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_DEPARTMENT OF THE ARMY
U.S.ARMY HUMAN RESOURCES COMMAND
SECRETARIAT FOR DEPARTMENT OF THE ARMY SELECTION BOARDS
1600 SPEARHEAD DIVISION AVENUE
FORT KNOX, KY 40122

AHRC-PDV-8 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 Air Defense Artillery Center, Fort Sill, OK 73503

SUBJECT: Career Management Field (CMF) 14 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 14 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,
1SG, 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 an extremely 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 Air Defense
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, or
Pathfinder courses were favorably considered.

d. Physical Fitness. The panel granted favorable consideration to those NCOs that
earned the Army Physical Fitness Badge and had substantiated excellent ratings in
physical fitness.

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. MOS compatibility within CMF. All MOSs within the CMF had an equal
opportunity for promotion and 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 current operations did not
detract from the panel’s opinion or view of the total Soldier. Those Soldiers that served
outside their CMF and performed well in support of the GWOT mission were favorably
recognized.

b. Suitability of standards of grade and structure. The Air Defense 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 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 consecutive 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
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the Family. Soldiers, however, should refrain from voluntary consecutive TDA
assignments.

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 Air Defense
Artillery CSM was extremely valuable in establishing effective and reasonable standards
for the panel. The Air Defense Attillery 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.

G;ZAR A\AGRON"
/Colonel, FA
Panel Chief






DEPARTMENT OF THE ARMY
U.S. ARMY HUMAN RESOURCES COMMAND _
SECRETARIAT FOR DEPARTMENT OF THE ARMY SELECTION BOARDS
1600 SPEARHEAD DIVISION AVENUE
FORT KNOX, KY 40122

AHRC-PDV-S ~ | 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 Commandant, US Army Air Defense Artillery Center, Fort Sill, OK 735'0'3

SUBJECT: Career Management Field (CMF) 14 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 14 submits this Review and Analysis to assist you in

~‘executing your duties as proponent for MOSs within this CMF.

3. Competenée Assessment of Promotion Zone (strengths and weaknesses).

a. Performance and Potential.

(1) Demonstrated performance and demanding leadership 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 qi.lantitative comments that
differentiate the best from the fully qualified candidates strengthened the individual's file
from an extremely competitive population. o '

b. Utilization and assignments (particularly in PMOS).

(1) Excellent performance as Platoon Sergeant, Operations Sergeant or similar
demanding positions for 12 to 24 cumulative months or more was indicative of the

" strongest files in the Air Defense Avtillery 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 performance in special duty assignments such as Drill
Sergeants, Recruiters, JTAGS, Master Gunner, SMDC, AIT PSG, ADAM/BAE Cell

—-NCOICand others were indicators of NCOs that were best qualified -and clearly--—-———-

enhanced the panel’s assessment of the NCO’s overall potential for promotion.

c. 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 consideréd cdmpliance with Army Physical Fithess
Standards as success and exceeding the standard of 80 in each event was considered
excellence. The panel granted favorably consideration to those NCOs that earned the

-Army Physical Fithess 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 demonstrated broadened experience, balance, versatility, and
adaptability. ' '

. 4. CMF Structure and Careér Progression Assessment.

a. MOS Compatibility within the 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 panef’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. Thé Air Defense Atillery 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 consecutive 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.
*"giﬁf**f:f*fThe;e iS’anShortage quuahfled 'NGOS*tO"Shape ’the'fUture’ Of'the’branCh-’*”’”’**”:*"":f"’*l:: it

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 Air Defense
Artillery CSM was extremely valuable in establishing effective and reasonable standards
for the panel. The Air Defense 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.

P omdald 1
RANDALL K..CHEESEBOROUGH—
o . Colonel, FA

o - Panel Chief

(93]







DEPARTMENT OF THE ARMY
U.S.ARMY HUMAN RESOURCES COMMAND
SECRETARIAT FOR DEPARTMENT OF THE ARMY SELECTION BOARDS
1600 SPEARHEAD DIVISION AVENUE
FORT KNOX, KENTUCKY 40122

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, U.S. Army Aviation Warfighting Center, ATTN: ATZQ-AP, Fort
Rucker, AL 36362-5035

SUBJECT: Career Management Field (CMF) 15 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 15 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.

a. Performance and potential. Leadership opportunities exist beyond the flight line.
Excellences on the NCOER in multiple jobs were an important indicator of potential for
future performance. Each block in Part Va sends a distinct message when compared
with the body of ratings.

b. Utilization and assignments. We continue to be an Army at War. The war is
being executed with Soldier assignments in constant motion using ARFORGEN.
Because of the competing demands of combat and the institutional Army we expected
to see a relatively normalized flow from MTOE to TDA and return; we did not! Soldiers
spending excessive time in TDA assignments, without acquiring requisite combat
experience did not gain the development, nor display the experience, to their profession
of arms.

c. Training and education. Education was considered an important factor. Civilian
and military continual development by our Senior Noncommissioned Officers was
imperative.
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d. Physical Fitness. The questionable veracity of height/weight and APFT reporting
continues to plague a small but noticeable number of Noncommissioned Officer
Records.

e. Overall career management. Soldiers should track along loose career paths that
ensure currency and competency in their MOS. However, the diverse nature of current
operations requires and rewards a broad based tool kit of experiences. Overall career
management should center on Troop Leading responsibilities regardless of the root of
experience (i.e. branch immaterial Platoon Sergeant, First Sergeant, MTT, PTT, etc.)
The board saw multiple records where Soldiers displayed excellence and significant
potential in a particular job sooner than CMF proponent established time frames.

4. CMF structure and career progression assessment.

a. MOS compatibility within CMF. The majority of Noncommissioned Officers within
the CMF were exposed to their core field sets. Additionally many Noncommissioned
Officers were shown to be successful when exposed to opportunities and experiences
beyond their CMF. Exposure within and outside the CMF was viewed favorably when
accomplished successfully.

b. Assignment and promotion opportunity. Although several opportunities exist for
excellent Noncommissioned Officers to serve in positions of higher responsibility, the
board saw a trend where it appeared these Sergeant First Classes were rated against
the next higher grade population. This schema resulted in a “down-turn” of performance
as displayed in Rater and Senior Rater markings. Since this board cannot interpret the
Raters’ thoughts, the rating was interpreted less favorably. It should be reinforced that
a Sergeant First Class, serving in the next higher position of authority/responsibility,
should continue to be developed and rated against his/her peers in grade.

c. Overall health of CMF. CMF 15 remains vibrant and strong with significant
examples of excellence throughout.

d. Other, as appropriate. Raters and Senior Raters must be reminded of the
requirement to screen and expressly define whom they identify as the best of the best.
Conflicting messages within the NCOER and lack of definition amongst diverse
populations left the board members to decide, in some cases, amongst groups of
Noncommissioned Officers with files exhibiting little difference between them. Some
Raters used repetitive bullets and rating schemas on multiple Noncommissioned
Officers across multiple ratings and various jobs.
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5. Recommendations.

a. Competence. CMF Managers must be closely attuned with the realities of the
environment in the field. CMF 15 must circulate their managed population in a more
homogenous manner. Some Noncommissioned Officers are spending too much time
outside of the ARFORGEN cycle for too long while others bear the obvious brunt of
repetitious overseas deployments with a gradual erosion of performances due to stress.

b. CMF structure and career progression. CMF structure is sound. CMF career
progression moves on a broad spectrum. There are multiple paths for successful
career progression that includes demanding professional development assignments.
Excessive time in any specific job detracted from the display of broad capability in
support of the Army’s current mission.

