the SUCCESS block
checked. The standard should be that failing the APFT or not meeting standards in

accordance with AR 600-9 should warrant the NEEDS IMPROVEMENT block checked..

W
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Unit leaders should nét attemp‘c to camouﬂage or "rli{iti;;'a?t;e '{ge;%éiflure' of ti;elrSEGto B

meet the standard.
(8) In addition to a numerical APFT séore, comménts about effectively leading in ..

with unit APFT average and percentage or numbers of Soldiers under the SSGs

- leadership who-achieved 270 or higherwere very helpful and reflected positively-on-the- -
file. ,

(7) Some APFT and height/weight entries appeared questionable because the .
numbers appeared altered after the fact. This is made possible because the entries for
APFT pass/fail, height, weight and yes/no must be physically entered by the unit and
leave room for temptation and corruption. This could be fixed by adding drop-down
menus to block IVc for pass/faillyes/no, and height/weight. '

(8) Recommend heavy emphasis on physical fitness and compliance with AR 600-9
weight standards. Physical fitness is directly tied to readiness and survivability on the -
battlefield and demands appropriate attention. Units must develop a culture of fitness .
and leaders must be held accountable for their programs and the accurate records of
their Soldiers. : _

c. Duty position and assignment history.

(1) The panel saw the position of squad leader or its equivalent (team leader in LRS
or Pathfinder for example) in an operational unit as the most important position in an
infantry SSGs file. 24 months or more squad leader time within the last four or five
years was viewed very favorably by the panel. SSGs with 12 months or less squad
leader time in an operational unit were viewed as not yet ready for promotion to SFC.

(2) Diverse experience in addition to squad leader time is critical and SSGs who
served in other positions in addition to squad leader such as drill sergeant, MITT, WTU,
recruiting and instructor were viewed by the panel as having the most desirable
assignment background.

(3) Diverse expei'iehce with various types of Infantry formations was viewed very
favorably by the panel. '

(4) More than two years or evaluations reflecting non-key SSG duty positions such

as training room NCO or assistant operations NCO was viewed negatively by the panel.

(5) Files with multiple evaluatiohs reflecting duty outside expected 11B desired
positions such as protocol or supply were viewed negatively by the panel.
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(8) Recommend that lhfar{t;y SSGs éeiek'ééwrﬁﬁéﬁ operatlonaisquad leader’umé as e

possible with the target being 24 months or greater squad leader time. The caveatis

' that although lots of operational time is good, additional duty as mentioned in (2) above

is better because it develops the well-rounded NCOs we need at the senior level.

pattern. Additionally, Infantry SSGs who consistently serve outside the 11B assignment

.- - pattern should-be reclassified to a different CMF. This is something Infantry-Branchr -~

should monitor and act on when identified.
. d. Performance.

(1) The panel sought consistent patterns and trends of excellence in performance
and senior rater endorsement for promotion and service as a platoon sergeant when
selecting the best qualified SSGs for promotion. The quality of bullet comments by
raters and senior raters in relation to blocks checked will be discussed below.’

(2) SSGs who had excellent performance in one position and then performed in an
average manner in a different position obviously did not fare as well as those who '
consistently performed well in any given assignment. Similarly, SSGs who
demonstrated a marked difference in performance while deployed (whether better or
worse) compared to home station performance did not display the level of consistency
the panel wanted to see in the best qualified for promotion.

(3) Recommend SSGs understand that all jobs are important — that they cannot be
great at one thing and average at another and expect to be competitive for promotion.
Nor can a SSG be an average performer at home station and “rise to the occasion”
when deployed (the converse is frue as well — a SSG cannot be a stellar performer at
home station and then turn in an average performance while deployed). The panel ‘
pays attention to consistent performance trends when deciding who is best qualified for

“promotion to SFC.

e. Quality of the duty position in the NCOER.

(1) The pahe! relied heavily on duty de‘scriptioné on NCOERs. A well-written duty |

" description that contains scope of responsibility and authority along with the accurate

number of Soldiers, vehicles and equipment for which the SSG is responsible is crucial.

(2) Several duty descriptions contained the assigned strength of the SSGs.squad in
the duty description rather than the TO&E/authorized strength. This was confusing to
the panel. Is the SSG really a team leader being labeled as a squad leader, or does he

- just have an under-strength squad?
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NCOER that listed the SSG as a “platoon sergeant” but further analysis of the file by the
panel revealed that he was actually a squad leader with the additional duty of serving as
‘a.company-headquarters platoon sergeant (which is not an actual TO&E position). It

s ‘-j='~.='-f"»'f~*-"»:f‘*ﬁ-‘woutdiébetterffserve' the SSG to accurately list his- dutytitle as'squad leader-en-the front:- =

side of the NCOER and then enter his additional duty of headquarters platoon sergeant

(3j Dufy poéitiohs should also not be inflated. A common example of thiswas an S

--on the back side in-part IV-b-orf (Competence or Responsibility and Accountability): - - oo o

Another common example of inflation was an NCOER that listed the duty position as
squad leader but the duty description and supporting data made it clear the SSG was
actually an operations NCO or training room NCO. Inflated duty descriptions and titles
did not help make a SSGs file look stronger; they had the opposite effect.

(4) Recommend individuals and their supervisors ensure they have an accurate duty
title and description that is not inflated and reflects the SSGs scope of responsibility and
authority along with the accurate number of Soldiers, vehicles and equipment for which
the SSG is responsible. Also, it may be helpful in the future for the Army, by CMF, to
establish standardized duty descriptions for all authorized NCO positions. This shouid
at least be done at the unit level. '

f. The Values portion-on the front side of the NCOER (part IVa) was important. One
or more NO blocks checked sent a clear message to the panel that the SSG was not
suitable for promotion to SFC — especially if the evaluation was as a SSG. Raters must

. ensure that bullet comments explain the NO block. Additionally, a NO in Values usually
affects some aspect of the evaluated areas on the back side of the NCOER in parts [Vb-
f so the lack of a “Needs Improvement” block checked on the back side in relation to
the NO in Values on the front was confusing to the panel and presented what amounted
to an incomplete NCOER.

g. Rater and senior rater evaluations on the NCOER.

