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DEPARTMENT OF THE ARMY
SECRETARIAT FOR DEPARTMENT OF THE ARMY SELECTION BOARDS
STREE1600 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 Commander, Office of the Chief of Ordnance, Aberdeen Proving Ground, MD 21005-5201

SUBJECT: Career Management Field (CMF) 89 Review and Analysis

1. Reference memorandum, HQDA, DAPE-MPE-PD, 9 September 2010, subject: Memorandum
of Instruction for the FY'11 Master Sergeant Promotion and Selection Board.

2. In accordance with the referenced memorandum, the selection board panel reviewing records
for CMF 89 submits this Review and Analysis to assist you in executing your duties as
proponent for MOS within this CMF.

3. Competence assessment of CMF 89 Promotion Zone.

a. Performance and potential:

(1). The Noncommissioned Officer Evaluation Report (NCOER) remains the most important
document in a Soldier’s promotion file. Raters and Senior Raters sent many mixed messages
in their remarks. A Rater would give very well rounded and quantitative bullets but the senior
rater would give weak comments and give ratings of 2/2 or 2/3 with bullets of “promote now”
or conversely give a 1/1 and “promote with peers”. These comments became very confusing
for evaluating a Soldier’s promotion potential. Bullets need to be quantitative and qualitative
and reflect the overall performance of the rated Soldier. A significant amount of unjustified
excellence bullets also sent an unclear message to board members.

(2). The DA photo is also an important component of a Soldier’s record. Many Soldiers either
had no photo or had a photo in the grade of SSG. This made many of the board members have to
question whether the Soldier could not take a photo based upon deployment history or whether
the Soldier just failed to place emphasis on the need for a photo. If a Soldier is unable to take a
current photo in grade due to a deployment, they need to ensure that it is annotated in their board
packet validation. For those that had photos, many had badges and awards improperly worn. A
small few had branch insignia reversed. Some Soldiers had decorations worn with no record of
the awards being issued. Soldiers need to ensure they have senior NCOs assist them with
inspecting their uniform prior to taking a photo. Many of the infractions could have been
corrected with more oversight from senior leaders. Soldiers also need to ensure all
documentation is included in their Official Military Personnel File (OMPF) and that their
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Enlisted Record Brief (ERB) is updated and accurate. ERBs need to accurately account for duty
positions filled during rating periods.

b. Utilization and assignments: Many Ordnance Soldiers performed outside of their normal
career path (i.e. Drill Sergeant, Recruiter, Observer/Controller). These Soldiers were given
special consideration based upon the demanding nature of the assignment. However, the board
questioned the need for these Soldiers to perform outside of their career path for an extensive
amount of time (3 years of more). This, while required by the Army, caused many of our extreme
performers to have their performance decreased causing many of our high performers to fall
behind their peers based on their performance outside their career field.

¢. Training and education:

(1). Civilian Education: Approximately 20-30% of CMF 89 Soldiers had a Baccalaureate
degree or higher. Conversely a significant number of Soldiers had 50 credit hours or less.
With the expansion of programs like GoArmyEd and the increase of the online education
services many Soldiers are not taking advantage of the multitude of civilian education
opportunities.

(2). Professional Military Education (PME): Many Soldiers started Phase I of requisite
Non-Commissioned Officer Education System (NCOES) but had not completed all
phases of schooling at the time of the board. This shows the increased OPTEMO our
Ordnance Soldiers face. Leaders need to continue to place emphasis on the need for PME
and the completion of required NCOES. Additionally, the board looked favorably on
those who exceeded course requirements. Many Soldiers reached their current grade and
stopped taking any further PME outside of NCOES. This showed a potential for lack of
further professional development.

d. Physical Fitness: Raters need to continue annotating high Army Physical Fitness Test
scores on the NCOER. A Soldier’s continued excellence demonstrated to the board that he/she is
physically fit and was viewed favorably by the board. Additionally, Soldiers failing to maintain
APFT requirements or height and weight requirements IAW AR 600-9 made these Soldiers
much less competitive for promotion.

e. Overall career management: The majority of our Ordnance SFC’s are well rounded career
professionals. They continue to demonstrate the excellence and professionalism required by our
nation. Many continue to perform in leadership assignments above their current pay grade and
continue to strive for excellence.

4. CMF structure and career progression assessment.

a. MOS compatibility within CMF: The lack of standardized job titles continues to make it a
challenge for board members to evaluate the level of responsibility and level of leadership
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required during that rating period. Supervisors need to ensure they accurately capture the level of
responsibility the rated Soldier performed.

b. Assignment and promotion opportunity: Soldiers need to continue to seek those demanding
assignments that will allow them to stand out from their peers. Many performed in 40 level
assignments with no supervisory role, this potentially limits their profession growth and potential
for promotion. Leaders need to seek out the demanding leadership role allowing their full
potential to be measured. This will further emphasize their potential for future leadership in the
Army. Raters need to ensure the duties of the rated Soldier, serving in a position of increased
responsibility or working above their grade, are accurately reflected in the duty title and daily
duties and scope section of the NCOER, not as a sub bullet of the additional duties (i.e. BN
Operations NCO/ Platoon Sergeant).

c. Overall health of CMF: Overall the health of the 89 CMF appears well. Specifically the
89D CMF appears undermanned as can be seen by the significant number of Soldiers performing
in positions above their current pay grade. Leaders need to continue to ensure this is properly
annotated on the NCOER.

5. Recommendations.

a. Competence. Leaders need to ensure they give an accurate picture of the NCO being rated.
Raters and Senior Raters need to understand the significance of the NCOER in promotion
potential process.

b. CMF structure and career progression. The current structure and career progression chart
the Ordnance Corps has is working and is valuable for Soldiers to see what positions they should
be striving to work in. There are NCOs who have spent significant amounts of time as instructors
or in staff oriented duty positions which do not provide the opportunity to deploy. This limits the
potential of the NCO from excelling among their peers. It is recommended that these Soldiers
search for more competitive and demanding assignments. Although the Army routinely requires
Soldiers to work outside their CMF, it is recommended that these Soldiers not continue to work
outside their CMF for more than two years. SFC’s need to remain competitive for promotion to
MSG and higher.

6. CMF Proponent Packets.

a. Overall quality: The overall quality of the proponent was adequate. The packet was
thorough in listing the proponent demanding positions. Unfortunately it was left up to the board
members to determine the ranking and prioritization of the demanding assignments. The
proponent guidance could have provided more specific information for each MOS, to include
special considerations. The board packet significantly addressed the challenges faced by our
young NCOs and assisted the board in understanding these issues. Continue to ensure that
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proponent packets are in line with guidance from Department of the Army Memorandum of
Instruction.

b. Recommended improvements: Recommend future proponent packets keep up to date with
the latest duty titles as unit MTOEs change to meet the modernization and modularization
requirements our Army demands.

//%/(/4 C”ffy/
JOSE R. ENRIQUE:
Colonel, LG, RA
Panel Chief

N
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AHRC-PDV-SEB o o 26 February 2011

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

FOR Office of the Chief of the Ordnance Corps, 2221 Adams Avenue, Fort vLee, VA
23801-2102 : : ' '

SUBJECT: Career Management Field (CMF)'SQ, 91 and 94 Review and Analysis for
the FY 11 Sergeant First Class Promotion Selection Board

1. References.

a. DAPE-MPE-PD, Memorandum of Instruction (MOI) dated 7 January 2011,

| .Subject: MO for the FY11 Sergeant First Class Promotion and Selection Board.

~ b. FY11 Sergeant First Class Promotion and Selection Board Standard Operating
Procedures effective 3 February 2011. ' '

2. In accordance with the referenced memorandum, the selection board panel

_ reviewing records for Career Management Fields (CMF) 89, 91, and 94 submits this

Review and Analysis to-assist you in executing your duties as proponent for Military .
Occupation Specialty (MOS) within this CMF. _ :

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

a. Performance and potential: The Noncommissioned Officer Evaluation Report
(NCOER) remains the cornerstone document in a Soldier’s file for evaluating
performance and future potential during Department of the Army Centralized Selection
Boards. Strong NCOERS that reflected above-average duty performance trends,

* potential for increased responsibility and demonstrated initiative weighed highest. The

majority of 89, 91 and 84 CMF Staff Sergeants clearly displayed good performance
while in challenging and higher grade positions, such as Motor Sergeant, Senior
Electronic Maintenance Supervisor, Section Sergeant, Platoon Sergeant, battalion and
brigade level staff positions. While these duty positions were considered favorable for a

Staff Sergeant (SSG), Non-Commissioned Officers also performed extremely well at -

positions outside the MOS as members of Military Transition Teams,
Observer/Controller, and Warrior Transition Units.
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(1) Strengths .

: a. There were clearly indications that more than 94% of Ordnance Staff
Sergeants served in positions consistent with their leadership and technical skill
requirements. A number of NCOs with less than 3 years time in grade had already
demonstrated exceptional performance at the next higher level, serving as Platoon
Sergeant, Maintenance Control Sergeant and Senior Electronic Mechanical
Supervisors. This indicates to the board that NCOs in the grade of SSG demonsirated
outstanding leadership in a variety of assignments and duty positions, showing that the
Ordnance Corps remains strong and flexible.