6. CMF Proponent Packets.

a. Overall qualities of the CMF 15 Proponent Packets were viewed as marginal.
Information within the packet appeared to be generic and noncongruent with respect to
the Army’s current operating environment. For example, many 15P are currently
serving with distinction in 11B40 Operations Sergeants positions within Infantry
Battalions and Brigades. CMF proponent should ensure guidance is appropriately
aligned with DA guidance. Almost all information in the current packets could be
downloaded from the Branch Career website. It would be more helpful if the information
presented reflected the Army’s current operating environment. Packets should follow
common presentations guidelines to include page numbering and spelling. If note
pages are available to explain diagrams or elaborate on bullets, they should be included
with the packets in order to provide board members with a greater depth of
understanding. Packets should be more than PowerPoint bullet deep.

b. Recommend that CMF representative on board duty receives an official briefing
from a senior branch representative. This will allow an opportunity for open discussion
on topics biased by personal experience and will normalize perspectives.

¢ JUAN L. ARCOCHA
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: U.S. ARMY HUMAN RESOURCES COMMAND
SECRETARIAT FOR DEPARTMENT OF THE ARMY SELECTION BOARDS
1600 SPEARHEAD DIVISION AVENUE
FORT KNOX, KY 40122

' AHRC~PDV—S » : 28 February 2011

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

FOR Commander, United States Army Aviation Center of Excellence, 453 Novosel
Street, Bldg 114, Fort Rucker, AL 36362 '

SUBJECT: Career Management Field (CMF) 15 Review and Analysis

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

J

2 In accordance with the referenced memorandum, the selection board panel
reviewing records for CMF 15 submits this Review and Analysis. -

3. Competence assessment of Promotion Zone (strengths and weaknesses). Overall,
the Noncommissioned Officer (NCO) records considered for this promotion board
allowed board members fo select the best qualified NCOs for promotion to Sergeant
First Class (SFC). The best qualified continued to meet the career path gates of their
CME. A variety of assignments in current grade with exceptional ratings with justified
comments strengthened the Soldier's file. NCOER duty descriptions and bullet
comments on performance and potential need to be scrutinized by leadership for
validity; comments should be concise, measurable, and easily understood by all

readers. Other factors that contributed to overall potential were current photo, level of

physical fitness and military bearing, military and civilian education, military awards and
honors. Favorable consideration was given to NCOs that were certified and
successfully completed special duty assignments such as Drill Sergeant, IET Platoon

* Sergeant, Observer/Controller (O/C) and Recruiter. Specific comments by MOS are
- provided below. ' : .

a. 15P (Flight Operations) / 15Q (Air Traffic Control) / 15W (UAV Operator)"

(1) Performance and potential (particularly leadership opportunities). NCOs
in Aviation Operations (15P) Career Field at SSG level predominantly work in Aviation
Operations, Flight Records or as a Training or Schools NCOs in Aviation Battalion or
Brigade S-3 sections. NCOs that worked at the SFC level in a Battalion or at the
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Brigade level or above as a SSG, ahdvﬁlere successfulhadashght —advantage over

NCOs that had only been successful at the Battalion level. If a 15Q NCO failed to
obtain certification required for their PMOS, it negatively impact on their promotion
potential. ’ '

A (2) Utilization and assignments (particularly in PMOS). NCOs serving in SFC
positions in Brigade Aviation Elements (BAE) seemed to perform well across the board.
A percentage of NCOs in 15Q/15P had multiple TDA to TDA assignments. CMF 15Q
NCOs were occasionally assigned outside their PMOS after becoming qualified as
Ground Control Approach (GCA), or facility chief, which impacts their career
development. When 15P/15Q NCOs are slotted against Accessions Command and
TRADOC requirements in positions such as Recruiters or Drill Sergeants, were
challenged to perform well when transitioning back to their PMOS.

(3) Training and Education. College is a plus in these career fields; many
NCOs have at least 1 year or more civilian education.

(4) Overall career management. HRC should minimize selection from this
technical portion of the‘branch for assignments as Recruiters and Drill Sergeants as
NCOs in this portion of the CMF maintaining certification currency and MOS, which
should be the focus of utilizing those NCOs. This portion of the CMF remains healthy.

b. 15J (OH-58D Aircraft Armament/Avionics/Electronics Repairer) / 168 (OH-58D
Aircraft Repairer) / 15E (UAV Repairer) : _

(1) Performance and potential. Most NCOs in this career field had served as
Squad Leader, Section Sergeant, or Platoon Sergeant. It is fairly easy to distinguish
average files from the exceptional files. CMF 13J NCOERSs occasionally stated that the
NCO was serving as Platoon Sergeant, yet their duty description reflected Section
Sergeant. If NCO is serving in an SFC position make sure duty MOS matches the duty
description. '

(2) Utilization and assignments. Many NCOs in this career field have multiple
deployments. Raters evaluating NCOs serving as Instructors/Writers need to recognize
performance that makes these NCOs stand out, such as Instructor of the Quarter;
Senior Instructor position, or comment on commendable evaluations by external -
evaluators such as accessions command, TRADOC or their higher headquarters.

2
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(3) Training and Education. NCOs in these MOS had less civilian schooling
across the board than other portions of the Aviation Branch.

(4) Overall career management. Overall this portion of the branch remains
healthy. '

" ¢. 15R (AH-84D Aircraft Repairer) / 15Y (AH-64D Aircraft
Armament/Avionics/Electronics Repairer) '

(1) Performance and potential. Instructor/Writers across the board did not
perform well overall at USAALS or USAAWC. NCOs in this portion of the CMF received -
more Success than Excellence blocks, while the same duty performance in other
portions of the CMF rated the same performance as Excellence.

(2) Utilization and assignments. Based on MTOE design NCOs in this portion
of the career field rarely have an opportunity to serve as a Platoon Sergeant. Across
the board NCOs in PMOS, 15R rarely has the opportunity to serve as Drill Sergeants or
- Recruiters. '

(3) Training and Education. NCOs in this portion of the Aviation Branch
seemed to have had a greater opportunity to attend SLC at the SSG level. Many had
completed SLC, which was a plus. NCOs in these CMF had some civilian education
with many completing requirements for the Airframe and Power plant certification.

(4) Overall career management. A small amount of these NCOs are serving
in special duties assignments outside their CMF. '

d. 15T (UH-60 Aircraft Repairer)

' (1) Performance and potential. Due to rapid promotions and muttiple
deployments, some of the NCOs in this portion of the CMF had less than 24 months
time ina 30 level position. Yet they experience a wide depth and breadth of leadership
opportunities. Many NCOs had the opportunity to serve as Platoon Sergeants and
Section Sergeants at the AVUM/AVIM level. '
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often worked one to two levels above their current grade. Several NCOs had served as
Recruiters, Drill Sergeants and in CMF special duties such as ALSE shop NCOIC.
Typically, these NCOs had a record of sustained superior performance prior to and after
these duties. Many 15T NCOs had experienced a least two deployments. There
appears to be some inflation in rating the 15Ts NCOERs, some Excellence ratings were
not well justified. The 15T's were challenged in becoming branch cettified or extended
time spent as a Technical Inspector or Instructor/\Writer.

(3) Training and Education. Most of the 15T have attended other military
schools such as SERE; Aviation Safety NCO; and Aviation Life Support Equipment. A
large portion of the 15T has earned college credits.

(4) Overall career management. Overall this portion of the branch appears to
be extremely healthy. It is easy to distinguish the stellar performers from the average
performers in the largest Aviation CMF. 15T should be managed to rotate between
leadership, special duties, or non troop leading assignments no more than two
consecutive years as a Technical Inspector was an indicator of weak leadership,
potential required to be a SFC.

e. 15U (CH-47 Aircraft Repairer)
(1) Performance and potential. Due to MTOE design, NCOs in this portion of

the CMF had fewer opportunities to serve as Platoon Sergeants; most served as Flight
Engineers and Section Sergeants. It is important to specifically describe the leadership

requirements of flight engineers and a section sergeant in relations to numbers of

Soldier's led.