(1) Raters and senior raters must be sure to avoid duplicate comments on
subsequent evaluations, for it reduces the quality of the report for the SSG and gives
the perception that the chain of command is inattentive or worse. In several cases,
rater and senior rater comments were identical on two reports but the block checks
were different. This made it more difficult to ascertain what the chain of command was
trying to say about the potential and performance of their SSG to the board.

 (2) Rater and senior rater bullet comments in Parts [Vb-f and V of the NCOER are
very important components of the evaluation for the board. It is imperative that leaders
take the time to paint an appropriate word picture for the panel when describing and
supporting excellence or the need for improvement. The bullets need to support the
block check. '
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(3) The panel needs complete honesty from the senior rater in partV. Mostreports o

viewed were good and helpful, but several reports sent confusing messages when the
senior rater (SR) checked the “AMONG THE BEST” block in part Va along with the “1”

. blocks for successful performance and superior potential in parts V ¢ and d, but the first

£

-+ pullet-containedsin part Ve was “promote with peers.=This confusion wasronly: sy -

compounded when the positions recommended in part Vb did not match the bullet

-+ comments-orbox checks. - -~ - -

(4) The panel relied heavily on recommended positions by the SR in.part Vb. SSGs
that were consistently not recommended for platoon sergeant positions by their senior
raters were not viewed as ready for promotion to SFC. ' :

" (5) The heavily inflated “Hail Mary” NCOER was not helpful, and theré were quite a
few. As stated previously, the panel is looking for a consistent manner of performance
and potential. Plenty of files denoted average to successful performance and the last
“board report’ contained all excellence box checks, and maximum box checks and
comments from the SR. These inflated reports had to be viewed with a critical eye

* pecause they simply did not match the established pattern of performance and potential

the panel saw with all the reports before. These fypes of evaluations did not have the
intended effect of influencing the panel and could not be taken seriously in several
cases. '

(6) Recommend that chains of command avoid duplicate comments on evaluations

- over multiple rating periods, that bullet comments support excellence and the need for -

improvement, that senior raters pay close attention to the message they are trying to
send to the board in part V, and that all evaluations be an absolutely honest
assessment. Do not inflate evaluations. The reviewer also has a responsibility to check
evaluations for discrepancies and “level the bubbles” with raters and senior raters.

h. The NCOER should provide a holistic view of a given NCOs performance and
potential during a rating period. As such the panel saw a need to change the
policy/regulation/standard/guidance to ensure that NCOERs contain comments on-
NCOES performance. Some files had missing or no DA1059s. Exceptional or marginal
and failing performance in NCOES during a given rating period should be mentioned as
bullet comments in part IV b through f. Evaluations should also include mention of _
significant awards and induction into the Sergeant Audy Murphy Club and the Sergeant
Morales Club. '

i. The Enlisted Record Brief (ERB). Most ERBs had inaccurate duty positions and
number of months in that position. Panel members had to rely on NCOERS to establish
what positions a given SSG held, when, and for how long. A number of ERBs
contained inaccurate or incomplete data on schools and civilian education. Finally,
documentation of awards and badges must match what is contained in the ERB.

7
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organization has supervisory responsibility and obligation to review the ERB with NCOs
at all levels to ensure their information is current and accurate. :

as much weight as an NCOER. SSGs that exceeded course standards were viewed
N very favorably by the panel, while those who failed or received marginal ratings were .
i viewed negatively by the panel and were clearly not demonstrating their potential for
promotion and success at the next level. ' :

i " (2) Civilian education matters and the presence of college credit in a SSGs file is an
! indicator to the panel of maturity, discipline, depth, and self-improvement. SSGs that
possessed 15 or more hours of college credit were viewed very favorably by the panel.

_ (3) Recommend that the field understand that NCOES reports are an integral part of
developing a holistic picture of a given SSGs performance and potential, and the
presence of 15 or more hours of civilian education enhances a file.

k. The Expert Infantry Badge and Military Proficiency Schools.

(1) The EIB is important to an Infantryman and to an Infantry panel. It has been
very difficult for units to schedule the EIB over the past several years given the very
tough OPTEMPO. Therefore, the lack of earning the EIB was not considered a
discriminator but its presence in a given SSGs file did significantly enhance the quality
of that file. :

(2) SSGs who have successfully completed RANGER School were viewed very
. favorably by the panel, and the presence of the RANGER tab significantly enhanced the
quality of their file.

(3) Expert schools such as Battle Staff and Master Gunner also enhanced a giveh
SSGs file. ‘

(4) Recommend SSGs seek the opportunity to eamn their EIB and the RANGER Tab
in addition to completing the Battie Staff and Master Gunner courses. Unit leaders
across the Infantry need to make the time for conducting the EIB. Unit leaders must
encourage and support their SSGs to this end.

I. UCMJ and other derogatory data.

"~ Although this is clearly an individual responsibility, the leadership in any given unitor B

RS R Rt “J NC@ES”'and‘Cl\/manEducatlon Tty : L L TR TSI T AERAS A 1 2 1

(1) The panel paid close attention to all DA1059s related to NCOES. They-carried - -~ -
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(1) Any UCMJ action or General Officer Letters ofRepnmand(GOMOR)ma sses

file that he received as a SSG were a significant discriminator and demonstrated to the
panel that the SSG was not among the best qualified for promotion to SFC.