(2) Weaknesses

a. NCOs who received multiple disciplinary actions showed a pattern of
undesirable performance and conduct were considered unfavorable by board members.
NCOs who recently received disciplinary action were not viewed as Among the Best
and also considered unfavorably. The board also observed that negative comments

~ were not reflected on NCOERSs during the rating period when a noncommissioned -

officer hiad committed an offense or infraction (UCMJ/LTR REP/Courts Martial).

b. Rater and Senior Rater comments are not consistent with overall rating

~ (Fully Capable by Rater/1-1 Performance/Potential by Sr. Rater). There were many

NCOERs where the rater gave Among the Best while the Senior Rater gave a 2 in
Performance, 2 in Potential and Promote with Peers. Rater gave a rating of Fully
Capable while the Senior Rater gave a 1 in Performance, 1 in Potential and a comment
of Promote now/ immediately/ ahead of peers. Although acceptable it sent mix
messages to board members of the Rater/Senior Rater's professional assessment of
the NCO. ' . ~ ‘ '
¢. Uniform for DA Photo — Board members weighed Class A uniforms and
ASUs the same, as long as they were worn correctly. [t was evident that some NCOs

~took great pride and initiative in preparing uniforms and took exceptional photos that
- were viewed as favorable. There were also photos taken in the wrong-uniform, Dress -

Blues versus ASUs, awards worn incorrectly, incorrect items i.e.; silk ties, non
conservative eye glasses, faddish fingernails and uniforms too tight or too large. This
gave the indication that NCOs either knew or cared little about uniform regulatory
guidelinés and that there was a lack of leadership, oversight and mentoring in the
NCO's chain of command prior to them taking photos and was viewed unfavorably by
the board. :

: d. Missihg DA Photos from OMPF. The board observed several files
where the NCOs did not have a DA Photo posted within the last 5 years as per the MOL.
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e. Missing evaluations were constant throughout the board files. NCOs
were missing one or more NCOERs from the OMPF that were outside the MOI window.
Missing current NCOERSs i.e., ending period 20101031 made it difficult for board

 members to get a complete assessment of the NCOs performance and potential. This

caused many candidates to receive lower scores than those who had current NCOERs
on file.

b. Utilization and assignments: Staff Sergeants in the Ordnance CMF serve ina
wide variety of assignments which support ongoing operations of our Army. Due to
these assignments, our NCOs are both agile and versatile. There were a number of
Staff Sergeants serving in positions that were not directly associated with the technical

 skills of their Primary Military Occupational Specialty (PMOS). In the case of Drill

Sergeants, WTU Cadre, Recruiters, Military Transition Team (MiTT) Members, and

other difficult non- PMOS positians, the board recognized the demands that such
assignments placed on the NCO. These tough and challenging assignments were
viewed positively by the board and were essential and in line with the Army’s total

Soldier concept. Staff Sergeants who served for three or more evaluations outside of
their PMOS were scrutinized based on the duty position held. There were cases where
evaluations from duties outside the NCOs PMOS did not allow the SSG to demonstrate
the ability to work in demanding positions at the current or next higher positions within
the Ordnance Branch. The board understood the need in the units to have NCOs serve -
in functions outside their PMOS (i.e. Training NCO, Admin NCO). Leaders need to
realize that by having NCOs serve in positions outside their PMOS for prolonged

periods of time, they potentially degrade the core competent skills of that NCO. Taking
demanding leadership positions during deployment and while accomplishing the Army’s
mission was viewed favorably as the rigors of conducting two wars and numerous '
operations creates its own set of challenges to our Warriors.

¢. Training and education: The vast majority of Ordnance Soldiers had civilian
education. Roughly 85% of the population had some college and about 20% had
between two and four years of college. Soldiers who took the time for self-improvement
by taking college courses while also balancing their daily missions and deployments - - -
were looked upon favorably. However, in the 89D (Explosive Ordnance Disposal) field,
there was a much lower rate of Soldiers who had completed correspondence courses or
college. NCOs who exceeded course standards in NCOES schooling were looked at
favorably among their peers. '

d. Physical Fitness: Ordnance Staff ‘Sergeants are generally physically fit and meet
height and weight (HT/WT) standards. However, in some cases the NCOs DA Photo,
his or her actual recorded HT/WT on the NCOER caused board members to guestion

. obvious differences between the two. Raters and Senior Raters should ensure that

NCOs HTAWT is current and recorded accurately on their NCOERS to avoid questions
by board members of the validity of the NCOs HT/WT when viewing their DA Photo.
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Raters did ensure that those NCOs who failed their APFT and or HT/WT standards
received a needs improvement. However, there were some cases that the Rater did not
rate the NCO appropriately when they failed to meet Army standards. Raters must also
ensure that those NCOs that clearly exceed standards on the APFT are recognized with
excellent ratings and indicates this by stating that the NCO achieved a score, e.g, of
270 points and was awarded the Army Physical Fitness Badge. The actually score and
awarding the APFT badge helps board members determine excellence versus a general
score of 270 points.

e. Overall career management: Staff Sergeants in the Ordnance Career Fields
generally work in assignments which are vital for their career progression. They tend fo
serve in a variety of assignments which creates a Staff Sergeant capable of performing
in an ever changing environment supporting the missions of the Army and Joint
Operations. Many NCOs in the field demonstrate “The Total Soldier Concept” by taking
challenging assignments and excelling in the performance of their duties. This field is

able to find demanding positions which support the needs of the Army at most bases

whether forward deployed or at home duty stations.
4. CMF structure and career progression assessment.

a. Assignment and promotion opportunity: The Staff Sergeants considered during
this board had a variety of key and demanding assignments. There were many Staff
Sergeants serving in -40 level positions such as Logistics and Maintenance Advisors on
Transition Training Teams. Staff Sergeants have also served as Platoon Sergeants,
WTU Cadre, and AIT Platoon Sergeants, which shows the ability of the NCOs in the
Corps to find and perform in the toughest positions. Staff Sergeants in CMF 94 seemed
to have less opportunity to serve in the above mentioned duty positions however they
have had opportunities for assignments in Special Mission Assignments in Asymmetric
Warfare Units and White House Communication Support serving at the highest level of
our government. .

b. Overall health of CMF: The overall health of CMF 91 is good, while CMFs 94 and -

~ MOS 89D still has challenges meeting SFC select promotion objectives. One concern

is that increased requirements to support future contingency operations will accelerate
the need to fulfill Army grade requirements for critical MOSs. Leaders need to scrutinize
the maturity level of SSGs when considering positions of greater responsibility. Also
within CMF 91, and CMF 94, there are MOSs that requires review due to the limited

- amount of promotion opportunities.

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

a. Competence: Raters and Senior Raters must ensure they give an accurate picture
of the NCO being rated. This includes requisite counseling and use of the DA Form

4
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" 9166-8-1 NCOER Counseling and Support Form. Raters and Senior Raters must
understand that they are a significant component of the Staff Sergeants overall
competiveness.

‘b. CMF structure and career progression: The current structure and NCO
Professional Development maps the Ordnance Corps has is working and is valuable for
Soldiers to see what positions they should be striving to work in. There are NCOs who
have spent significant amounts of time as instructors or in duty positions which do not
provide the opportunity to deploy. It is recommended that these Staff Sergeants search
for different leadership positions to make them more competitive with other Staff
Sergeants in the CMFs. There seemed to be a trend in Staff Sergeants with more time
in service (15-20 years) to stay in duty positions outside the CMF or consistently work in
o -30 level positions. Staff Sergeants must stay competitive by continually working in ‘
tough and demanding leadership jobs. .

6. CMF Proponent Packets.

a. Overall quality: The overall quality of the Ordnance Corps Proponent Packet was
excellent. The content is thorough providing key points in assisting with understanding
critical/keyfunigue positions for Staff Sergeants serving in the MOS. Special duty
assighments such as Drill Sergeant, Recruiter, AIT Platoon Sergeant, WTU Squad
Leader and Provincial Reconstruction and Transition Team members, were also
covered, which assisted board members understanding of the demanding assignments
and challenges these NCOs face. : ‘

b. Recommended improvements: Recommend future proponent packets take in
. ‘consideration other broadening assignments where NCOs have operated in joint,
interagency, intergovernmental and multinational environments. We expect our NCOs
to be versatile leaders who possess the attributes necessary to operate in these
situations. This is significant for board members and leadership to recognize the
challenging assignments and duties our NCOs are given and the vast responsibilities
they are empowered with. Experience counts. o
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7. Conclusion or general comments: The panel selected the best qualified Non-
Commissioned Officers to the grade of Sergeant First Class based on overall
performance and potential for greater responsibility as future Senior Leaders of the
NCO Corps. Of note the panel also recognized the great sacrifices made by these
NCOs in the number of deployments to Iraq and Afghanistan over the past 10 years.
Their experiences and the combination of challenging environments across the
spectrum of conflict will yield a population of agile leaders capable of leading and
running the Army in the complex 21°%t Century security environment.