(2) Utilization and assignments. NCOs that spend repetitive fours serving
outside their PMOS or in a non-rated crew member status were at a disadvantage.

Some NCOs in this portion of the CMF apbear to homestead at TRADOC or other TDA
assignments. -

(3) Training and Education. This portion of the CMF almost everyone was a
ALC graduate and had some college credit. Many NCOs in this portion of the CMF had
only college credits earned through from Military Training and the A&P certification

(2) Utilization and assxgnmentséreatleadersihlpoppodum’uesexxstNCOS B
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process Many 15U have attended schoois such as SERE Avnatlon Safety NCO and

Aviation Life Support Equipment.

(4) Overall career managvement. Their performance in theee nonstandard
positions was not as stellar as those NCOs who remained in mainstream 15U positions.

f. 15K (Allied Shops Supervisor)

(1) Performance and potential. Very few NCOs have the opportunity to serve
as Platoon Sergeants or Production Control NCOs, but superb performance in these
positions positively reflected their promotion potential. NCOs that served in special
duties in or out of the CMF performed well.

2) Utilization and assignments (particularly in PMOS). The NCOs should -

focus on becoming a maintenance supervisor and Production Control NCOIC to set
themselves apart from their peers.

(3) Training and Education. Many of the NCOs in this portion of the CMF -
have one to two years of college. - Some have earned A&P certification.

(4) Overall career management. NCOs in this MOS should consider serving
in demanding assignments outside the CMF or they perform well outside CMF and
transitioning back into the CMF with no hindrance to duty performance.

4. Recommendations.

a. Competence. Too often raters focused-only on additional duties or schoe{ing

" in the competence block verses technical and tactical MOS proficiency. Sustained

excellence in competence is a significant achievement across and NCOs career.

b. In CMF 15, NCOs have limited opportunities to serve as Platoon Sergeant

‘based on MTOE design structure and many SSG work for other SSGs. Whenever

possible, SSGs should not be rated by another SSGin the same sectlon/career field,
unless that SSG is promotable. :

¢. Other as appropriate.
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(1) Combat Experience. Very few had no deployment, however, deployed
NCOs had more opportunity to demonstrate leadership and branch proficiency in a
combat environment.

(2) Awards and Medals. It is common fdr NCOs in CMF 15T and 15U to have
multiple Air Medals (AM). The only discriminate in awards were those who earned the V
devices. '

(3) Service in Special Operations Aviation (SOA). Within the Special
Operations segment of this portion of the CMF it was easy to distinguish between the
stellar performers and the average NCOs. A significant portion of the 15S, 15T and
15U NCOs had served in SOA, which was career enhancing for some NCOs. ltis very
rare for an individual to serve outside the SOA once and return back to the SOA. If a
SOA NCO serves in a special duty outside of the CMF typically does not retum back to

‘the SOA. They are limited in the ability to serve at higher capabilities nor do they serve
in duties outside the CMF. They were potentially limit advancement to the next higher
grade. -

(4) DA Photos. The majority of individuals not having a photo in the file were
in the secondary zone. Individuals are not preparing their uniform for an official photo.
Unit awards (not reflected in ERB), airborne background trimming, unauthorized foreign
awards, green tabs need to be removed for official photos. The requirement was a
photo taken in the last 5 years. A dated photo not matching the ERB because of

deployment was not looked on negatively by the Board. No photo in the file reflected
negatively.

(5) NCOs servirig in TRADOC and other TDA assignmenfs should be rated by -
military personnel. If civilian personnel serve as raters or senior raters of NCOs they '

" should be provided with training on NCOERs and these evaluations should be screened
by the organizations senior ranking NCO to ensure compliance with AR 623-205.

‘ () AnNCOservingina Platoon Sergeant_ position longer than 90 days,
should be rated as the Platoon Sergeant and have an NCOER to reflect their duty and
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| performance. NCOs with less than 90 days shouldﬁbe' a leadershlpor acompetence
block reflects time and performance in position. :

(7) Proponent Information Paper. The Aviation Branch CMF Information
Packet was helpful in establishing Board Standards but needs improvement in
establishing criteria for the Best, Exceptionally, and Fully Qualified Soldiers by MOS.
For example, what are the branch certification criteria for a 15P by duty position and
time in that position. The Aviation Branch Information Package should establish specific
criteria for each MOS on what constitutes Best, Exceptionally and Fully Qualified in
terms of branch certification, CIV/MIL education and special duty assignments outside
of the primary MOS. The Armor Branch CMF Package methodology is an excellent
example. '

CARL R. COFFMAN
COL, AV
Panel Chief







DEPARTMENT OF THE ARMY
U.S.ARMY HUMAN RESOURCES COMMAND
SECRETARIAT FOR DEPARTMENT OF THE ARMY SELECTION BOARDS
1600 SPEARHEAD DIVISION AVENUE
FORT KNOX, KY 40122

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, USAJFKSWCS, Directorate of Special Operations Proponency, Fort
Bragg, NC 28310

SUBJECT: Career Management Field (CMF) 18 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 18 submits this Review and Analysis to assist you in
executing your duties as proponent for MOSs within this CMF.

3. Competence assessment of Promotion Zone.

a. Performance and potential. In general, the force clearly articulated expectations
and evenly evaluated performance. Evaluations indicated the very strong
performance and potential expected of this elite group. Furthermore, the
strongest performers consistently received the appropriate leadership
opportunities. However, language proficiency was a glaring and significant
weakness, with very few NCOs attaining and maintaining the USASOC standard.

b. Utilization and assignments. The force consistently assigned the NCOs to
positions that properly matched each individual's MOS and areas of expertise.
Assignments also afforded the NCOs appropriate challenges and opportunities
for development. In a few cases, NCOs left Special Forces Operational
Detachment Alpha (SFODA) positions early. In most of these cases, the reason
for early removal was annotated in the evaluation report. However, there
remained some instances where the reason for early departure was not clear.

¢. Training and education. Far too many NCOs were not Static Line Jumpmaster
qualified. While the force’s OPTEMPO remains extremely high, records
indicated that sufficient time was available to attend several iterations of
advanced training. Yet, a significant portion of the population has not attended
Static Line Jumpmaster training.
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d.

Physical Fitness. As expected, this group of NCOs remains exceptionally fit,
maintaining the highest standards through a time of extended deployments.

Overall career management. The vast majority of the population experienced a
proper balance between significant time on a SFODA and developmental
assignments in other key areas. The force continued to provide quality NCOs to
significant staff, training, and special assignments (GRP/BN Staff, 13 SWTG (A),
Recruiter, Drill Sergeant, specialty teams, SMUs). However, there were still
some cases where the NCO’s career path did not adequately support either the
health of the force or the professional development of the NCO. These were
cases where an NCO either never experienced an assignment outside the
SFODA or fulfilled several back-to-back assignments away from an operational
Special Forces Group.

4. CMF structure and career progression assessment. All MOSs remain fully
compatible within this very cohesive CMF. Standards for grade and structure remain
thoroughly suitable and appropriate. Assignment and promotion opportunities are
sufficient and appropriate. The overall health of CMF appears strong.

5. Recommendations.

a.

Language proficiency, a cornerstone of cultural awareness, needs increased
emphasis and focus to ensure NCOs attain and maintain the USASOC standard.

Raters and senior raters must be consistent with ratings by matching comments
with the blocks checked. Senior raters should provide quantifiable bullet
comments that support the ratings provided. Both raters and senior raters should
clearly indicate why an NCO is being removed from a SFODA position before
meeting proponent guidance for team time.