- ~~(2)"The'panelviewed derogatory data in a SSGs file — no matter how-old-= thatwasnsm s

related to drugs, DUI, sexual assault, and domestic violence as extremely discriminatory

-+ and evidence that the SSG was not among the best-qualified forpromotion. --- -~

m. Lack of combat deployment. The panel saw a few SSGs who had never deployed
in support of combat operations. Although the Army guidance to the board reference
lack of combat deployments is clear, the panel was dismayed that there are Infantry
SSGs who have never deployed for combat although the Army has been at war since -
2001. This is not fair to other NCOs who have conducted multiple deployments, is not
properly developing Infantry SSGs who do not deploy, sends the absolutely wrong
message to Infantry Soldiers under the leadership of these SSGs, and is something that
must be tracked and rectified by Infantry Branch - '

8. The SSGs selected by this panel represent the very best and best qualified SSGs in
the Infantry. Those selected are a very impressive group and are clear evidence that
the Infantry is healthy, experienced, and capable for any challenge. It was a very tough
cut but we are confident that this cohort of NCOs is exceptional and will have a direct
positive impact on the quality of the Infantry and the Army.

ENRY A. ARNOLD, lli
. Colonel, IN
Panel Chief
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SECRETARIAT FOR DEPARTMENT OF THE ARMY SELECTION BOARDS
U.S. ARMY HUMAN RESOURCES COMMAND

1600 SPEARHEAD DIVISION AVENUE" o S ——

FORT KNOX, KY 40122

 AHRC-PDV-S o 28 February 2011

MEMORANDUM THRU Headquarters, United States Army Training and Doctrine
Command, Attention: ATTG-P, 3 Fenwick Road, Building 11, Fort Monroe, VA 23651-
1049 ' : '

FOR Comn%ander US ARMY Engineer School, 464 Manscen Loop, Building 3201, Suite
1661Fort Leonard Wood MO, 65473 ‘

SUBJECT: Career Management Field (CMF) 12 Review and Analysis

1. Reference memorandum, HQDA, DAPE-MPE-PD, 7 January 2011, subject:
Memorandum of Instruction for the FY11 Sergeant First Class Promotion and Selection
Board. : '

2. In accordance with the referenced memorandum, the selection board panel
reviewing records for CMF 12 submits this Review and Analysis to assist you in
executing your duties as proponent for MOS within this CMF.

| 3. Competence assessment of Promoﬁon Zone (strengths and weaknesses).

a. Performance and Potential. The records of NCOs in this CMF indicate the
leadership to perform duties at current grade or next higher grade in an above standard
manner. It is also obvious that there are a number of NCOs within the population that
are actively seeking diverse and difficult assignments to set them apart from their peers.-

, o)
b. Utilization and assignments. Overall NCOs are doing well in balancing line time
with TDA time and following the career path chart as outlined. Keeping focus on both

types of assignment is important and shows that they are able to strive for excellence in -

-a variety of assignments. It is important that they pay attention to published CMF career

path guidance.

¢ Training.and Education. In general NCOs are completing the required NCOES
training while balancing the difficult OPTEMPO most have sustained. The vast majority
have gone a step further and pursued some level of civilian education.

d. Physical Fitness. This portion did well to highlight how they were assisting others
but did poorly in quantifying or justifying excellence bullets on the NCOER. ltis
important to only mark excellence for scores that clearly are excellence. Placing bullets
that do not justify the rating are clearly not useful. -
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e. Overall Career Management. The NCO's that are seeking the tough assignments
stood out among their peers, as did those that have not. It is important to balance
leadership time with staff and training time and those that balance this while performing
well in both clearly stood out. Special assignments are fine but should not overshadow
troop leading time. .

4. The structure of each respective MOS forced NCOs to be more competitive but also -
“gave all Soldiers the same opportunities for advancement, leadership positions and '
promotion. : '

a. MOS compatibility within CMF. NCOs generally did not work outside their MOS for
extended periods. This shows that they are linked to the career field and mission.

b. Suitability of Standards of Grade and Structure. ltis evident that career enhancing
assignments within the career field exist, with more than enough leadership
opportunities to progress. : -

c. Assignment and promotion opportunity. There are ample amounts of assignments
that will create promotion opportunities for those actively seeking the tough and
challenging assignments. '

d. The overall health of the CMF is extremely strong. With the current OPTEMPO we
have been sustaining both home as well as abroad and NCOs are demonstrating the
strength of our leaders. The competence and professionalism is at an all time high for
what we are asking of them. =~ '

5. Recomméndations. (Proposals keyed to subparagraphs above).

a. Competence. Seeking out fough leadership assignments while balancing them
with some of the demanding special assignments shows that NCO-s are versatile and
can succeed in various environments. If questions arise, the base is the career path
guide. - : ~

b. CME structure and career progression. NCOs should seek out tough and
challenging assignments and once they have mastered those at their current level ook -
for opportunities at the next higher grade or position. It is important for leaders to
actively look out and reward those high caliber NCO’s with these opportunities.

¢. Moving from position to position indicated sub-standard performance. It is
important to leave NCO’s in position for longer duration when possible as it supports a
strong rating and highlights outstanding performance. ’ ' o
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d. Records update and current photo are impor‘cant.'Those that place the proper
amount of effort into their promotion became quickly evident, as well as those that did
not and at this point of the war being deployed is no longer excusable.

6. CMF Proponent Packets.

a. Overall quality. The packet clearly outlined the CMF and assisted board members
in gaining a clear understanding of each MOS within and what positions members
should expect to see each NCO performing, along with what they felt were most critical.
Another piece that assisted was the letter provided by the Regimental Commander and
- Command Sergeant Major, as this highlighted some of those things that they thought

deem special consideration as we evaluated each file. ' '

' JOHN D. DROLET
Colonel, EN

Panel Chief
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MEMORANDUM THRU Headquarters, United States Army Training and Docirine
Command, Attention: ATTG-P, 3 Fenwick Road, Building 11, Fort Monroe, VA 23651-

1049 | |

FOR Commandant, US Army Fire Center of Excellehce, Fort Sill, OK 73503
SUBJECT: Career Management Field (CMF) 13 Review and Analysis
1. Reference memorandum, HQDA, DAPE-MPE-PD, 7 January 2011, Subject:

Memorandum of Instruction for the FY11 Sergeant First Class Promotion and Selection
Board. ‘

2. In accordance with the referenced memorandum, the selection board panel
reviewing records for CMF 13 submits this Review and Analysis to assist you in
executing your duties as proponent for MOSs within this CMF.