DEPARTMENT OF THE ARMY
U.S. ARMY HUMAN RESOURCES COMMAND
SECRETARIAT FOR DEPARTMENT OF THE ARMY SELECTION BOARDS
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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, Office of the Chief of the Ordnance, Fort Lee, VA 23801-1521

SUBJECT: Career Management Field (CMF) 91 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 91 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: The Noncommissioned Officer Evaluation Report
(NCOER) remains the most important document in a Soldier’s file for evaluating past
performance and future potential during Department of the Army (DA) Centralized
Selection Boards. Strong NCOERs that reflected above-average duty performance
trends, potential for increased responsibility and demonstrated initiative/self-
development weighed highest. The majority of the 91 CMF Sergeant First Class (SFCs)
clearly displayed good performance while in challenging and higher positions such as
First Sergeants, Maintenance Supervisors, Battalion Operations NCOIC, and
Detachment Sergeants. While these duty positions were considered opportunity for a
SFC, NCOs also performed extremely well at other positions such as Platoon Sergeants
and Motor Sergeants. '

(1) Strengths.

(a). A significant number of Ordnance Sergeant First Class demonstrated
outstanding leadership in a variety of different duty positions, showing that the
Ordnance Corps is strong and versatile. NCO’s who were given justified NCOERSs that
for next higher grade and promotion to Master Sergeant (MSG) were competitive.

(2) Weakness.
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(a). Senior Raters must ensure that their ratings are consistent. Ratings such
as “among the best” by the rater and a 2 or 3 block and “promote with peers” sends a
mixed message to the board panels. This created confusion and the board panel must
decide what the rater and senior rater really mean. A rating of “fully capable” by the
rater and 1 blocks by the senior rater creates the same confusion for the board
members. Marginal and needs improvement ratings and among the best along with 1
blocks also created confusion among the panel members as well.

(b). The official DA Photograph is also an important piece in the file when
being considered for promotion. There were many photos that were missing or
outdated, and in many cases the board members had to try to determine if the Soldier
had enough time to take a photo or not, based on deployments. In most cases,
deployments are not a short notice; Soldiers should take the time to get the most
current and up to date photo possible. If not, then the NCO should either write a letter to
the board or make a comment in his/her board file and explain the reason for not having
an up to date photo. There were many photos that the ERB would show a certain
amount of awards, but the photo would only have a portion of them. A number of photos
had the badges the wrong way, the brass on the wrong side; badges were missing the
clasps that hang down, awards that were in the wrong precedence, good conduct
medals that had oak leaf clusters instead of knots, service stripes were wrong according
to the Basic active service date on the ERB. NCOs should take a copy of their ERB and
look at their uniform, and take a second set of eyes that should know the uniform
regulation to the photo shop with them to make last minute corrections. A missing or
poor photo sends a strong message to the board panel that the NCO does not care
about their records enough to update it.

b. Utilization and assignments: Given the numerous demands placed on the
Ordnance CMF today, our SFCs are generally well- rounded. There were a few SFCs
who were being utilized outside of their Primary MOS. In the case of Drill Sergeants
(DS) or recruiters, just to name a few, the board realized these are demanding jobs and
recognized the difficulty in performing these duties. Additionally, these jobs were
generally viewed positivity for the overall rounding of an NCO’s knowledge,
competence, and abilities. The board did question the need for an NCO who worked
outside his/her MOS for a significant amount of time (3 or more years). In some cases,
this did not allow SFCs to adequately to demonstrate his/her ability to work positions of
higher responsibility in the Ordnance Branch. Deployments and assuming leadership
positions while deployed was also viewed as a positive for the SFC.

c. Training and education: A few of the Ordnance Soldiers had civilian education.
Roughly ten to twenty percent of the 91 CMF Soldiers had either had a degree or was
working towards a degree. It was obvious that our NCOs are taking the time to conduct
continuous education to improve themselves especially while doing their mission and
while deployed. There were a few NCOs who still needed to attend the Senior Leaders
Course (SLC). The board did look favorably on the NCOS who exceeded course
standards in SLC.
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d. Physical Fitness: Ordnance SFCs are for the most part physically fit Soldiers.
Those who achieved the APFT badge and maintained the badge were looked upon
favorably. Some raters ensured that those Soldiers who did not meet the height and
weight standards or failed an APFT received a “needs improvement”. Some raters tried
to rate the Soldier as a success when they failed one or both. The NCOES system is
ensuring that the Soldiers who fail to meet the standards in SLC are receiving a
marginal rating on the DA Form 1059. These Soldiers were not looked favorably for
promotion to Master Sergeant.

e. Overall career management: A majority of Ordnance SFCs are well rounded and
are working assignments conducive to their career progression. They generally
demonstrated an understanding the importance of taking the hard jobs and doing well at
those jobs. It remained obvious that these hard jobs are out their norm if the SFC wants
to find them and except them.

4. CMF structure and career progression assessment.

a. MOS compatibility within CMF: The lack of standardization for job titles made it
difficult for the board members to actually determine the level of which the Soldier was
actually working at. For example some Maintenance Supervisors are at a -40 level and
some are at a -50 level. Some Soldiers were actually assigned a -50 level on their ERB
but being rated as a -40 level on the NCOER and others were assigned a -40 level on
the ERB and being rated as a -50 level on the NCOER. This was a serious challenge for
the board members to actually determine which was which.

b. Suitability of standards of grade and structure: There are certain MOS's within the
CMF 91 that did not provide the level of leadership opportunity as others did, based
upon the SFC and higher level -50, authorized duty position on the Military Table of
Organization and Equipment (MTOE). As this is low density, the 91X seemed to have
more of an opportunity to assume leadership positions. However when the other MOS’s
(91A, 91K, 91M, and 91P) did assume the leadership positions, it made them much
more competitive.

¢. Assignment and promotion opportunity: The SFCs considered during this board
had a variety of assignments. For instance, many SFCs were serving as logistical
advisors on a MiTT team and Detachment Sergeants.

d. Overall health of CMF: The overall health of the CMF 91 is good. The only
concern is that the new equipment that is being fielded, some additional training on this
new equipment will have to happen.

5. Recommendations.
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a. Competence: Raters and senior raters must understand that they are a significant
component to the SFCs overall competitiveness. Raters and senior raters must ensure
that they give an accurate picture of the NCO being rated.

b. CMF structure and career progression: The current structure and career
progression maps that the Ordnance Corps has is working and is a valuable tool for the
Soldiers to see and identify what positions they should strive for. There are a few SFCs
who have spent a significant time as instructors or other duty outside their MOS that do
not allow the opportunity for deployment. These Soldiers should strive to search for
other opportunities and positions to make them more competitive for promotion to
Master Sergeant within the CMF.

6. CMF Proponent Packets.

a. Overall quality: The overall quality of the proponent packet is good. It covered all
the duty positions that a CMF 91 Soldier could hold. The packet also included the duty
positions such as MiTT teams, Force Protection NCOs, and Convoy
Commanders/NCOICs.

b. Recommended improvements: Recommend that the packet be updated yearly or
as needed, as new jobs and positions change rapidly in the ever changing environment
that we operate in.

7. Gonclusion. There were many highly qualified Sergeants First Class considered.
The field was very competitive; those selected were the best qualified.

" 'ROBERT B. OLIVERAS
Colonel, LG
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, US Army Quartermaster Center (ATTN: ATZM), 1201 20 Street, Fort
Lee, VA 23801-1601

SUBJECT: Career Management Field (CMF) 92 Review and Analysis

1. Reference memorandum, HQDA, DAPE-MPE-PD, 9 September 2010, subject: Memorandum
of Instruction for the FY'11 Master Sergeant Promotion and Selection Board.

2. In accordance with the referenced memorandum, the selection board panel reviewing records
for CMF 92 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: Noncommissioned Officer Evaluation Reports that reflected
exceptional performance while serving in demanding and challenging assignments were viewed
as a plus. Raters and Senior Raters that clearly articulated performance and future potential for
promotion sent a strong message to the board panel. Discrepancies between the Rater and Senior
Rater sent conflicting messages to the board panel which resulted in challenges for the panel to
understand the intent of the Rater and Senior rater. For example, all success and fully capable
ratings with a 1 /1, promote with peers, or a rating of needs improvement, fully capable 2/2
promote now. It is vital to get a clear snap shot in selecting the best qualified candidate.

b. Utilization and assignments: Board records that displayed outstanding service/duty in a
range of diverse assignments to include, special assignments, MTOE, TDA and deployment
critical positions were viewed favorably. Additionally, NCOs who demonstrated an assignment
history in high risk organization were also given special considerations.

c. Training and education: The board was extremely impressed with those that completed
Bachelor degrees and higher. With online education such as eArmyU and GoArmyED, the board
panel found this to be favorable for those who took advantage of these programs. Most NCOs
had significant credit hours without obtaining a college degree. A large population of NCOs
where enhancing their professional development by attending functional courses such as: Battle
Staff, 1SG course and Support Operation course. NCOs who obtained honors in NCOES were
also viewed as favorable. NCOERs need to reflect the performance and potential in these areas.
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d. Physical Fitness. A large population of NCOs met or exceeded the APFT standards along
with adherence to the height/weight standards IAW AR 600-9; however in a few cases when the
NCOER reflected “YES”, the photo depicted a different view and drew attention to the Soldier’s
physical fitness. It is critical that the Rater validate height and weight standards to reflect the
most current data.