Static Line Jumpmaster training needs increased emphasis and focus to ensure
more NCOs achieve proponent prescribed career advancement standards.

Duty descriptions should to be clear, concise, and consistent across the force.
Descriptions should also specifically state the level of responsibility or echelon.
For instance, SFODA-level positions should clearly state as such in the duty
description, even for teams in unique structured units.

NCOs should take the time to make sure their ERBs are accurate and up-to-date.
A significant number of ERBs were missing large portions of data or showed
information that was contrary to the rest of the personnel file. Grossly inaccurate
ERBs may indicate a lack of interest or motivation.

NCOs should make sure that they have a current official photo on file. A
significant number of files were missing photos or contained old photos with the

2
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NCO wearing the wrong/previous rahk. A file without a current official photo may
indicate a lack of interest or motivation.

6. CMF Proponent Packet. The proponent packet provided was accurate, appropriate,
and valuable. The only shortfall concerned the 18Z MOS Description. The duties and
responsibilities of Team Sergeants have changed over time. Update this description
with input from the field.

s,
JAMES E. @
COL, SF
Panel Chief
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AHRC-PDV-3 ' ' 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, United States Army John F. Kennédy Speciél Warfare Center énd
School, 2502 Ardennes R, Fort Bragg, North Carolina 28310 o

SUBJECT: Career Management Field (CMF) 18 Review and Analysis

1. References.

i a. DAPE-MPE-PD, Memorandum of Instruction for the FY11 Sergeant First Class
o Promotion and Selection Board, dated 7 January 2011

. b. AHRC-PDV-S, FY11 Sergeant First Class Promotion Selection Board Standard
‘ Operating Procedures, dated 3 February 2011.

2 The selection board panel reviewing records for CMF 18 submits this Review and
Analysis to assist you in executing your duties as the Proponent.

3. Executive Summary. The panel established high standards for the CMF, areas of
emphasis included leadership (including leadership schools such as Ranger and
Jumpmaster), foreign language proficiency, and initiative to further civilian education.
Favorable consideration was also given to those who served in broadening assignments
such as in the United States Army John F. Kennedy Special Warfare Center-and School
(USAJFKSWCS). NCOERs were the cornerstone of determining best qualified in the
CMF and found to be an area where additional leadership emphasis is required
throughout the Special Forces (SF) Regiment.

4. CMF Overview. Most NCOs with successful Operational Detachment Alpha (ODA)
time did well during the review and voting process. NCOs currently serving as the

~ Senior NCO in their respective MOS were given additional consideration and SSG's

" who completed the SF Intelligence Sergeants Course and served in an 18F position
were given an additional level of consideration. Those select few SSGs who had
already completed a successful tour in an SF Group and were cuirently serving in
USAJFKSWCS or as a Drill Sergeant stood out above their peers. Instructor time was
considered very important and viewed as an exceptional career goal for an SF NCO
after successful completion of his initial SF assignment. NCOs who completed Ranger
school, the Jumpmaster course and the Expert Infantry badge (EIB) stood out among
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_ their peers. Valorous awards were considered-and given appropriate credit. APFT
soores of 270 and above were typical and scores of 300 were frequently observedand -~

were considered very favorably.

5. Issues and Observations (items of interest to the field relating to the,board process,
procedures and personnel files). As this panel recesses, we have been at war for over
nine years, providing our nation the best trained and most combat experienced special
operations forces in our history. SF leaders must focus on getting back to the basics of
managing our junior NCOs to ensure the quality of our force into the future. This input
is provided to inform leaders at all levels for use in mentoring and coaching NCOs (and
officers) in the career management of the world’s finest Soldiers. :

a. NCOERs. The NCOER was clearly the single most important document in a
Soldier's file. Frequently, NCOERSs did not effectively capture the actual duty position,
with many stating the NCO was in the senior 18 Series MOS position on his '

 detachmeht, but the duty MOS showed him in the junior position. This caused

confusion and delay in determining the actual position the NCO was serving in for the
evaluated period. Rater and Senior Rater (SR) comments on numerous NCOERs were
contradictory. Some examples were Raters marking “Among the best” and the Senior
Rater marking 1/1 but writing “Promote with peers”, or “promote when eligible”.
Consistency in ratings was important as these ratings placed the rated Soldier ata .
disadvantage by making the panel member to assume what the leadership was frying to
say in the NCOER. It was clear among the board members that the CMF needs
additional training and education on the NCOER system at the company level and
below. Properly recording an NCQO’s performance and potential and clearly articulating
that on the NCOER gave a much better snapshot of the Soldier. o

b. DA Photo. This was a weak area across the CMF. There was a significant
number of NCOs who did not have a DA photo which the board considered to be a lack

~ of individual initiative and leader involvement. Files with photos, especially recently

taken photos, were considered favorably reflecting an NCO who has attention to detail
in managing his career. Leaders at the ODA and company level need to take an active
role in ensuring their Soldiers complete this important fask..

¢. Utilization and assignments. Most NCOs were assigned to the primary positions

‘as ODA Team members across the CMF. It is clearly understood that ODA time is the

primary, core level position for CMF 18 SSGs. NCO’s who also served in broadening

. assignments such as Instructor, Drill Sergeant and Recruiter were considered the best

qualified in the CMF. There were no significant issues of Soldiers serving outside of

~ their core CMF duties.

d. Enlisted Record Brief (ERB). Some ERBs were not updated and duty positions
did not match those on the NCOERs or were not entered at all. Overall, CMF 18 ERBs
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- were mostly’accurate and did not cause significant problems for the board members {0 - - oo

understand.

e. Professional Development. Board files reflecting continued military and civilian
education and initiative to continue to develop foreign language skills were looked upon
favorably the board members. Senior Leader Course completion was an exceptional
achievement and very favorably viewed by the board. -

6. CMF Proponent Input. Information provided by the proponent was relied upon
heavily by the panel members in the development of panel standards for each CMF.
Reviewing and-updating proponent guidance is important to assisting panel members
ensure the best qualified NCOs are recognized during the board process.

X |
DAVID P. FITCHITT =~
Colonel, SF
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, Maneuver Center of Excellence, Fort Benning, GA 31905

SUBJECT: Career Management Field (CMF) 19 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 19 submits this Review and Analysis to assist you in
executing your duties as proponent for MOS within this CMF.

3. Competence assessment of Promotion.

a. Performance and potential. Leadership opportunities exist beyond the flight line.
Excellences on the NCOER in multiple jobs were an important indicator of potential for
future performance. Each block in Part Va sends a distinct message when compared
with the body of ratings.

b. Utilization and assignments. We continue to be an Army at War. The war is
being executed with Soldier assignments in constant motion using ARFORGEN.
Because of the competing demands of combat and the institutional Army we expected
to see a relatively normalized flow from MTOE to TDA and return; we did not! Soldiers
spending excessive time in TDA assignments, without acquiring requisite combat
experience did not gain the development, nor display the experience, to their profession
of arms.

c¢. Training and education. Education was considered an important factor. Civilian
and military continual development by our Senior Noncommissioned Officers was
imperative.

d. Physical Fitness. The questionable verécity of height/weight and APFT reporting
continues to plague a small but noticeable number of Noncommissioned Officer
Records.
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e. Overall career management. Soldiers should track along loose career paths that
ensure currency and competency in their MOS. However, the diverse nature of current
operations requires and rewards a broad based tool kit of experiences. Overall career
management should center on Troop Leading responsibilities regardless of the root of
experience (i.e. branch immaterial Platoon Sergeant, First Sergeant, MTT, PTT, etc.)
The board saw multiple records where Soldiers displayed excellence and significant
potential in a particular job sooner than CMF proponent established time frames.