3. Competencé Assessment of Promotion Zone (strengths and ‘weakne'sses).

a. Performance and Potential.

(1) Demonstrated performance and demanding léadership positions as Platoon
Sergeant, Operations Sergeant, and authorized Sergeant First Class positions ‘

influenced the panel's determination of best qualified for selection.

(2) Senior Rater and Rater *box check” with quantitative comments that
differentiate the best from the fully qualified candidates strengthened the individual file
from an extremely competitive population. - :

b. Utilization and Assignments (particulariy in PMOS).

(1) Excellent performance as Platoon Sergeant, Gunnery Sergeant, Operations
Sergeant, Master Gunner, O/C, MET Station Leader or similar demanding positions for
12 to 24 cumulative months or more was indicative of the strongest files in the Field
Artillery branch. Raters must clearly articulate the span of influence and the number of
Soldiers supervised by the rated NCO. The panel also recognizes SSGs successfully

serving in higher grades as an additional indicator of potential success at the rank of
SFC. .
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(2) Exceptional perfbrma‘n“c‘e*i‘n“s'p"e'cial‘duty*a‘s‘s‘i‘gn‘m'entSTsuchras—Dri'llfS'erg'eant'-::—;::—::t
Recruiters, MiTT, FAPO Career Management NCO and others were indicators of NCOs
that were best qualified and clearly enhanced the panel's assessment of the NCO’s

potential for promotion. .

¢. Training and Education. Exceeding course standards upon completion of ALC
and SLC, and earning a cumulative of 30 semester hours or more towards higher
education from an accredited institution were considered exceptional. Additionally,
completion of courses such as Battle Staff and Master Gunner were favorably
considered.

d. Physical Fitness. The panel considered compliance with Army Physical Fitness -
Standards as success and exceeding the standard of 90 in each event was considered
excellence. The panel granted favorably consideration to those NCOs that earned the
Army Physical Fitness Badge and had substantiated excellent ratings in their own
achievement on the Physical Fitness Test. -

e. Overall Career Management. -Leadership positions and-positions of potential -
progression were important to the panel in assessing the NCO’s potential for promotion.
In addition, special duty assignments demonstrated broadened experience, balance,
versatility, and adaptability. '

4. CMF structure and career progression assessment.

- a. MOS Compatibility within CMF. All MOSs within the CMF had an equal
opportunity for promotion with no prejudicial consideration given to any specific MOS.
Those Soldiers that were positioned in a highly demanding position for 12 months or
more clearly stood out. The large number of non-standard assignments in support of
current operations did not detract from the panel’s opinion or view of the total Soldier. .
Soldiers that served outside their CMF were considered without prejudice during the
selection process. _

b. Suitability of Standards for Grade and Structure. The Field Artillery Branch
standards for grade and structure continue to ensure that NCOs are provided the right

" assignments at the right time. Soldiers were consistently slotted in proper MTOE
positions at the current grade and potential advancement grade.

¢c. Assignment and Promotion Opportunity. Opportunities to serve in leadership
positions and gain the requisite experience for promotion are adequate. There is no
shortage of demanding leadership positions within the branch. The panel clearly
understood the Soldier has very little control in their assignment, as the needs of the
Army will always take priority. A good example of this would be consectitive TDA
assignments, e.g., Recruiter, Drill Sergeant, or AIT instructor directed by Human
Resources Command. These are very demanding assignments on both the Soldier and
the Family. Soldiers, however, should refrain from voluntary consecutive TDA
assignments. :
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d. Overall Health of the CMF. The CMF is healthy and extremely competitive.
There is no shortage of qualified NCOs to shape the future of the branch.

5. Recommendations. The Soldier is the single best manager of their career. Soldiers
must be personally involved in their career and records management. NCOs should
actively seek tough and demanding duty assignments at every opportunity.

6. CMF Proponent Packets. The proponent packet provided by the Field Artillery CSM
was extremely valuable in establishing effective and reasonable standards for the panel.
The Field Artillery Proponency Packet, along with the Board MOI, should be distributed
to the field as well as included in instruction at the NCO Academy and presented as a

career guide for our NCO Corps. .
Ramdald_IC U«%
- RANDALL K..CHEESEBOROUGH™ -

Colonel, FA
Panel Chief
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SECRETARIAT FOR DEPARTMENT OF THE ARMY SELECTION BOARDS '
1600 SPEARHEAD DIVISION AVENUE
FORT KNCX, KY 40122

28 February 2011

MEMORANDUM THRU Headquarters, United States Army Training and Doctrine
Command, Attention: ATTG-P, 3 Fenwick Road, Building 11, Fort Monroe, VA 23651-
1049 ‘ .

FOR Commander, US Army Intelligence Center and Fort Huachuca, (ATTN: ATZS-
CSM) 1903 Hatfield Street, Fort Huachuca, AZ 85613

SUBJECT: Military Occupational Specialty (MOS) 0SL Review and Analysis

1. Reference memorandum, HQDA, DAPE-MPE-PD, 9 September 2010 subject:
Memorandum of Instruction for the FY11 Sergeant First Class Promotion and Selection
Board. A

2 In accordance with the referenced memorandum, the selection board panel
reviewing records for MOS 09L submits this Review and Analysis to assist you in
executing your duties as the proponent for MOS within this CMF. -

3. Competence assessment of Promotion Zone

a. Performance and potential: The board evaluated a variety of areas to select the
best qualified NCOs for promotion. The NCOER was one of the most important
documents used for consideration. The board refied upon Rater and Senior Rater
comments to make the best selection for promotion. Additionally, eligible 09L NCOs in
the current population must present compiete and accurate packets to the board along

. with NCOERSs that indicate successful performance in the current grade and the ability

for increased responsibility at the next higher grade.