Photos: There were a significant amount of NCOs that did not wear their awards and
decorations IAW AR 670-1. Awards on ERB and photo did not match in most cases
and/or no orders on OMPF.

e. Overall Career management: There was a consensus by board members that CMF 92 is
being effectively managed due to the large amount of NCOs who served in multiple positions.
Board members frowned upon those who stayed outside of their CMF for 36 plus months.
Soldiers that held positions such as Platoon Sergeant, Rear Detachment 1SG, Drill Sergeant and
cadre type duties: (Warrior Transition Battalion/Observer Controller/SGL/Instructor-Writer),
were given special consideration over those who mainly worked in the technical aspects of their
MOS only.

4. CMF structure and career progression assessment.

a. MOS compatibility within CMF: CMF 92 consists of 9 MOS’s from 92A to 92Y. Despite
the complexity and diverse duty descriptions of each MOS, the panel came to the consensus that
all NCOs had the opportunity to seek challenging and career enhancing leadership positions both
within and outside normal MOS.

b. Suitability of standards of grade and structure: Accurate and detailed duty description /duty
title 1s critical in managing our NCOs for correct manning and placement. ERBs and evaluations
consistently did not match the proper positioning. There were several instances where skill level
40s were being rated as skill level 20s and 30s. Quite a few ERBs had incoming as the current
duty position while the NCOER reflected otherwise.

c. Assignment and promotion opportunity. Overall the NCOs were afforded the opportunity to
pursue jobs in their current grade or higher. It is vital that Senior Enlisted Advisor/Career
Advisor continue to manage NCOs assignments where they have potential for career
enhancement and professional growth.

d. Overall health of CMF: The board came to the consensus that the CMF 92 was very
healthy and on the leading edge of professionalism. These NCOs where well diverse and multi-
functional, the epitome of BE, KNOW and DO.

5. Recommendations.

a. Competence. There were numerous discrepancies between the NCOERs and ERBs. All
NCOs must manage their records carefully and often review and validate. Major inconsistent
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height and weight data from one NCOER to the next create distractions for the panel while
reviewing the records. The NCO must review for accuracy at the end of each rated period.
Considerable care must be taken when writing the duty description. The description must be
clear about the level of responsibility. 1SGs and SGMs/CSMs have to review NCOERs for
proper bullets and grammar that reflect rated NCO assessment. The Rater and Senior Rater need
to ensure that proper counseling is being conducted and that NCO has a clear understanding of
expectations. The Rater and Senior Rater need to send a clear, concise message on the rated
NCO’s performance and potential. NCOs need to ensure their uniform and appearance is [AW
AR 670- 1. Recommend that NCOs take a senior leader with them to the Photo Lab to inspect
prior to taking a DA Photo. Within the total Soldier concept, NCOs should not wait until the last
minute or rating period to apply a sense of urgency in preparation for a centralized board ; this
has to be a daily process from the initial date of time in grade.

b. CMF structure and career progression. The current modular force places a lot of demand
on our NCOs both abroad and home station. CMF 92 NCOs need to establish and maintain a
balance of competitive duty assignments, along with continuing both military and civilian
education. With today’s technology and distant learning our NCOs have to take advantage of
honing their skills through all available resources to enhance their professional growth. Most
NCOs had multiple deployments while earning degrees.

6. CMF Proponent Packets.

a. Overall quality. Proponent packets served as a great tool and layout in preparing the board
panel in understanding what the critical demands are in the 92 CMF. Board panel found that
throughout CMF 92 that our NCOs are of high caliber and quality leaders that represent the
NCO Corps with the utmost fashion across the current modern battlefield. Continue to ensure
that proponent packets are in line with guidance from Department of the Army Memorandum of
Instruction.

b. Recommended improvements: None. Exceptional job laying out the demanding jobs as
well as special mission units/assignments. Great job with professional development path and
required schools and AST’s.

/,L/w /: = 7// 7 /
JOSE R. ENRIQ Eg
Colonel, LG, RA
Panel Chief
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SECRETARIAT FOR DEPARTMENT OF THE ARMY SELECTION BOARDS
1600 SPEARHEAD DIVISION AVENUE
FORT KNOX, KY 40122

22 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; U.S. Army Quartermaster Center (ATTN: ATZM) 1201 22" Street
Fort Lee, VA 23801-1601

SUBJECT: Career Management Field (CMF) 92 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. v

2. In accordance with the referenced memorandum, the selection board panel
reviewing records for CMF 92 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: Those Soldiers who displayed excellent performance

(exceeding the standard) while serving in assignments deemed challenging and

demanding, and who's duty description clearly articulated a high level of responsibility

‘were rated as exceptional. Excellent block checks by Raters and Senior Raters in the

Performance or Potential portion without justifying bullet comments were not favorably

considered, and caused the panel to question the validity of the other remarks on the
NCOER. '

b. Utilization and assignments: Files for NCO’s in CMF 92 reflected outstanding
performance in a variety of diverse assignments. These assignments include
Operations-NCO, Support Operations NCO, Brigade and Battalion S4's, and other
MTOE/TDA deployment critical positions were all viewed favorably. Additionally, NCOs
who served as Warrior Transition Cadre/ Drill Sergeants, Recruiters and Military
Transition Teams (MiTT) demonstrated leadership potential in a challenging and/or

demanding organization and were also given special consideration

¢. Training and education: Soldiers who took advantage of opportunities afforded
themn to further their education were viewed much more favorably than those who did
not. Having a Bachelor or professional degree was viewed as a plus by the panel. -
Even the ones who had not obtained a degree, but had credit hours and were working

_towards one, were seen by the panel as being worthy of favorable consideration. To
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the panel, NCOs who attended tough and challenging courses suich as Battle Staff and
Support Operations, where seen as Soldiers who cared about enhancing their
professional developmient. Also, attendance and completion of these types of courses
sent the message that their superiors believed these NCOs have the potential for
greater responsibility. Conversely, those NCOs who had little to no civilian education,
and only the required military schools, were seen as “stagnant ’

d. Physical Fitness: The APFT and height and weight standards, were either met
or exceeded by 90 percent or more of the population. However, in some of those
cases, the photos depicted a conflicting view, which makes the “YES” reflected on the
NCOER questionable. The Rater must validate height and weight standards to reflect
: the most current data. It is highly recommended that the Rater screen photos to ensure
I they depict the true image of the Soldier and that it aligns with the NCOER.

3 Photos: Many records lacked photos and did not have a valid justification for not
Pl having one in the file. For some of those records that appeared with photos, it was truly
| evident to the board members that many of our NCOs were not familiar with the wear
and appearance standards of the uniform IAW AR 670-1. ‘

e. Overall career management: Panel members agreed that CMF 92 is healthy
and is being managed well, overall. However, panel members were very concerned
~ with the quality of NCOERs from the 92G and 92Y military occupational specialties
relative to those of the others in the 92 CMF. Post board discussion revealed several
~ theories in an attempt to explain the glaring difference in the quality of the NCOERs.
The one theory the stood out from the rest was that NCOs in those specialties may not -
be taking full advantage of opportunities to lead when they are presented. Also, they
are far removed from the presence of their Raters and Senior Raters who may
. . understand what they do, or see the great things they do every day.
i Special consideration was given to those Soldiers who held positions as Platoon
4 Sergeants, Drill Sergeants, Operation NCOs, WTU Cadre, Observer/Controllers,
Instructor/Writer/Squad Leaders, Detachment Commanders, 1SG,and those who held
skill level 40 positions for a certain length of time. They were considered a level above
those who only performed technical portions of the MOS. Consequently, the panel did
not look favorably upon those NCOs who chose to work out side of their MOS for an
'r extended period of time and were not in one of the positions mentioned above.