4. CMF structure and career progression assessment.

a. MOS compatibility within CMF. The majority of Noncommissioned Officers within
the CMF were exposed to their core field sets. Additionally many Noncommissioned
Officers were shown to be successful when exposed to opportunities and experiences
beyond their CMF. Exposure within and outside the CMF was viewed favorably when
accomplished successfully.

b. Assignment and promotion opportunity. Although several opportunities exist for
excellent Noncommissioned Officers to serve in positions of higher responsibility, the
board saw a trend where it appeared these Sergeant First Classes were rated against
the next higher grade population. This schema resulted in a “down-turn” of performance
as displayed in Rater and Senior Rater markings. Since this board cannot interpret the
Raters’ thoughts, the rating was interpreted less favorably: It should be reinforced that
a Sergeant First Class, serving in the next higher position of authority/responsibility,
should continue to be developed and rated against his/her peers in grade.

c. Overall health of CMF. CMF 19 remains vibrant and strong with significant
examples of excellence throughout.

d. Other, as appropriate. Raters and senior raters must be reminded of the
requirement to screen and expressly define whom they identify as the best of the best.
Conflicting messages within the NCOER and lack of definition amongst diverse
populations left the board members to decide, in some cases, amongst groups of
Noncommissioned Officers with files exhibiting little difference between them. Some
raters used repetitive bullets and rating schemas on muitiple Noncommissioned Officers
across multiple ratings and various jobs.

5. Recommendations.

a. Competence. CMF Managers must be closely attuned with the realities of the
environment in the field. CMF 19 must circulate their managed population in a more
homogenous manner. Some Noncommissioned Officers are spending too much time
outside of the ARFORGEN cycle for too long while others bear the obvious brunt of
repetitious overseas deployments with a gradual erosion of performances due to stress.
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b. CMF structure and career progression. CMF structure is sound. CMF career
progression moves on a broad spectrum. There are multiple paths for successful
career progression that includes demanding professional development assignments.
Excessive time in any specific job detracted from the display of broad capability in
support of the Army’s current mission.

6. CMF Proponent Packets.

a. Overall qualities of the CMF 19 Proponent Packets were viewed as marginal.
Information within the packet appeared to be generic and noncongruent with respect to
the Army’s current operating environment. For example, few CMF 19 personnel are
serving “on tank” in Afghanistan yet many have the opportunity to serve as Maneuver
Platoon Sergeants in combat. This is not addressed in branch proponent packets.
CMF proponent should ensure guidance is appropriately aligned with DA guidance.
Almost all information in the current packets could be downloaded from the Branch
Career website. It would be more helpful if the information presented reflected the
Army’s current operating environment. Packets should follow common presentations
guidelines to include page numbering and spelling. If note pages are available to
explain diagrams or elaborate on bullets, they should be included with the packets in
order to provide board members with a greater depth of understanding. Packets should
be more than PowerPoint bullet deep.

b. Recommend that CMF representative on board duty receives an official briefing
from a senior branch representative. This will allow an opportunity for open discussion
on topics biased by personal experience and will normalize perspectives.

L
JUAN L. ARCOCHA
QL, AV
Pajel Chief
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MEMORANDUM THRU Headquarters, United States Army Training and Doctrine
Command, Attention: ATTG-G, 3 Fenwick Road, Building 11, Fort Monroe, VA 23651-
1049 ,

FOR Commandant, Maneuver Center of Excellence, 35 Ridgway Loop, Fort Benning,
GA 31905 ' A : '

SUBJECT: Career Management Field (CMF) 19 Review and Analysis

1. Reference memorandum, HQDA, DAPE—MPE-PD, 7 January 2011, subject:

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

2 In accordance with the referenced memorandum, the selection board panel
reviewing records for CMF 19 submits this Review and Analysis.

3. Competence assessment of Promotion Zone (strengths and weaknesses). Overall,
the Noncommissioned Officer (NCO) records considered for this promotion board
allowed board members to select the best qualified NCOs for promotion to Sergeant
First Class (SFC). The best qualified continued to meet the career path gates of their
CMF. A variety of assignments in current grade with exceptional ratings with justified
comments strengthened the Soldier's file. NCOER duty descriptions and buillet
comments on performance and potential need to be scrutinized by leadership for
validity; comments should be concise, measurable, and easily understood by all

" readers. Other factors that contributed to overall potential were current photo, level of
~ physical fitness and military bearing, military and civilian education, military awards and

honors. Favorable consideration was given to NCOs that were certified and
successfully completed special duty assignments such as Drill Sergeant, IET Platoon
Sergeant, Observer/Controller (O/C) and Recruiter. :

4. Performance and Potential. Across the Branch, performances of the Armor NCOs
were extremely strong. Only a few did not have combat/deployment experience. There
were multiple NCOs that had back ~ to — back TDA or Korea to TDA assignments.
These individuals did not have the opportunities to demonstrate the performance and
promotion potential of their peers. The NCOER covering periods of combat read much

‘better than Special Duty NCOERs. Multiple deployments have resulted in a very

experienced Armor NCO population. This experience will serve the branch well. SSG
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serving as Platoon Sergeants in a combat environment for over three months were

looked upon very favorably.

5. Utilization and Assignment. In the Armor Career Field it is critical that NCOs become
branch certified as a tank commander, vehicle commander or section sergeant prior to
accepting special duties assignments in and out of their CMF. NCOs that were branch
certified and working as a Platoon Sergeant before working a special duty were looked
on more favorably than those not branch certified and/or working outside special duties.
The CMF guidance was to focus on branch certification as an SSG, however, several

'NCOs were being promoted and moving immediately into special duties prior to

becoming branch certified.

6. Training and Education. CMF guides did not put special emphasis on civilian
education as an indicator for promotion potential. Many 16K NCOs, on an average, had
more civilian education than the 19D population. The 19D had much more military and
specialty school opportunities. The CMF 19 had the opportunity to attend required
NCOES course work. .

7. Career Management. Most CMF 19 NCOs are being managed correctly by
spending their initial SSG years on the line becoming branch certified. Those NCOs
moving into special duties before being branch certified found it difficult to get certified
prior to the Promotion Board. Those who remain on the line as new SSG’s managed to
become branch certified quicker than those who were promoted and immediately
accepted a special duty assignment. Armor Branch should consider keeping newly
promoted SSG's on the line for a minimum of two years to refine their war fighting skills
in a critical leadership position.

8. Physical Fitness. An excellence block should be quantified by a statement reflecting
that the individual earned the APFT badge or scored 90 or above in each event. The
branch as a whole appears to be fit. An individual exceeding body weight by more than
30lbs and height consistent increases on the NCOER draws negative attention.

9. Other as appropriate.

(1) DA Photos. The majority of individuals not having a photo in the file were
in the secondary zone. Individuals are not preparing their uniform for an official photo.
Unit awards (not reflected in ERBY), airborne background trimming, unauthorized foreign
awards, green tabs need to be removed for official photos. The requirementwasa
photo taken in the last 5 years. A dated photo not matching the ERB because of
deployment was not looked on negatively by the Board. No photo in the file reflected

. negatively.
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military personnel. [f civilian personnel serve as raters or senior raters of NCOs they

should be provided with training on NCOERs and these evaluations should be screened |
by the organizations senior ranking NCO to ensure compliance with AR 623-205.

(3) An NCO serving in a Platoon Sergeant position longer than 90 days,
should be rated as the Platoon Sergeant and have an NCOER to reflect their duty and
performance. NCOs with less than 90 days should have this rated on the leadership
competence block reflecting time and performance in position.