b. Utilization and Assignments: NCOs are utilized in diverse assignments in varied
locations which promote ampie opportunities for them to develop the desired leadership
knowledge and expertise, technical skills, and tactical abiiities for their MOS. 09L NCOs
are critical to mission support in any unit; however, those 09L NCOs in high visibility
assignments/positions stood out among their peers. o o

¢. Training and Education: All NCOs were expected o have completed ALC or
received an Army G1 exemption prior to this board. If completions were not annotated
on the ERB, board members found it tough to credit the NCO. Exceeding course
standards (graduating with honors) projected a stronger potential for selection. NCOs

" are encouraged to pursue higher levels of civilian education and these achievements

were viewed as a commitment to higher learning , self improvement and development.
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d. Physical Fitness,aﬁd Heighff Weight: The majdrity of NCOs are meeting physical
fitness standards, with a percentage failing to pass the APFT or failing to meet the body
fat standards as outlined in AR 600-9. B

e. Photo: The Board viewed a missing or outdated photo as a lack of preparation on
the part of the NCO. There were also problems with available photos such as relaxed -
~ grooming standards, and items missing from the uniform.

f. Disciplinary Action: Board members took notice of disciplinary action in a NCO's
OMPF. Board members took in consideration when the disciplinary action was
administered as to allow the NCO to recover from a mistake or error in judgment. There
were instances where disciplinary documents such as General Officer Memorandums of
Reprimand (GOMARS) or Article 15s were in an NCO’s OMPF, yet were not annotated
on the NCO's NCOER.

4. MOS Structure and Career Progression Assessmeht

a. MOS compatibility within MOS 09L appears to be in line with all other MOSs in
CMF 35. The 09L NCOs were afforded various duties that increase leadership
knowledge, technical skills, and tactical abilities both for the MOS and the NCO Corps.

b. Suitability of standards of grade and structure: The standards of grade and
structure of MOS 09L are consistent with the grade and structure of all other MOSs
within CMF 35. All 09L NCOs are able to pursue duty positions of increasing
responsibility which make them competitive for selection and promotion to Sergeant
First Class.

c. Assignment and promotion opportunity: Opportunities abound for 09L NCOs to be
successful for promotion. These NCOs must pursue the challenging leadership
positions and demanding assignments such as instructors or recruiters and ensure their
raters and senior raters clearly annotate their potential and ability to lead and perform at
the next higher grade. Such positions are important for advancement.. - - : :

d. Overall health of CMF: MOS 09L is currently unable to meet future needs of the
Army based on the number of NCOs eligible for promotion and the number of fully
qualified NCOs. Future growth in this MOS will likely meet future Army requirements.

e. NCOs who go the extra mile to distinguish themselves from their peers stand out.
Some of the examples are MOS certifications, military/civilian education, and consistent
APFT badges. NCOs should further strive to be inducted into SGT Morales and Audie
Murphy clubs.





AHRC-PDV-E .

B - —SU-B;}-EGT—:-—Mi[itary—eccupationa[—Speeialty—(—MGS)—'G-QL—ReweW-*and~Anal-ysls—v——--——-———;— e

5. Recommendations

a. Leadership: NCOs must continuously diversify—both in assignments and
positions. Reflecting performance on the NCOER is crucial in determining their
potential for promotion-and increased responsibility. If a leadership position is not ,
reflected in the duty position, it must be annotated on the NCOER in appointed duties or
areas of special emphasis with bullet comments indicating performance.

b. Training and Education: NCOs should continue to pursue military ahd civilian
education to include any certifications or courses. This clearly depicts continuous self- -
development. _ ‘

¢. Physical Fitness: Adding the APFT score on the NCOER as a bullef comment
would be helpful in evaluating the NCOs for promotion selection. Additionally,
consistency of height/weight on all board documents is an important factor for the
board.

d. Disciplinary Action: GOMARs and Article 15s should be annotated on the NCOER
for the rated period. Board members took notice that GOMARSs and Article 158
administered during the rated period where not annotated on the NCOER. These
NCOs were still given “among the best” and “promote immediately” from the rater and
senior rater respectively. GOMARSs and Article 15s should be annotated in the values
‘and responsibility and accountability ratings of the NCOER.

" b. CMF structure and career progression: As the Army transformation continues, the,
proponent should continue to monitor and adjust to ensure opportunities exist for

* challenging assignments, career progression, and ability to build tactical proficiency and

leadership skills.
6. MOS 09L Proponent Packets.

The MOS 09L proponent packet was well written and extremely helpful to-the-board.-- -
Because the board panel consisted of both CMF 35 and CMF 25 (Signal Corps), the
proponent packet was key in aiding the board’s overall selection process. Outlining the
unique 09L. MOS characteristics and identifying those assignments deemed demanding
by the proponent were beneficial to the board members.

Mhan! )%~
THERESA D. COLES |

Colonel, SC
'Panel Chief

3
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MEMORANDUM THRU Headquarters, United States Army Training and Doctrine
Command, Attention: ATTG-P, 3 Fenwick Road, Building 11, Fort Monroe, VA 23651-1049

FOR Commander, Maneuver Center of Excelience, Fort Benning, GA 319055

SUBJECT: Career Management Field (CMF) 11/Infantry Review and Analysis

1. Reference memorandum, HQDA, DAPE-MPE-PD, 11May 2011, subject: Memorandum
of Instruction for the FY11 United States Army Sergeants Major Academy (USASMA)
Training and Selection Board.

2. In accordance with the referenced memorandum, the selection board panel reviewing
records for CMF 11 submits this Review and Analysis to assist you in executing your duties
as proponent for MOS within this CMF.

3. Board Issues and Observafions
a. DA Photo

(1) ASU/Class A’s standards. Wearing badges between awards and CIB/EIB was a
common discrepancy. Stacking Tabs on the pocket of the ASU was also a common error.

(2) The panel observed inconsistency with photographs taken at frontal as opposed
to oblique angle. This did not affect the individual evaluation, but was noted as a failure to
standardize the DA Photo standard across the Army.

b. NCOER

(1) Part IVc Physical Fitness and Military Bearing. APFT score must be annotated
regardless of blocked checked to assist the individual assessment fithess.