4. CMF structure and career progression assessment.

a. MOS compatibility within CMF: Due to the diversity of the CMF 92 many NCOs
were serving in variety of key leadership positions which afforded them the opportunity
" to be challenged and furthermore enhance their leadership potential.
However, the panel members recognize that some duty descriptions did not clearly
define their leadership responsibilities. Duty titles/descriptions need to be standardized
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in accordance with current MTOEs fo assist the board in determining the sighificance
and level of responsibility of the job. '

b. Suitability of standards of grade and structure: Proper managing of the NCO’s
within the CMFE 92 is critical. Several NCOs were rated as senior leader but were
manned in skill level 10/20 positions as depicted on their ERB.

c. Assignment and promotion opportunity: A significant amount of NCOs were
afforded the opportunity to serve at levels of greater responsibility both within and
outside of their CMF. Many NCOs had diverse assignment backgrounds and
multifunctional. : ' '

d. Overall health of CMF: The panel rated the overall health of CMF 92 as good.
Most NCOs within CMF 92, at the SSG level, are actively seeking leadership roles and
are pursing self improvement through education. :

5. Recommendations._

a. Competence: An honest and accurate assessment of the NCO being rated is key
to assessing his or her potential for greater responsibility. The Rater/Senior raterhasa
responsibility to the NCOQ, the unit and the Army to give an accurate picture of the NCO.
Also, the NCO has a responsibility to take an active role in the development and
submission of his or her NCOER. : _

b. CMF structure and career progression: It is critical that the Soldier utilizes the
CMF career map to develop their career. Although leadership positions are limited in
some specialties, NCOs must continue to seek out leadership positions in the next
higher grade. The completion of civilian education and military education to improve
technical competence are joined at the hip. These are required to ensure Soldiers set
themselves apart from their peers and stay competitive within the CMF

6. CMF Proponent Packets.

a. Overall quality: The overall quality of the proponent packet was excellent. The
packet provided a good breakdown of the duty titles/descriptions at the SSG level. 1t
also provided a detailed description of what SSGs should be doing, what is expected of
them, and what makes them stand out in their particular specialties. Continue to ensure

‘the proponent packets are in line with guidance from Department of the Army

Memorandum of instruction.

b. Recommended improvements: None at this time. Continue the outstanding job
of providing a first-rate road map to success in CMF 92. '
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4 ‘ PHARISSE BERRY

| » Colonel, LG _
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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-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, Office of the Chief of the Ordnance, Fort Lee, VA 23801-1521

SUBJECT: Career Management Field (CMF) 94 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 94 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 (strengths and weaknesses).

a. Performance and potential:  The majority of 94 CMF Sergeants First Class
(SFCs) clearly displayed good performance within the typical challenging CMF duties
and higher grade positions. While these duty positions were considered opportune for
SFC, Noncommissioned-Officers (NCOs) also performed extremely well at non-
traditional positions such as Maintenance Control Supervisor and Platoon Sergeant.
Relevant additional duties in combination with the actual duty position were viewed
positively as well.

(1) Strength. NCOs in leadership positions did well during the review and voting
process. Sergeants First Class are seeking the tough demanding jobs such as
Operations NCO (GP/BDE/BN Level), Training Developer and Writer, Recruiter, First &
Detachment Sergeant, Senior/Drill and AIT Platoon Sergeant, Instructor/SGL NCOES,
Career Management NCO, Military Transition Team, Observer/Controller Trainer &
Advisor, etc. A fair number of NCOs took the time to have a current photo (reflecting
current grade, awards, etc), along with updated and reviewed Enlisted Record Briefs
(ERB). This was viewed favorably by the Board Members.

(2) Weaknesses.
(a) A considerable amount of NCOERSs, specifically duty description did not

reflect accurately and align with the ERB. Inconsistency with ratings between Raters
and Senior Raters sent a mixed message to the board members. In many instances
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SRs were not clear as to promotion of ‘now/immediately’; ’ahead of peers’; ‘with peers’.
Files which had disciplinary data (GOMOR/Art 15), occasionally was not reflected in the
NCOERs covering that rating period in which the infraction occurred. NCOERs with
‘NO’ in values did not always contain a corresponding bullet, or a ‘NO’ in APFT or
HT/WT without ‘Needs Improvement’ marked. In these instances, as well as those
reports which were marked appropriately, the Rater would still give a rating of “Among
the Best” / “Fully Capable” and/or the SR would mark the 1/2/3 blocks in performance
and potential with bullets of promote “ahead” or “with peers”. NCOs who do not meet
the standards, should be blocked “marginal”, “Needs some Improvement”, or “Needs
much Improvement” and as such should be “retain in grade”, “do not promote”, or
language to that effect and either “4” or “5” blocked. There were a number of board files
with missing NCOERs, which left PMs guessing at the status of the NCO.

(b) The official DA photograph is also an important component of an NCO’s
file when being considered for promotion. There were many files that were missing
Photos and based on deployment time frames, board members in most cases could
determine whether or not the NCO had sufficient time to obtain a photo. Many NCOs
did not state the reason for a missing photo in the comments when validating their
record. Specific, legitimate reason should be explained in the Enlisted Records Brief
(ERB) comments. There were a moderate amount of obvious uniform infractions.
Reversed brass, wrong pertinences on ribbons, i.e. oak leaf(s) on Good Conduct Medal
(GCM), missing clasp on badges, no DUIs, unauthorized wearing of unit awards to
name a few. NCOs must ensure they and a Senior NCO review their DA Photo before
accepting it into Department of the Army Photo Management Information System
(DAPMIS). NCOs with photos matching their ERB and in ASUs reflected highly in their
overall file review. An additional set of eyes to check for mistakes, quality and blurriness
can ensure that quality DA Photo is available for the board members to review. Bottom
line: A missing or poor DA Photo sends a message to the board members that the NCO
may not care enough about his or her record.

b. Utilization and assignments: Given the numerous demands placed on the
Ordnance CMF today, our Sergeant First Class NCOs are generally well rounded. A
number of Sergeants First Class were being utilized outside of their Primary Military
Occupation Specialty (PMOS). Drill Sergeants/AIT Platoon Sergeants and Recruiters;
to name a few, the board recognized the difficulty in performing in such positions.
Additionally this was generally viewed positively for the overall rounding of an NCO’s
knowledge, abilities and competence. However, the board questioned NCOs who are
spending a significant amount of time, more than 36 to 48 months in the same position.
NCOs need to understand that this could significantly impact their relevance and
promotion opportunities. In some cases, this did not allow Sergeant First Class NCOs
to adequately demonstrate his or her ability to work in positions of higher responsibility
in the Ordnance Branch. Deployments and assuming Leadership positions, while being
deployed was viewed favorably, as our country has been in two wars simultaneously for
over eight years now. The board also recognized the challenges of serving in rear
detachment and Warrior Transition Unit leadership position.





AHRC-PDV-S
SUBJECT: Career Management Field (CMF) 94 Review and Analysis

c. Training and Education: Board files, which reflected continued military and
civilian education, were looked upon favorably by the board members. NCOs are
furthering their education despite the OPTEMPO. AERs which were marginal for any
reason were not viewed favorably by the board members. A substantial amount of
Ordnance NCOs (94) had civilian education. The Education population level ranged
from NCOs completing semester hours to those with Masters Degrees. It was obvious
that our NCOs are taking the time to conduct continuous education to improve
themselves especially while doing their mission and while deployed. There were a few
NCOs who did not already complete the Senior Leadership Course (SLC). Additionally,
the board looked favorably on NCOs who achieved honors in NCOES Schooling.

d. Physical Fitness: Ordnance SFCs for CMF 94 are generally physically fit. Those
who achieved above a 270 and maintained their score over several NCOERs were
evident by the many excellence blocks which looked positive by board members.
Soldiers who achieved the APFT badge and maintained the badge were looked upon
favorably. Some raters ensured that those Soldiers, who did not meet the HT/WT
standards or failed the APFT, receive “needs improvement”. The NCOES system is
ensuring that the Soldiers who fail to meet standards, receive “marginal’ on DA Form
1059.

4. CMF structure and career progression assessment.

a. Board Members invested a significant amount of time and effort in reviewing duty
positions held at the SFC level. The lack of standardization for the job titles made it
difficult for the board members to actually determine the level of which the Soldier was
actually working at. The board members favorably viewed NCOs who served / are
serving in Division / Brigade Combat Teams and Battalion Headquarters. Continue to
encourage SFCs Class to seek the traditional and non-traditional CMF 94 positions.

b. Quality of NCOERs continues to improve: However, the Chain of Command must
review NCOERSs for correctness, timeliness and accuracy. Rater and Senior Rater (SR)
need to ensure that ratings are justified and consistent. Remember, the NCOER
remains the most important and primary vehicle for the rater and SR to communicate to
the board members. Performance at the current level and potential for increased
responsibility at higher grades were consistently addressed.

d. Overall health of CMF 94 remains strong and viable: NCOs in the field have
accumulated a wealth of knowledge and experiences in varying positions / levels / types
of organizations which will be of benefit as our Army continues to transform and adapt
for the future.

5. CMF 94 Proponent Packets.

a. The quality of the packets was good and served as a good tool for the board
members. The career maps were very specific as to positions, key and important
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assignments that a CMF 94 NCO can hold. The packet also included guidance from the
Proponent and was helpful and valuable to board members.

b. Improvement: Recommend that future proponent packets be kept up to date with
the latest duty titles and positions that come from an ever changing Army involved on
two different war fronts. This is critical for panel members and leadership to stay
abreast and give all SFCs a fair and balanced look at the job they are performing.
These NCOs will rare eligible to compete along with their peers.

6. Conclusion. There were many highly qualified Sergeants First Class considered.
The field was very competitive; those selected were the best qualified.

o

=~ Ve

= 'ROBERT B. OLIVERAS
Colonel, LG
Panel Chief
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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 17 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, US Army Ordnance Center and School, 2221 Adams Avenue, Fort
Lee, VA 23801-2102

SUBJECT: Career Management Field (CMF) 89 Review and Analysis

1. Reference memorandum, HQDA, DAPE-MPE-PD, 22 February 2011, subject: ‘
Memorandum of Instruction for the FY11 United States Army Sergeants Major Academy
Training and Selection Board (USASMA).