(4) Proponent Information Paper. The Armor Branch CMF Information Packet
was very thorough in providing selection criteria for CMF 19 Soldiers. The criterion for
Best Qualified, Exceptionally Qualified and Fully Qualified was very clear. The value of
critical leadership positions, key developmental assignments, civil and military education
was essential in establishing Board standards. Maintain the Armor Branch CMF
Package methodology. ' :

CARL R. COFFMAN
COL, AV

Panel Chief

o (2)NCOs servmngRADOC and other TDA assxgnmentsshould be ratedby S
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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. Army Air Defense Artillery Center, 730 Schimmelpfenning
Avenue Bldg. 730 Fort Sill, OK 73503

SUBJECT: Career Management Field (CMF) 14 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 14 submits this Review and Analysis to assist you in
executing your duties as proponent for MOS 14Z within this CMF-.

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

(1) Favorable consideration was given to successful performance in demanding
leadership positions, i.e. Command Sergeant Major and First Sergeant.
Other qualifying duty positions included Operations Sergeant Major, Joint
Tactical Ground Station (JTAGS) Detachment Sergeant; Deputy
Commandant (NCOA), Observer Controller at Regional or National Training
Center; Human Resources Career Advisor, and other Skill Level 50 positions
within the Air Defense Artillery Career Field.

(2) Duty positions were important, but more so was the manner of performance
for NCOs in the zone of consideration. Favorable considerations was given
to those NCOs who consistently rated high in most areas with quantitative
Senior Rater bullets that clearly specified and measured the NCOs
performance and potential against their peers.

~ b. Utilization and assignments (particularly in PMOS).
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(1) Excellent performance as a First Sergeant for 36 months was the strongest

~indicator for future success. All other duty positions were carefully analyzed
for overall level of responsibility and number of Soldiers supervised. Soldiers
that had at least 24 months as a First Sergeant with at least 12 months rated
as an Operations Sergeant Major were also highly competitive.

(2) Successful performance in duty assignments such as JTAGS, Master
Evaluator, Intelligence Sergeant, Corps Air Defense Element, MITT Team,
Senior Military Science Instructor, Warrior Transition Unit Cadre, Equal
Opportunity Advisor, AC/RC Advisors, Inspector General NCOs and
Instructor/Writer were indicators as “Best Qualified” and enhanced the panel’s
assessment of the NCOs overall performance and potential.

¢. Training and education.

(1) Former graduates of the US Army Sergeant’s Major Course (USASMA) were
considered favorably. Successful completion of the Senior Leaders Course
was required for consideration and those NCOs who “Exceeded Course
Standards” in their NCOES courses clearly stood out.

(2) Having a minimum of 60 credit hours at an accredited institution of higher
learning was viewed favorably by the panel. Those NCOs with 120 credit hours

or more clearly stood above their peers.

(3) NCOs who successfully completed the Air Defense Master Gunner's Course,
Battle Staff, Master Resiliency Training and other functional career enhancing
courses stood above their peers. Voluntary courses such as Jumpmaster,
Pathfinder, Air Assault, and Ranger, etc. were viewed favorably by the panel.

d. Physical Fitness.

(1) Passing the Army Physical Fitness Test was the standard. Scoring 270+ with 90
~ points in each event was considered favorably. NCOs were also expected to
meet requirements for HT/WT IAW AR 600-9

e. Overall career management.
(1) NCOs who aggressively sought out challenging leadership positions and
balanced those with special assignments demonstrated the most qualified

experience and versatility required for selection. Again, manner of performance
was more important than duty positions.

4. CMF structure and career progression assessment.

a. MOS compatibility within CMF.
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(1) All MOS’ in the CMF were considered equally in regards to selection.

b. Suitability of standards of grade and structure.

(1) The CMF 14 standards for grade and structure ensure that NCOs are
provided fair and equitable opportunities to serve at their current grade or

higher position. -
c. Assignment and promotion opportunity.

(1) There are ample opportunities for NCOs to seek out and serve in challenging
leadership positions. Soldiers serving in non-traditional position(s) due to
“needs of the Army” requirements were not viewed negatively although back
to back voluntary TDA assignments was not viewed favorably by the panel.

d. Overall health of CMF.

(1) The CMF is healthy and extremely competitive. There is no shortage of
qualified NCOs to shape the future of the branch.

5. Recommendations.

a. The following suggestions should be taken out to the field as part of NCOPD’s and
other professional development sessions with Senior NCO'’s.

(1) The NCO is the single best manager of their career. They must be personally
involved in their career and records management. NCOs should actively

pursue the tough and challenging positions.
(2) NCOs should strive to serve as a First Sergeant for 24 — 36 months.
(3) NCOERSs are the single most important tool for promotion or selection.

(4) 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”, efc.

(5) 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) Letters to the Board are a benefit when they include information that is not
easily defined in OMPF or ERB.
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6. CMF Proponent Packets.

a. The CMF Proponent Packet provided by the Office, Chief of Air Defense and the
CSM, US Army Air Defense Artillery School was extremely useful in providing
information to establish fair and achievable guidelines for the panel to follow.

(A M

PATRICK/J. DONAHOE
Colonel, AR
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 Commander, United States Army Aviation Center of Excellence, 453 Novosel
Street, Bldg 114, Fort Rucker, AL 36362

SUBJECT: Career Management Field (CMF) 15 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 15 submits this Review and Analysis to assist you in
executing your duties as proponent for MOS 15P and 15Z within this CMF.

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

a. Performance and potential (particularly leadership opportunities). Overall, the
Noncommissioned Officer (NCO) records considered for this promotion board allowed
board members to select the best qualified NCOs for promotion to Sergeant Major
(SGM). The best qualified continue to meet the career path gates of their CMF. A
variety of assignments in current grade with exceptional ratings with justified comments
strengthen the Soldier’s file. NCOER duty description and bullet comments on
performance and potential need to be scrutinized by leadership for validity; comments
should be concise, measurable, and easily understood by all readers. Comments by
senior raters need to quantify the rated NCO against his or her peers. Other factors that
contributed to overall potential were current photo, level of physical fitness and military
bearing, military and civilian education, military awards and honors. Favorable
consideration to NCOs was given to NCOs that were certified and successfully
completed special duty assignments such as MITT Team SGT, AC/RC, Observer
Controller (O/C), and Special Mission Units. Special comments by MOS are provided
below.

a. 15P (Aviation Operations Sergeant/Sergeant Major) / 15Z (Aircraft maintenance
Manager/ Senior Aircraft Maintenance Manager)
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(1) Performance and potential (particularly leadership opportunities). NCOs in
Aviation Operations (15P) Career Field predominately work in Aviation Operations at
Battalion, Brigade, or higher. Those MSGs working at the Brigade level and higher and
~ were rated as BDE OPS SGM were viewed favorably over their peers of the same

grade at the Battalion level. Those 15P MSGs serving in 1SG positions also had a
favorable advantage over those that had only Aviation Operations assignments. NCOs
in 15Z MOS had a greater opportunity to serve in positions of greater responsibility such
as BDE, BN, and Rear-D CSM than their 15P counterparts, which was clearly
understood by the board.

b. Utilization and assignments (particularly in PMOS).

15P/15Z NCOs serving in CSM/SGM positions at BDE, BN, and Rear-D performed very
well across the board. A small percentage of NCOs in both MOSs 15P/15Z had multiple
TDA to TDA assignments as EOA, and Aviation Administration positions which impacts
their career development.

c. Training and education: both military and civilian education were taken into
consideration. The panel looked for a demonstrated level of devotion to their profession
through measurable and continuous self improvement. Master Sergeants that were able
to further their education during these times of constant deployments gave the panel a
good indicator their determination and willingness to improve themselves. Two years of
civilian education or more was looked upon favorably by the board.

d. Physical Fitness: Overall the NCOs were physically fit and met Army height and
weight standards. Individuals who showed consistent high PT scores above 270 and
received APFT Badge were ahead of their peers. Those who failed to meet height and
weight standards, or failed to pass their record APFT were not viewed favorable for
consideration for advancement.

e. Overall career management: The CMF should minimize the length of time Senior
Technical NCOs spend out of their CMF while assigned to TDA positions for more than
36 months as it will hurt the individuals chances to compete with their peers.