(2) Inconsistency evaluation between Rater and Senor Rater without NON-
CONCUR from the Reviewer with memorandum attached, confused the message the rating
chain was trying to covey.

(3) Rear-Detachment duty titles and descriptions are inconsistent. They vary from
Rear-D NCO/NCOIC, 1SG, BN CSM, to BDE CSM without a justified Daily Duties and
Scope.

c. Enlisted Record Brief (ERB)
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(1) Most ERBs had inaccurate duty positions and number of moths in position. This
made it very difficult for the board to accurately identify key jobs held (particularly 1SG).
Panel members had to rely on NCOERSs to establish duty position and length of time in

position.

4. CMF structure and career progression assessment. The career map provided in the
proponent packet was a valuable guide. However, guidance on non-standard duties such
as OCO, MTT and Rear — Detachment NCOIC should be included.

5. Recommendations.

a. ASU/Class A’s standards on awards and decorations for Infantry personnel — provide
clear guidance on the proper wear of Badges and Tabs, particularly the ASU.

b. Professional military writing — Evaluate and/or implement NCOER and award writing
skills/technique at the NCOES.

c. ERB - Implement an ERB brief on what right looks like for duty positions at ALC and
'SLC. Also include in PCC.

d. Evaluation (NCOERs) between Rater and Senor Rater inconsistency — Implement a
brief at the CPT Careers Course and PCC on NCOERs and the procedure of a non-
concurrence on an NCOER.

6. CMF Proponent Packets.

The Infantry proponent guidance packet, and the letter from Office of the Chief Of
Infantry provided was very helpful and important for the panel in establishing criteria and
weight for selection best qualified Infantry MSG to attend the USASMA. Amplification on
the value and weight of non-standard jobs such as OCO, MTT, Rear Detachment should be

added.

e el e
DAVID M. MILLER
COL, IN
Panel Chief
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AHRC-PDV-S 27 June 2011

MEMORANDUM THRU Headquarters, United States Army Training and Doctrine
Command, Attention: ATTG-P, 3 Fenwick Road, Building 11, Fort Monroe, VA 23651-
1049

FOR Commandant, U.S. Engineer School, 401 Manscen Loop, Fort Leonardwood, MO
65473

SUBJECT: Career Management Field (CMF) 12 Review and Analysis

1. Reference memorandum, HQDA, DAPE-MPE-PD, 11 May 2011, subject:
Memorandum of Instruction for the FY11 United States Army Sergeants Major Academy
(USASMA) Training and Selection Board.

2. In accordance with the referenced memorandum, the selection board panel
reviewing records for CMF 12 submits this Review and Analysis to assist you in
executing your duties as proponent for MOS 12X and 12Z within this CMF.

3. Competence assessment of Promotion Zone (strengths and weaknesses).

a. Performance and Potential. Overall, NCOs performed at a lower level in fithess
and responsibility than any other of the five rated areas on the NCOER. NCOs who
demonstrated excellence across the spectrum of attributes, over a sustained period of
time set themselves apart from their contemporaries. The board recognized excellent
service over a sustained period in a variety of demanding duty positions such as a line
company, HHC and CSM/SGM positions.

Senior Rater comments are one of the most important aspects of an evaluation.
Leaders that used clear and concise comments on where the rated NCO stood among
their peers were the most beneficial. For example, saying that a NCO stands number
one out of five NCOs he/she senior rates provided a clearer picture than saying the
NCO has boundless potential.

b. Utilization and assignments (particularly in PMOS). Noncommissioned Officers
must continue to seek challenging assignments in both operating and generating force
units. NCOs who served with excellence in the operational in addition to superior
performance in the generating force indicated the NCO'’s versatility in key leadership,
instructional and complex problem solving environments in the CMF 12 and was viewed
as NCOs with the greatest potential for promotion.
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c. Training and education. Generally, NCOs are completing the requisite NCOES
and functional courses for advancement. Those NCOs who exceeded the course
standard or graduated with honors received special consideration from the board panel.
Successful, recent completion of courses like the Battle Staff NCO Course, Master
Resiliency Training, CIED and civilian education demonstrated the NCO’s commitment
to their professional development as a senior NCO in the Army.

d. Physical Fitness. NCOs that stay in top physical condition are more desirable
than those that do not. It's an indication of a healthy lifestyle that is usually transferred
to the unit's members. Posting results of the NCO’s APFT and addressing how the NCO
contributed to the unit's comprehensive Soldier fitness program provided a relevant
snapshot of a senior NCO's contribution to the unit's overall fitness.

e. Overall career management. Master Sergeants are given ample opportunity to
seek key leadership assignments as prescribed in CMF 12 Proponent Guidance and
Career Map. Well documented performance in duties inside the Brigade Combat
Teams, Echelons Above Brigade units and key developmental assignments indicated a
well rounded NCO capable of excelling at the Sergeants Major level.

4. CMF structure and career progression assessment.

a. MOS compatibility within CMF. Overall, NCOs are properly utilized in their
particular field within the CMF. Individual Augmentee taskings (MITT, ETT) enhanced a
Soldier’s career. The trend for most key leadership duty positions addressed the NCO’s
proficiency in combat, general and geospatial engineering.

b. Suitability of standards of grade and structure. There clearly existed an adequate
amount of key leadership and career enhancing positions within the CMF. Senior NCOs
in Operations Sergeant, AC/RC or Military Science Instructor positions with the requisite
1SG experience excelled in those key developmental positions than those who did not.

c. Assignment and promotion opportunity. There are plenty of varied assignment
opportunities within the CMF for a NCO. Normal tours of duty are in the 24-36 month
range. It's a matter of how well they perform while in those key leaderships positions
that separated the field.

d. Overall health of CMF. The overall health of the three fields inside the 12 CMF
appears to be competitive and is providing the quality NCOs required of the CMF.