2. In accordance with the referenced memorandum, the selection panel reviewing
records for CMF 89 submits this Review and Analysis to assist you in executing your
duties as proponent for MOS 89B and 89D within this CMF.

3. Competence assessment of Promotion Zone.

a. Performance and potential. The quality of the Noncommissioned Officer (NCO)
records considered for this selection board allowed the panel to select the best qualified
NCOs for attendance to the Sergeant Major Course (SMC) and promotion to Sergeant
Major. There were numerous documents to review in a short period of time, but the
three documents that helped produce the most accurate snapshot of the NCO were the
Noncommissioned Officer Evaluation Report (NCOER), the Enlisted Records Brief
(ERB), and the Department of the Army (DA) Photo.

(1) Rater Ratings. Raters and senior raters did not routinely send clear and
consistent messages. For example “among the best” ratings did not always correlate
with the performance box checked on evaluations. Ratings of all “success” with
potential ratings of “among the best” are difficult to distinguish from the NCOs who have
a majority of “excellence” ratings. Additionally, raters should also be educated on the
impact of an inconsistent messaging. Deeming an NCO “fully capable” when the bullet
comments in the evaluation portray a stronger performance and potential picture puts
the NCO at a distinct disadvantage and leaves the board member having to speculate.
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Raters and senior raters must ensure that bullet comments are quantifiable and
measureable.

(2) Senior Rater. Statements such as “promote immediately” and “promote now”
should be reserved for the very best NCOs who are considered best qualified for
promotion. The rating should correlate with the block checks in partV, ¢ & d. Senior
Raters using terms such as “now” and “immediately” but using block ratings of “2” sent
mixed signals. Senior Raters should also understand the impact of marking a “2” or “3”
block when accompanied by comments such as “promote ahead of peers” sends an
inconsistent message.

b. Utilization and Assignments.

NCOs who served successfully in a variety of demanding and high risk
assignments were seen as having the greatest promotion potential. Those with a
pattern of justified excellence bullets in these positions were easy to recognize and
evaluate. Favorable consideration was given to these positions held CSM, SGM, 158G,
REAR-DET CSM/SGM/1SG, BDE level or higher Staff NCO positions, all Transition
Teams, Special Mission Units (SMU), I1G, EO, Observer Controller.

c. Training and Education.

Both military and civilian education was taken into consideration. The panel looked
for a demonstrated level of devotion to their profession through measureable and
continuous self-improvement. Master Sergeants that pursued higher education gave
the panel a good indicator of the Soldiers determination and willingness to improve,
whether it is through technical certification or formal civilian education. The number of
semester hours were taken into consideration but Soldiers with college degrees were
looked at more favorably. The panel took into consideration those select
Noncommissioned Officers that excelled during NCOES. Those NCOs that exceeded
~ course standards were given significant credit for their accomplishments.

d. Physical Fitness.

(1) Overall, NCOs were physically fit and met height and weight standards. |
Those who consistently exceeded fitness standards as depicted by clear rater bullets
were viewed favorably.

(2) The importance of the DA Photo cannot be stressed enough. [t gives the
panel members a view of the NCOs professional and military bearing as well as the
NCOs fitness and achievements. We all agree that the OPTEMPO is extremely high;
however, the zone of consideration was the last two years or more. It is rare that an
NCO would not have the opportunity during that timeframe to have a DA Photo taken
and have it present for viewing by the panel. There were a number of NCOs with major
discrepancies with their photos, i.e. US and branch insignia on the wrong side, combat
and special skills badges worn incorrectly, not wearing appropriate rank, and ribbons

2
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not in the correct order. NCOs that did not have a valid photo on file made it very
difficult for panel members to make an accurate assessment of the NCOs overall
appearance and bearing.

e. Overall career management.

Considering the high OPTEMPO of today’s Army, most NCOs performed in diverse
assignments. Soldiers who performed successfully in modular Brigades and Divisions
in addition to non-traditional assignments were viewed favorably by the panel. NCOs
are encouraged to continue seeking challenging assignments in modular units first and
then follow with professional development non-traditional assignments. For those who
successfully performed in high risk positions, the panel took the difficulty of the mission
into consideration. Finally, the NCOER, ERB, and DA Photo were all vital parts of the
panel assessment process.

4. CMF structure and career progression assessment.

a. Accurate duty titles and descriptions remain critical for properly identifying and
NCOs utilization and assignment history. The panel observed several cases where
NCOs duty titles did not properly match assignment history on their ERB.

b. Assignment and promotion opportunity.

Assignment and promotion opportunities exist for those First Sergeants and Master
Sergeants who seek them. Those who sought the most challenging assignments and
performed exceptionally well in their assigned duties were viewed favorably. In
addition, those who maintained exceptional skills set the standard for excellence.

c. Overall health of Force Sustainment .

The health of 1SGs/MSGs within the TC, OD, QM, and ACQ CMF’s remains strong
and NCOs continue to perform well both in and out of combat. To sustain this, NCOs
should continue to seek demanding duties in traditional and non-traditional
assignments.

d. Other, as appropriate.
None
5. Recommendations.
a. This is a modular and expeditionary force, NCOs must pursue assignments that

give experience in supporting expeditionary units and gaining experience in performing
key aspects of ARFORGEN.
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b. Itis essential that NCOs ensure that their “My Board File” is up-to-date,
complete, and validated.

c. Competence. NCOs should continue to seek diversity in their assignments and
professional development. The panel considered the best qualified future leaders,
those who performed well across the full spectrum of military operations.

d. CMF structure and career progression. NCOs should continue to seek a
balance of MTOE and TDA assignments. Catalyst to success is action taken by career
managers to inform/recommend to NCO assignment opportunities that will give a
diverse background.

e. The NCOER still remains the most important document that the board uses to
assess the overall performance and potential of the Noncommissioned Officer. [t
appears in some cases that certain derogatory information was intentionally left off the
NCOER that was later discovered in the Soldier's performance file. It is imperative that
all raters, senior raters and reviewers use effective Army writing when completing all
evaluations.

6. CMF Proponent Packets.
a. Overall quality.

The overall quality and content of the proponent information packet was useful and
assisted panel members in selecting the best qualified NCOs for attendance to SMC
and promotion to SGM.

b. Recommended improvements.

Align Proponent Packets with the NCO De\)elopment Model. The packets provided
excellent guidance to the panel members and will continue to better serve future panels
if it addresses any special considerations, characteristics, and job opportunities for all
MOS’s.
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RICHARD B. DIX
Colonel, LG
Panel Chief
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AHRC-PDV-S 17 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, US Army Ordnance Center and School, 2221 Adams Avenue, Fort
Lee, VA 23801-2102

SUBJECT: Career Management Field (CMF) 91 Review and Analysis

1. Reference memorandum, HQDA, DAPE-MPE-PD, 22 February 2011, subject:
Memorandum of Instruction for the FY11 United States Army Sergeants Major Academy
Training and Selection Board (USASMA).

2. In accordance with the referenced memorandum, the selection panel reviewing
records for CMF 91 submits this Review and Analysis to assist you in executing your
duties as proponent for MOS 91Z within this CMF.

3. Competence assessment of Promotion Zone.

a. Performance and potential. The quality of the Noncommissioned Officer (NCO)
records considered for this selection board allowed the panel to select the best qualified
NCOs for attendance to the Sergeant Major Course (SMC) and promotion to Sergeant
Major. There were numerous documents to review in a short period of time, but the
three documents that helped produce the most accurate snapshot of the NCO were the
Noncommissioned Officer Evaluation Report (NCOER), the Enlisted Records Brief
(ERB), and the Department of the Army (DA) Photo.

(1) Rater Ratings. Raters and senior raters did not routinely send clear and
consistent messages. For example “among the best” ratings did not always correlate
with the performance box checked on evaluations. Ratings of all “success” with
potential ratings of “among the best” are difficult to distinguish from the NCOs who have
a majority of “excellence” ratings. Additionally, raters should also be educated on the
impact of an inconsistent message. Deeming an NCO “fully capable” when the bullet
comments in the evaluation portray a stronger performance and potential picture puts
the NCO at a distinct disadvantage and leaves the board member having to speculate.





AHRC-PDV-8
SUBJECT: Career Management Field (CMF) 91 Review and Analysis

Raters and senior raters must ensure that bullet comments are quantifiable and
measureable.

(2) Senior Rater. Statements such as “promote immediately” and “promote now”
should be reserved for the very best NCOs who are considered best qualified for
promotion. The rating should correlate with the block checks in part V, ¢ & d. Senior
Raters using terms such as “now” and “immediately” but using block ratings of “2" sent
mixed signals. Senior Raters should also understand the impact of marking a “2” or “3”
block when accompanied by comments such as “promote ahead of peers” sends an
inconsistent message.

b. Utilization and Assignments.

NCOs who served successfully in a variety of demanding and high risk
assignments were seen as having the greatest promotion potential. Those with a
pattern of justified excellence bullets in these positions were easy to recognize and
evaluate. Favorable consideration was given to these positions held CSM, SGM, 1SG,
REAR-DET CSM/SGM/1SG, BDE level or higher Staff NCO positions, all Transition
Teams, Special Mission Units (SMU), IG, EO, Observer Controller.

c. Training and Education.