4. CMF structure and career progression assessment.

a. MOS compatibility within CMF. It was obvious the 15Zs had the bulk of the 1SG
time within CMF 15 with an average of 36 months or higher based on MTOE
authorization of 1SG positions compared to 15Ps.

b. Overall health of CMF. Overall health of the CMF is in excellent shape with
plenty of opportunity for Senior NCOs to excel specifically with the CMFs OPTEMPO.
Senior NCOs had a variety of assignments and showed a diverse and well rounded
group of senior NCOs.

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

2
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a. Competence.

NCOER Senior Raters/Reviewers: Senior Raters must take the time to appropriately
write their comments and give credit to those whom they senior rate. Too many times
raters are doing an excellent job at rating their soldiers, but senior raters must clearly
quantify the rated NCO against his or her peers to provide a clear recommendation to
the board of who the rating chain believes are the best qualified. Reviewers also play a
critical role in ensuring that NCOs are getting the appropriate rating and that any
discrepancy between the rater and senior rater is addressed.

b. CMF structure and career progression.

It was noted that 1SGs serving more than three years in position that their performance
according to their NCOER ratings early in the 1SG position began to deteriorate over
time. These results of lower ratings could have been due to burn out, multiple
deployments, and staying in position too long.

c. Other as appropriate.

DA Photos: In CMF 15 we must get back to ensuring our Senior NCOs are taking their
photo upon promotion to their next higher grade or when appointed to 1SG. Too many
NCOs did not have a current DA Photo after being promoted to a new grade for more
than two years. Those NCOs that did take a DA Photo did match their ERB for the most
part. Some individuals that did not have a DA Photo were 20 to 30 pounds over their
table screening weight IAW ARG00-9.

Awards and Medals: the only discriminator in awards that was very obvious were in the
area of Good Conduct Medals ( Service stripes) and Combat Service Stripes matching
the photo and ERB. Overall quality was good with individuals taking the time to update
their photo and ERB, but too many packets did not have update and many did take a
photo after promotion to MSG. Combat and Service stripes on dress uniform did not
match ERB.

NCOES/USASMA GRADS: NCOs who graduated from USASMA need to be better
managed coming out of the Academy to ensure they remain competitive for promotion.
It would be helpful to ensure that these individuals be assigned to challenging positions
upon arrival to their first unit to ensure their performance remains steady and chances
for promotion remain high.

6. CMF Proponent Packets.
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a. Overall quality: The Aviation Branch CMF Information Packet was helpful in
establishing board standards and addressed the use of balance methodology in
selecting Aviation Sergeants Majors that recognizes that our primary roles are Aviation
maintenance and Aviation Operations, but also includes demonstrated strong
leadership performance in special and challenging duties as has been brought about
due to Modularity and its direct impact on the size of Aviation formations deployed in
support of the Overseas Contingency Operations.

b. Recommended improvements: The packet needs improvements in establishing
criteria for the length of time individuals should spend in duties outside their MOS.
Some individuals spent more than 36 months on duties outside their MOS which could
hurt their integration back into their MOS when promoted to the next higher grade.

./@f/%/

PATRICKJ. DONAHOE
Colonel, AR
Panel Chief
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AHRC-PDV-S 20 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 Commander, United States Army John F. Kennedy Special Warfare Center and
School, 2502 Ardennes Road, Fort Bragg, North Carolina 28310-9610

SUBJECT: Career Management Field (CMF) 18 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 reference memorandum, the selection board panel reviewing
records for CMF 18 submits this Review and Analysis to assist you in executing your duties
as proponent for MOS within the CMF.

3. Executive Summary. The panel established high standards for the CMF, areas of
empbhasis included key leadership assignments and performance while serving in the most
challenging positions. Favorable consideration was also given to those who served in
broadening assignments such as the United States John F. Kennedy Special Warfare
Center and School (USAJFKSWCS), Special Operations Task Forces (SOTF), Joint and
Coalition organizations, and Theatre Special Operations Commands. The NCOER was the
primary document in determining the best qualified in the CMF.

4. CMF Overview. MSGs that did not complete 24 months as Special Forces Operational
Detachment Alpha (SFODA) Operations/Team Sergeant were considered much less
qualified than MSGs who had completed assignments as SFODA Operations/Team
Sergeants. MSGs that completed their SFODA Team Sergeant assignments and also
served as Company, Battalion, Group, or higher HQs (i.e. SOTF, TSOC) Operations
Sergeants were given an additional level of consideration. Senior or Chief Instructors, as
well as personnel serving in Group Operations Detachments as instructors, were given
favorable consideration. The MSGs that successfully served in both SFODA Team
Sergeant positions and as Company First Sergeant were considered best qualified by the
selection board. CMF Specialty schools (SOTIC, MFF, CDQC, etc), Ranger School,
Jumpmaster School and civilian education were given appropriate credit. MSGs that did not
have Jumpmaster school were considered much less qualified for selection by the board.
The Bronze Star Medal for Service and Valor awards were also considered favorably.
APFT scores of 270 and above were typical and scores of 300 were frequently observed

and given favorable credit.
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5. Issues and Observations (items of interest to the field relating to the board process,
procedures and personnel files). This input is provided to inform leaders at all levels for use
in mentoring and coaching NCOs (and officers) in the career management of the forces
Senior NCOs. ' :

a. NCOERs. The NCOER was clearly the most important document in the file.
Frequently the NCOER did not accurately describe the duty position causing some
confusion and delay in determining the actual duty position. Considerable weight was given
to MSGs who served 24 months as a SFODA Team Sergeant; therefore, the Principle Duty
Title should read “SFODA Operations Sergeant.” Clearly written “Daily Duties and Scope”
helped board members understand the actual duties of rated NCOs who were serving in
Joint Manning Document (JMD) and other non-traditional assignments. Rater bullet
comments were frequently not quantifiable and did not often warrant “excellence” blocks.
Rated NCOs given an excellence for Physical Training with no APFT score annotated left
doubt about the rated NCOs actual physical fitness. Rated NCOs not receiving quantifiable
excellence blocks in Leadership disadvantaged the NCO. Senior Rater comments such as
“Promote now” and “Promote immediately” sent a simple, but very clear message to board
members that the rated NCO was ready for promotion. Senior raters who enumerated a
rated NCO also sent a message to board members that the rated NCO was highly
recommended for promotion. Examples are, “#1 of 6 Team Sergeants | senior rate” and “#1
MSG in this Battalion.” Properly recording an NCQO’s performance and potential and clearly
articulating that on the NCOER gave a much better snapshot of the Soldier.

b. DA Photo. There was a significant number of NCOs who did not have a DA Photo
on file or had a photo taken as a SFC. This was considered a lack of individual initiative
and leader involvement and disadvantaged the NCO.

c. Utilization and assignments. There was a number of MSGs who did not complete
their SFODA Team Sergeant time. It must be clearly understood that this is the primary,
core level assignment, for a MSG and those that did not complete 24 months, with very few
exceptions, were disadvantaged. Exceptions included the very rare occasions where an
NCO was taken out of his Team Sergeant position early to take a 1SG or Company
Sergeant Major position. Broadening assignments such as JMD operational assignments,
Chief or Senior Instructors at USAJFKSWCS and higher HQs Operations Sergeant
positions were considered favorable. MSGs that completed 24 months or more as SFODA
Team Sergeant, 12 months or more as 1SG considered best qualified.