5. Recommendations.

a. Competence. Demonstrated excellence in tough leadership positions that were
supplemented with special assignments indicated the versatility of a NCO and made
them very competitive. A Master Sergeant performing duties as a CSM or SGM was a
clear sign that the NCO was ready for promotion.
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b. Other, as appropriate. The Enlisted Record Brief did not always match what was
in the Soldier's OMPF. Recommend that more attention be given to the ERB as well as
the DA photo standards. It was noted that some NCOs were wearing what appeared to
be temporary-wear unit awards as part of their DA photo.

Standard duty MOS titles as listed in the MTOE/TDA document should be used on the
NCOER. Nonstandard duty titles often caused confusion when assessing the NCO’s
duty position against the CMF guidance. Recommend using the proper duty title and
use the Duty Description block to describe what additional functions has been required
of the NCO over the rated period.

6. CMF Proponent Packets.

a. Overall quality. The proponent provided relevant information that allowed the
board to identify the best qualified NCOs within the CMF.

b. Recommended improvements. Recommend that the CMF update the
professional development model and include all key leadership positions (Master Diving
Supervisor, Power Station Sergeant and Chief Instructor) as outlined in their letter to the

vva

PATRICK J. DONOHOE
Colonel, AR
Panel Chief
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MEMORANDUM THRU Headquarters, United States Army Training and Doctrine
Command, Attention: ATTG-P, 3 Fenwick Road, Building 11, Fort Monroe, VA 23651-

1049

FOR Commandant, U.S. Engineer School, 401 Manscen Loop, Fort Leonardwood, MO
65473 o

SUBJECT: Career Management Field (CMF) 12 Review and Analysis

1. Reference memorandum, HQDA, DAPE-MPE-PD, 11 May 2011, subject:
Memorandum of Instruction for the FY11 United States Army Sergeants Major Academy

(USASMA) Training and Selection Board.

2. In accordance Withbthe referenoed memorandurh, the selection board panel
reviewing records for CMF 12 submits this Review and Analysis to assist you in
executing your duties as proponent for MOS 12X and 122 within this CMF.

3. Competence assessment of Promotion Zone (strengths and weaknesses).

a. Performance and Potential. Overall, NCOs performed at a lower level in fitness
and responsibility than any other of the five rated areas on the NCOER. NCOs who
demonstrated excellence across the spectrum of attributes, over a sustained period of
time set themselves apart from their contemporaries. The board recognized excellent
service over a sustained period in a variety of demanding duty positions such as a line
company, HHC and CSM/SGM positions.

Senior Rater comments are one of the most important aspects of an evaluation.
Leaders that used clear and concise comments on where the rated NCO stood among
their peers were the most beneficial. For example, saying that a NCO stands number
one out of five NCOs he/she senior rates provided a clearer picture than saying the
NCO has boundless potential.

b. Utilization and assignments (particularly in PMOS). Noncommissioned Officers
must continue to seek challenging assignments in both operating and generating force
units. NCOs who served with excellence in the operational in addition to superior
performance in the generating force indicated the NCO's versatility in key leadership,
~ instructional and complex problem solving environments in the CMF 12 and was viewed
as NCOs with the greatest potential for promotion.
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¢. Training and education. Generally, NCOs are completing the requisite NCOES
and functional courses for advancement. Those NCOs who exceeded the course
standard or graduated with honors received special consideration from the board panel.
Successful, recent completion of courses like the Battle Staff NCO Course, Master
Resiliency Training, CIED and civilian education demonstrated the NCO’s commitment
to their professional development as a senior NCO in the Army.

d. Physical Fitness. NCOs that stay in top physical condition are more desirable
than those that do not. It's an indication of a healthy lifestyle that is usually transferred
to the unit's members. Posting results of the NCO’s APFT and addressing how the NCO
contributed to the unit's comprehensive Soldier fithess program provided a relevant
snapshot of a senior NCQO's contribution to the unit's overall fithess.

e. Overall career management. Master Sergeants are given ample opportunity to
seek key leadership assignments as prescribed in CMF 12 Proponent Guidance and
Career Map. Well documented performance in duties inside the Brigade Combat
Teams, Echelons Above Brigade units and key developmental assignments indicated a
well rounded NCO capable of excelling at the Sergeants Major level.

4. CMF structure and career progression assessment.

a. MOS compatibility within CMF. Overall, NCOs are properly utilized in their
particular field within the CMF. Individual Augmentee taskings (MITT, ETT) enhanced a
Soldier’'s career. The trend for most key leadership duty positions addressed the NCO’s
proficiency in combat, general and geospatial engineering.

b. Suitability of standards of grade and structure. There clearly existed an adequate
amount of key leadership and career enhancing positions within the CMF. Senior NCOs
in Operations Sergeant, AC/RC or Military Science Instructor positions with the requisite
1SG experience excelled in those key developmental positions than those who did not.

c. Assignment and promotion opportunity. There are plenty of varied assignment
opportunities within the CMF for a NCO. Normal tours of duty are in the 24-36 month
range. It's a matter of how well they perform while in those key leaderships positions
that separated the field.

d. Overall health of CMF. The overall health of the three fields inside the 12 CMF
appears to be competitive and is providing the quality NCOs required of the CMF.

5. Recommendations.

a. Competence. Demonstrated excellence in tough leadership positions that were
supplemented with special assignments indicated the versatility of a NCO and made
them very competitive. A Master Sergeant performing duties as a CSM or SGM was a
clear sign that the NCO was ready for promotion.
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b. Other, as appropriate. The Enlisted Record Brief did not always match what was
in the Soldier's OMPF. Recommend that more attention be given to the ERB as well as
the DA photo standards. It was noted that some NCOs were wearing what appeared to
be temporary-wear unit awards as part of their DA photo.

Standard duty MOS titles as listed in the MTOE/TDA document should be used on the
NCOER. Nonstandard duty titles often caused confusion when assessing the NCO’s
duty position against the CMF guidance. Recommend using the proper duty title and
use the Duty Description block to describe what additional functions has been required
of the NCO over the rated period.