Both military and civilian education was taken into consideration. The panel looked
for a demonstrated level of devotion to their profession through measureable and
continuous self-improvement. Master Sergeants that pursued higher education gave
the panel a good indicator of the Soldiers determination and willingness to improve,
whether it is through technical certification or formal civilian education. The number of
semester hours were taken into consideration but Soldiers with college degrees were
looked at more favorably. The panel took into consideration those select
Noncommissioned Officers that excelled during NCOES. Those NCOs that exceeded
course standards were given significant credit for their accomplishments.

d. Physical Fitness.

(1) Overall, NCOs were physically fit and met height and weight standards.
Those who consistently exceeded fitness standards as depicted by clear rater bullets
were viewed favorably.

(2) The importance of the DA Photo cannot be stressed enough. It gives the
panel members a view of the NCOs professional and military bearing as well as the
NCOs fitness and achievements. We all agree that the OPTEMPO is extremely high;
however, the zone of consideration was the last two years or more. ltis rare that an
NCO would not have the opportunity during that timeframe to have a DA Photo taken
and have it present for viewing by the panel. There were a number of NCOs with major
discrepancies with their photos, i.e. US and branch insignia on the wrong side, combat
and special skills badges worn incorrectly, not wearing appropriate rank, and ribbons
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not in the correct order. NCOs that did not have a valid photo on file made it very
difficult for panel members to make an accurate assessment of the NCOs overall
appearance and bearing.

e. Overall career management.

Considering the high OPTEMPO of today’s Army, most NCOs performed in diverse
assignments. Soldiers who performed successfully in modular Brigades and Divisions
in addition to non-traditional assignments were viewed favorably by the panel. NCOs
are encouraged to continue seeking challenging assignments in modular units first and
then follow with professional development non-traditional assignments. For those who
successfully performed in high risk positions, the panel took the difficulty of the mission
into consideration. Finally, the NCOER, ERB, and DA Photo were all vital parts of the
panel assessment process.

4. CMF structure and career progression assessment.

a. Accurate duty titles and descriptions remain critical for properly identifying and
NCOs utilization and assignment history. The panel observed several cases where
NCOs duty titles did not properly match assignment history on their ERB.

b. Assignment and promotion opportunity.

Assignment and promotion opportunities exist for those First Sergeants and Master
Sergeants who seek them. Those who sought the most challenging assignments and
performed exceptionally well in their assigned duties were viewed favorably. In
addition, those who maintained exceptional skills set the standard for excellence.

c. Overall health of Force Sustainment .
The health of 1SGs/MSGs within the TC, OD, QM, and ACQ CMF’s remains strong
and NCOs continue to perform well both in and out of combat. To sustain this, NCOs

should continue to seek demanding duties in traditional and non-traditional
assignments.

d. Other, as appropriate.
None
5. Recommendations.
a. This is a modular and expeditionary force, NCOs lmust pursue assignments that

give experience in supporting expeditionary units and gaining experience in performing
key aspects of ARFORGEN.
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b. Itis essential that NCOs ensure that their “My Board File” is up-to-date,
complete, and yalidated.

c. Competence. NCOs should continue to seek diversity in their assignments and
professional development. The panel considered the best qualified future leaders,
those who performed well across the full spectrum of military operations.

d. CMF structure and career progression. NCOs should continue to seek a
balance of MTOE and TDA assignments. Catalyst to success is action taken by career
managers to inform/recommend to NCO assignment opportunities that will give a
diverse background.

e. The NCOER still remains the most important document that the board uses to
assess the overall performance and potential of the Noncommissioned Officer. It
appears in some cases that certain derogatory information was intentionally left off the
NCOER that was later discovered in the Soldier's performance file. It is imperative that
all raters, senior raters and reviewers use effective Army writing when completing all
evaluations.

6. CMF Proponent Packets.
a. Overall quality.

The overall quality and content of the proponent information packet was useful and
assisted panel members in selecting the best qualified NCOs for attendance to SMC
and promotion to SGM.

b. Recommended improvements.

Align Proponent Packets with the NCO Development Model. The packets provided
excellent guidance to the panel members and will continue to better serve future panels
if it addresses any special considerations, characteristics, and job opportunities for all
MOS'’s.

RICHARD B. DIX
Colonel, LG

Panel Chief
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SECRETARIAT FOR DEPARTMENT OF THE ARMY SELECTION BOARDS
1600 SPEARHEAD DIVISION AVENUE
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AHRC-PDV-S 17 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, US Army Quartermaster Center and School, 2221 Adams Avenue,
Fort Lee, VA 23801-2102

SUBJECT: Career Management Field (CMF) 92 Review and Analysis

1. Reference memorandum, HQDA, DAPE-MPE-PD, 22 February 2011, subject:
Memorandum of Instruction for the FY11 United States Army Sergeants Major Academy
Training and Selection Board (USASMA).

2. In accordance with the referenced memorandum, the selection panel reviewing
records for CMF 92 submits this Review and Analysis to assist you in executing your
duties as proponent for MOS 92F, 92G, 92L, 92M, 92R, 928, 92W and 927 within this
CMF.

3. Competence assessment of Promotion Zone.

a. Performance and potential. The quality of the Noncommissioned Officer (NCO)
records considered for this selection board allowed the panel to select the best qualified
NCOs for attendance to the Sergeant Major Course (SMC) and promotion to Sergeant
Major. There were numerous documents to review in a short period of time, but the
three documents that helped produce the most accurate snapshot of the NCO were the
Noncommissioned Officer Evaluation Report (NCOER), the Enlisted Records Brief
(ERB), and the Department of the Army (DA) Photo.

(1) Rater Ratings. Raters and senior raters did not routinely send clear and
consistent messages. For example “among the best” ratings did not always correlate
with the performance box checked on evaluations. Ratings of all “success” with
potential ratings of “among the best” are difficult to distinguish from the NCOs who have
a majority of “excellence” ratings. Additionally, raters should also be educated on the
impact of an inconsistent message. Deeming an NCO “fully capable” when the bullet
comments in the evaluation portray a stronger performance and potential picture puts
the NCO at a distinct disadvantage and leaves the board member having to speculate.
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Raters and senior raters must ensure that bullet comments are quantifiable and
measureable.

(2) Senior Rater. Statements such as “promote immediately” and “promote now”
should be reserved for the very best NCOs who are considered best qualified for
promotion. The rating should correlate with the block checks in part V, ¢ & d. Senior
Raters using terms such as “now” and “immediately” but using block ratings of “2" sent
mixed signals. Senior Raters should also understand the impact of marking a “2” or *3”
block when accompanied by comments such as “promote ahead of peers” sends an
inconsistent message.

b. Utilization and Assignments.

NCOs who served successfully in a variety of demanding and high risk
assignments were seen as having the greatest promotion potential. Those with a
pattern of justified excellence bullets in these positions were easy to recognize and
evaluate. Favorable consideration was given to these positions held CSM, SGM, 1SG,
REAR-DET CSM/SGM/1SG, BDE level or higher Staff NCO positions, all Transition
Teams, Special Mission Units (SMU), IG, EO, Observer Controller.

c. Training and Education.

Both military and civilian education was taken into consideration. The panel looked
for a demonstrated level of devotion to their profession through measureable and
continuous self-improvement. Master Sergeants that pursued higher education gave
the panel a good indicator of the Soldiers determination and willingness to improve,
whether it is through technical certification or formal civilian education. The number of
semester hours were taken into consideration but Soldiers with college degrees were
looked at more favorably. The panel took into consideration those select '
Noncommissioned Officers that excelled during NCOES. Those NCOs that exceeded
course standards were given significant credit for their accomplishments.

d. Physical Fitness.

(1) Overall, NCOs were physically fit and met height and weight standards.
Those who consistently exceeded fitness standards as depicted by clear rater bullets
were viewed favorably.

(2) The importance of the DA Photo cannot be stressed enough. It gives the
panel members a view of the NCOs professional and military bearing as well as the
NCOs fitness and achievements. We all agree that the OPTEMPO is extremely high;
however, the zone of consideration was the last two years or more. It is rare that an
NCO would not have the opportunity during that timeframe to have a DA Photo taken
and have it present for viewing by the panel. There were a number of NCOs with major
discrepancies with their photos, i.e. US and branch insignia on the wrong side, combat
and special skills badges worn incorrectly, not wearing appropriate rank, and ribbons
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not in the correct order. NCOs that did not have a valid photo on file made it very
difficult for panel members to make an accurate assessment of the NCOs overall
appearance and bearing.

e. Overall career management.

Considering the high OPTEMPO of today's Army, most NCOs performed in diverse
assignments. Soldiers who performed successfully in modular Brigades and Divisions
in addition to non-traditional assignments were viewed favorably by the panel. NCOs
are encouraged to continue seeking challenging assignments in modular units first and
then follow with professional development non-traditional assignments. For those who
successfully performed in high risk positions, the panel took the difficulty of the mission
into consideration. Finally, the NCOER, ERB, and DA Photo were all vital parts of the
panel assessment process.