d. Enlisted Record Brief (ERB). Some ERBs were not updated and duty positions
did not match those on the NCOERSs or were not entered at all. Overall ERBs accurately
displayed the information needed with the exception of duty assignments. Board members
relied heavily on NCOERs as opposed to the ERB to track duty assignments. NCOERs
were more accurate and showed duty performance and potential.

e. Professional Development. Most CMF 18 MSGs had outstanding military
education experience to include numerous Specialty Skill Schools. Favorable consideration
was given to USASMA Grads, language scores of 1+/1+ or higher and enrollment in college
(some credits). MSGs who were not static line jumpmaster quaiified were significantly
disadvantaged.
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6. CMP Proponent Input. Information provided by the proponent was relied upon heavily
by the panel members in the development of panel standards for each CMF. Request that
the proponent provide more specific guidance concerning JMD, non-traditional, and SMU
duty positions. When possible show how these positions relate to traditional MTOE duty
assignments. Reviewing and updating proponent guidance is important to assisting panel
members ensure the best qualified NCOs are recognized during the board process.

DAVID M. MILLER
COL, IN
Panel Chief

(%)
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AHRC-PDV-8§ 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, Maneuver Center of Excellence, 35 Ridgway Loop, Fort Benning,
GA 31905

SUBJECT: Career Management Field (CMF) 19 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 19 submits this Review and Analysis to assist youin
executing your duties as proponent for MOS 19Z within this CMF.

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

(1) Overall the Noncommissioned Officer (NCO) records considered for this
promotion board allowed board members to select the BEST QUALIFIED
NCOs for selection to attend the United States Army Sergeant’'s Major Course
(USASMC) and ultimately get promoted to Sergeant Major in CMF 19 career
field. The best qualified continued to meet the career path gates of the CMF:
Distinguished First Sergeant time (at least 18 months minimum) in current
grade with exceptional ratings, quantifiable comments and coupled with any
other branch qualifying/career enhancing assignments help strengthen a
Soldier’s file.

(2) NCO's who served for at least 12 distinguished months in a First Sergeant
position in the line unit followed by an elevation to an HHC/HHT(BN/SQDN,
BDE/REGIMENT or higher) were looked at very favorably by the board. 36
months total first sergeant time was considered optimal. The bullets used to
quantify Rater and Senior Rater comments for excellence need to be powerful
and specifically related to the NCO’s performance, very easy to understand
and must convey the true impact of the NCO'’s performance and potential
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during the rated time. In addition, discriminators that clearly separated the
best from the rest included; the state of his records (recently updated), current
DA photo with all awards and decorations reflected on the ERB, physical
fitness, military and civilian education as well as other military awards and
honors. Favorable consideration was given to NCO'’s that were certified and
successfully completed other special duty assignments such as Drill
Sergeant, Observer/Controller(OC), Active Component/Reserve
Component(AC/RC), IET Platoon Sergeant, Recruiter, Master Gunner (Tank
and Bradley), ROTC Senior Military Science Instructor, IG and last but not
least EOA duty.

NCOER: The purpose of the report is to clearly articulate to the board the
best qualified NCOs. Senior Raters need to expressly quantify the rated NCO
against his peers. If the NCO is the absolute number one performer then the
Rating officials need to say so with strong quantifiable comments. NCOs
serving in key positions during deployments received evaluations with more
clearly defined and measurable ratings.

b. Utilization and assignments (particularly in PMOS).

(1) 1SG/MSG’s who held non-standard positions within the CMF ie, Rear-

Detachment First Sergeant, Rear-Detachment SGM/CSM were given
consideration as documented on the NCOER. These positions are necessary
for the development of the NCO and without a doubt are not supported by
unit's MTOE but still necessary to ensure the unit’'s success. In some cases, it
was difficult to assess leadership potential for NCOs serving in these
positions that supervised a limited number of Soldiers or a lot, so be specific
as possible so that degree of difficulty and level of responsibility is clearly
articulated. '

(2) NCO’s who branch certified prior to moving into other special

assignments/jobs were looked upon more favorably than those not branch
certified and/or working outside in special duties positions.

c. Training and education.

(1) Understanding that completion of SLC is required prior to the selection for

USASMA and SGM, attendance at the First Sergeant Course was favorably
viewed by the board. At a minimum all NCO'’s should possess at least an
Associate’s Degree or accumulated 60 or more credit hours towards a
degree.

d. Physical Fitness.
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(1) An excellence block should be quantified by a statement reflecting that the
individual earned the APFT badge, scored 90 points or above in each event.
A sustained score of 270 or above was received very positively. In addition,
NCOs who had a significant impact on the units special population PT
program by decreasing the APFT failures, overweight , and increasing the
- units overall APFT/Fitness level were received positively.

(2) The board paid attention to NCOs who showed a significant fluctuation in
height and weight. Significant increases in height and/or weight over time
drew the attention of the board members and was not viewed favorably.

e. Overall career management.

(1) Most CMF 19 NCO'’s are being managed appropriately and spending the right
amount of time in branch qualifying positions, in line Company/Troop as First
Sergeants before moving to other career enhancing assignments. Those who
stayed the course until certification and then moved to other special
assignments were looked at more favorably. If's important to note that back to
back TDA assignments and serving multiple tours in non-deploying units was
not looked upon as favorably as NCO’s who were assigned to more
challenging branch qualifying positions in MTOE units. 36 months in a TDA
assignment after getting certified in your CMF current grade and position was
understood by the board to be the norm.

4. CMF structure and career progression assessment.
a. MOS compatibility within CMF.

(1) Overall the CMF structure and career progression was very positive, but there
is always room for improvement. Operational requirements have caused units
to assign NCOs to positions that do not fit the CMF 19’s typical model
ie... Transition Team NCOIC, Rear Detachment NCOIC, Provincial
Reconstruction Team NCOIC and Command Post NCOIC. These duty
positions by themselves are viewed as challenging by the board, but the
focus of the board members was on the rated performance in the position
rather than the position itself.

(2) 19D/19K background NCQ'’s both fared well in regards to assignments and
being branch certified. However we must ensure that we balance and monitor
very closely the distribution of MTOE assignments versus TDA by identifying
recently redeployed combat leaders so we can utilize their experience as
soon as possible and vice-versa. Assignment opportunities exist for all CMF
19 MSGs who desire to meet the critical leadership requirements. Those
MSG'’s that did not have at least 18 months of distinguished leadership time
were not favorably considered.
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b. Overall health of CMF.

(1) The overall health of the CMF is very good. CMF 19 is populated by very
talented Senior NCOs.

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

(1) Continue to emphasize branch certification as stated above and encourage
special assignments afterwards that keep Senior NCOs enhancing their
career so that they remain competitive and we maintain the Best Qualified
approach to the selection in our branch and select only the most talented in
our CMF. The leadership development and potential shown by the NCOs as
conveyed through the evaluations were impressive. Continue to emphasize
career enhancing schools as well as civilian education, information is
knowledge.

(2) Letters to the President to board which clearly identify items of interest that
were not fixable or that were missing from a Soldiers files/records was looked
at very positively by the board members and showed that the NCO cared for
his/her records and cared about being selected for schooling/promotion.

6. CMF Proponent Packets.
a. Overall quality.

(1) The Armor Branch CMF packets were very well put together and provided the
necessary guidance so that it was easy to determine the Best Qualified,
Exceptionally Qualified and Fully Qualified...Outstanding layout by the
proponent team. Maintain the Armor Branch CMF packet

methodology/system.
%/&
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ATRICK J. DONAHOE
Colonel, AR
Panel Chief