6. CMF Proponent Packets.

a. Overall quality. The proponent provided relevant information that allowed the
board to identify the best qualified NCOs within the CMF.

b. Recommended improvements. Recommend that the CMF update the
professional development model and include all key leadership positions (Master Diving
Supervisor, Power Station Sergeant and Chief Instructor) as outlined in their letter to the

board.
g A ;S
{ ,
Mﬁ; .

PATRICK J. DONOHOE
Colonel, AR
Panel Chief
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MEMORANDUM THRU Headquarters, United States Army Training and Doctrine
Command, Attention: ATTG-P, 3 Fenwick Road, Building 11, Fort Monroe, VA 23651-
1049

FOR Commandant, U.S. Army Fire Center of Excellence, 455 McNair Avenue, Suite
100, Fort Sill, OK 73503

SUBJECT: Career Management Field (CMF) 13 Review and Analysis

1. Reference memorandum, HQDA, DAPE-MPE-PD, 11 May 2011, subject:
Memorandum of Instruction for the FY11 United States Army Sergeants Major Academy
(USASMA) Training and Selection Board.

2. In accordance with the referenced memorandum, the selection board panel
reviewing records for CMF 13 submits this Review and Analysis to assist you in
executing your duties as proponent for MOS 13Z within this CMF.

3. Competence assessment of Promotion Zone (strengths and weaknesses).
a. Performance and potential (particularly leadership opportUnities).

(1) Demonstrated exemplary performance in demanding leadership positions
such as 1SG, SGM, CSM, Rear Detachment SGM, Fires and Effects Cells
and other branch qualifying Brigade or higher staff positions.

(2) Senior Raters and Raters must do a better job distinguishing their best
candidates from the fully capable candidates. For example if the candidate is
their number one 1SG, then we must say it in a well quantified and defined
manner. This will go a long way in separating the candidate from their peers.

b. Utilization and assignments (particularly in PMOS).

(1) Excellent performance as 1SG, OPS SGM, CSM, Rear Detachment NCO,
Fires and Effects NCOs at the Brigade level or higher or a combination of
these jobs for a period of time of 24 to 36 cumulative months represented the
strongest files in the Field Artillery Branch.
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(2) Exceptional performance in special duty assignments such as Military
Transition Teams (MiTT), O/C, AC/RC, Rear Detachment NCO, ROTC, and
FAPO and others were indicators of NCOs that were best qualified and '
clearly enhanced the panel's assessment of the NCO'’s potential for
promotion.

c. Training and education. Exceeding course standards upon completion of SLC
and in some cases USASMA and earning a cumulative 60 semester hours or more
towards higher education from an accredited institution were considered exceptional.
Additionally completion of functional area courses such as Battle Staff, Master Gunner,
Master Resiliency, Joint Fire Power, 1SG, AFATDS, Joint Fires Observer, and Tactical
Air Operational course just to name a few.

d. Physical Fitness. The panel considered compliance with Army Physical Fitness
Standards as success and exceeding the standard of 90 in each event was considered
excellence. The panel granted favorable consideration to those NCOs that earned the
Army Physical Fitness Badge and maintained it consistently over a period of time.

e. Overall career management. Leadership positions and positions of potential
progression were important to the panel in assessing demonstrated broadened
experience, balance, versatility, and adaptability.

4. CMF structure and career progression assessment.

a. MOS compatibility within CMF. All MOSs within the CMF had an equal
opportunity for promotion with no prejudicial consideration given to any specific MOS.
Those Soldiers that were positioned in a highly demanding position for 24 months or
more clearly stood out. The large number of non-standard assignments in support of
current operations did not detract from the panel’s opinion or view of the total Soldier.
Soldiers that served outside their CMF were considered without prejudice during the
selection process.

b. Suitability of standards of grade and structure. The Field Artillery Branch
standards for grade and structure continue to ensure that NCOs are provided the right
assignments at the right time. Soldiers were consistently slotted in proper MTOE
positions at the current grade and potential advancement grade. The branch must take
aggressive steps to ensure our 13Fs are intensely managed for placement into career
enhancing positions.

c. Assignment and promotion opportunity. Opportunities to serve in leadership
positions and gain the requisite experience for promotion are adequate. There is no
shortage of demanding leadership positions within the branch. The panel clearly
understood the Soldier has very little control over their assignment, as the needs of the
Army will always take priority. A good example of this would be consecutive TDA
assignments, e.g., AC/RC, ROTC, or which are directed by Human Resources
Command. Soldiers should refrain from voluntary consecutive TDA assignments.
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d. Overall health of CMF. The CMF is healthy and extremely competitive. There is
no shortage of qualified NCOs to shape the future of the branch.

5. Recommendations. The Soldier is the single best manager of their career. Soldiers
must be personally involved in their career and records management. They should
actively seek tough and demanding duty assignments at every opportunity.

(1) NCOs should strive to serve as a First Sergeant for 24 — 36 months.
(2) NCOERs are the single most important tool for promotion or selection.

(3) Senior Raters need to clearly define the top NCOs by quantifying their bullet
comments, i.e. “Best 1SG of the five | Senior Rate” — “My number one choice
- for Sergeant Major” — “Top 5% of all Master Sergeants | have ever served with
in 26 years”, etc.

(4) NCOs who fail to validate ERBs or take a DA Photo in their current grade are at a
disadvantage. Those who cannot update records or photo due to deployment
should include a letter to the board. Not having a DA Photo sends a message
that the NCO does not care.

6. CMF Proponent Packets. The proponent packet provided by the Field Artillery CSM
was extremely valuable in establishing effective and reasonable standards for the panel.
The Field Artillery Proponent Packet, along with the Board MOI, should be distributed to
the field as well as included in instructions at the NCO Academy, NCODPs, and

presented as a career guide for our NCO Corps.

PATRICK J. DONAHOE
Colonel, AR
Panel Chief