4. CMF structure and career progression assessment.

a. Accurate duty titles and descriptions remain critical for properly identifying and
NCOs utilization and assignment history. The panel observed several cases where
NCOs duty titles did not properly match assignment history on their ERB.

b. Assignment and promotion opportunity.

Assignment and promotion opportunities exist for those First Sergeants and Master
Sergeants who seek them. Those who sought the most challenging assignments and
performed exceptionally well in their assigned duties were viewed favorably. In
addition, those who maintained exceptional skills set the standard for excellence.

c. Overall health of Force Sustainment .
The health of 1SGs/MSGs within the TC, OD, QM, and ACQ CMF’s remains strong
and NCOs continue to perform well both in and out of combat. To sustain this, NCOs

should continue to seek demanding duties in traditional and non-traditional
assignments.

d. Other, as appropriate.
None
5. Recommendations.
a. This is a modular and expeditionary force, NCOs must pursue assignments that

give experience in supporting expeditionary units and gaining experience in performing
key aspects of ARFORGEN.
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b. Itis essential that NCOs ensure that their “My Board File” is up-to-date,
complete, and validated.

c. Competence. NCOs should continue to seek diversity in their assignments and
professional development. The panel considered the best qualified future leaders,
those who performed well across the full spectrum of military operations.

d. CMEF structure and career progression. NCOs should continue to seek a
balance of MTOE and TDA assignments. Catalyst to success is action taken by career
managers to inform/recommend to NCO assignment opportunities that will give a
diverse background.

e. The NCOER still remains the most important document that the board uses to
assess the overall performance and potential of the Noncommissioned Officer. |t
appears in some cases that certain derogatory information was intentionally left off the
NCOER that was later discovered in the Soldier's performance file. It is imperative that
all raters, senior raters and reviewers use effective Army writing when completing all
evaluations.

6. CMF Proponent Packets.
a. Overall quality.

The overall quality and content of the proponent information packet was useful and
assisted panel members in selecting the best qualified NCOs for attendance to SMC
and promotion to SGM.

b. Recommended improvements.

Align Proponent Packets with the NCO Development Model. The packets provided
excellent guidance to the panel members and will continue to better serve future panels
if it addresses any special considerations, characteristics, and job opportunities for all
MOS's.

/%(L/M\ﬁd() 3/5 /Q}b
RICHARD B. DIX
Colonel, LG

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, US Army Ordnance Center and School, 2221 Adams Avenue, Fort
Lee, VA 23801-2102

SUBJECT: Career Management Field (CMF) 94 Review and Analysis

1. Reference memorandum, HQDA, DAPE-MPE-PD, 22 February 2011, subject:
Memorandum of Instruction for the FY11 United States Army Sergeants Major Academy
- Training and Selection Board (USASMA).

2. In accordance with the referenced memorandum, the selection panel reviewing
records for CMF 94 submits this Review and Analysis to assist you in executing your
duties as proponent for MOS 947 within this CMF.

3. Competence assessment of Promotion Zone.

a. Performance and potential. The quality of the Noncommissioned Officer (NCO)
records considered for this selection board allowed the panel to select the best qualified
NCOs for attendance to the Sergeant Major Course (SMC) and promotion to Sergeant
Major. There were numerous documents to review in a short period of time, but the
three documents that helped produce the most accurate snapshot of the NCO were the
Noncommissioned Officer Evaluation Report (NCOER), the Enlisted Records Brief
(ERB), and the Department of the Army (DA) Photo.

(1) Rater Ratings. Raters and senior raters did not routinely send clear and
consistent messages. For example “among the best” ratings did not always correlate
with the performance box checked on evaluations. Ratings of all “success” with
potential ratings of “among the best” are difficult to distinguish from the NCOs who have
a majority of “excellence” ratings. Additionally, raters should also be educated on the
impact of an inconsistent message. Deeming an NCO “fully capable” when the bullet
comments in the evaluation portray a stronger performance and potential picture puts
the NCO at a distinct disadvantage and leaves the board member having to speculate.
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Raters and senior raters must ensure that bullet comments are quantifiable and
measureable.

(2) Senior Rater. Statements such as “promote immediately” and “promote now”
should be reserved for the very best NCOs who are considered best qualified for
promotion. The rating should correlate with the block checks in partV, ¢ & d. Senior
Raters using terms such as “now” and “immediately” but using block ratings of “2” sent
mixed signals. Senior Raters should also understand the impact of marking a “2” or “3”
block when accompanied by comments such as “promote ahead of peers” sends an
inconsistent message.

b; Utilization and Assignments.

NCOs who served successfully in a variety of demanding and high risk
assignments were seen as having the greatest promotion potential. Those with a
pattern of justified excellence bullets in these positions were easy to recognize and
evaluate. Favorable consideration was given to these positions held CSM, SGM, 1SG,
REAR-DET CSM/SGM/1SG, BDE level or higher Staff NCO positions, all Transition
Teams, Special Mission Units (SMU), |G, EO, Observer Controller.

¢. Training and Education.

Both military and civilian education was taken into consideration. The panel looked
for a demonstrated level of devotion to their profession through measureable and
continuous self-improvement. Master Sergeants that pursued higher education gave
the panel a good indicator of the Soldiers determination and willingness to improve,
whether it is through technical certification or formal civilian education. The number of
semester hours were taken into consideration but Soldiers with college degrees were
looked at more favorably. The panel took into consideration those select
Noncommissioned Officers that excelled during NCOES. Those NCOs that exceeded
course standards were given significant credit for their accomplishments.

d. Physical Fitness.

(1) Overall, NCOs were physically fit and met height and weight standards.
Those who consistently exceeded fitness standards as depicted by clear rater bullets
were viewed favorably.

(2) The importance of the DA Photo cannot be stressed enough. [t gives the
panel members a view of the NCOs professional and military bearing as well as the
NCOs fitness and achievements. We all agree that the OPTEMPO is extremely high;
however, the zone of consideration was the last two years or more. It is rare that an
NCO would not have the opportunity during that timeframe to have a DA Photo taken
and have it present for viewing by the panel. There were a number of NCOs with major
discrepancies with their photos, i.e. US and branch insignia on the wrong side, combat
and special skills badges worn incorrectly, not wearing appropriate rank, and ribbons
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not in the correct order. NCOs that did not have a valid photo on file made it very
difficult for panel members to make an accurate assessment of the NCOs overall
appearance and bearing.

e. Overall career management.

Considering the high OPTEMPO of today’s Army, most NCOs performed in diverse
assignments. Soldiers who performed successfully in modular Brigades and Divisions
in addition to non-traditional assignments were viewed favorably by the panel. NCOs
are encouraged to continue seeking challenging assignments in modular units first and
then follow with professional development non-traditional assignments. For those who
successfully performed in high risk positions, the panel took the difficulty of the mission
into consideration. Finally, the NCOER, ERB, and DA Photo were all vital parts of the
panel assessment process.

4. CMF structure and career progression assessment.

a. Accurate duty titles and descriptions remain critical for properly identifying and
NCOs utilization and assignment history. The panel observed several cases where
NCOs duty titles did not properly match assignment history on their ERB.

b. Assignment and promotion opportunity.

Assignment and promotion opportunities exist for those First Sergeants and Master
Sergeants who seek them. Those who sought the most challenging assignments and
performed exceptionally well in their assigned duties were viewed favorably. In
addition, those who maintained exceptional skills set the standard for excellence.

c. Overall health of Force Sustainment .

The health of 1SGs/MSGs within the TC, OD, QM, and ACQ CMF’s remains strong
and NCOs continue to perform well both in and out of combat. To sustain this, NCOs
should continue to seek demanding duties in traditional and non-traditional
assignments.

d. Other, as appropriéte.
None
5. Recommendations.
a. This is a modular and expeditionary force, NCOs must pursue assignments that

give experience in supporting expeditionary units and gaining experience in performing
key aspects of ARFORGEN.
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b. Itis essential that NCOs ensure that their “My Board File” is up-to-date,
complete, and validated.

c. Competence. NCOs should continue to seek diversity in their assignments and
professional development. The panel considered the best qualified future leaders,
those who performed well across the full spectrum of military operations.

d. CMF structure and career progression. NCOs should continue to seek a
balance of MTOE and TDA assignments. Catalyst to success is action taken by career
managers to inform/recommend to NCO assignment opportunities that will give a
diverse background.

e. The NCOER still remains the most important document that the board uses to
assess the overall performance and potential of the Noncommissioned Officer. It
appears in some cases that certain derogatory information was intentionally left off the
NCOER that was later discovered in the Soldier's performance file. It is imperative that
all raters, senior raters and reviewers use effective Army writing when completing all
evaluations.

6. CMF Proponent Packets.
a. Overall quality.

The overall quality and content of the proponent information packet was useful and
assisted panel members in selecting the best qualified NCOs for attendance to SMC
and promotion to SGM.

b. Recommended improvements.

Align Proponent Packets with the NCO Development Model. The packets provided
excellent guidance to the panel members and will continue to better serve future panels
if it addresses any special considerations, characteristics, and job opportunities for all
MOS's.

RICHARD B. DIX
Colonel, LG
Panel Chief





