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DEPARTMENT OF THE ARMY
U.S. ARMY HUMAN RESOURCES COMMAND
SECRETARIAT FOR THE DEPARTMENT OF THE ARMY SELECTION BOARDS
1600 SPEARHEAD DIVISION AVENUE
FORT KNOX, KY 40122-5047

AHRC-PDV-S 18 November 2010

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

FOR Commandant, US Army Signal Center, Fort Gordon, GA 30905

SUBJECT: Career Management Field (CMF) 25 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 25 submits this Review and Analysis to assist you in
executing your duties as the proponent for this CMF.

3. Competence Assessment of Promotion Zone.

a. Performance and potential: CMF 25 NCOs are performing their duties, across a
wide spectrum of locations and environments, in a professional manner. The NCOER
continues to be the key document in the selection process, with evaluations in the
current grade receiving the most weight. The board applied the total Soldier concept
and also looked at key assignments as SSG evaluation; however, these earlier
evaluations received less weight than those in the current grade. The board relied
heavily upon rater and senior rater comments on NCOs in leadership positions to
determine those most qualified for promotion, and are confident that the best NCOs
were selected. There were several instances of NCOER bullets not matching block
checks in both rater and senior rater portions of the NCOER. In those cases, bullets
were typically given more weight by the board members rather than rater and senior
rater blocking in determining overall strength of the NCOER. There were many
evaluations written by civilian personnel that did not include comments on promotion
potential. The rated NCO and chain-of-command should ensure that evaluations are
complete, whether written by military or civilian personnel.

b. Leadership opportunities: While leadership positions such as platoon sergeant are
not readily available in every MOS, NCOs must continue to seek these opportunities
and have their leadership performance reflected on their NCOER. Master Sergeants are
required to lead, and that potential must be assessed. If a TDA or MTOE position is not
available, the NCO should seek to include leadership duties reflected in appointed
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duties or special emphasis areas. They duty description should include the number of
personnel the NCO leads in addition to the amount of equipment managed.

c. Utilization and Assignments: Most NCOs are seeking diverse assignments, and
are afforded ample opportunities to serve in a variety of positions that build tactical,
technical, and leadership proficiency in the CMF and NCO Corps. Many continue to
seek tough jobs in current grade, such as First Sergeants, Detachment Sergeants, Drill
Sergeants, AIT Platoon Sergeants and Recruiters. The board considered these tough
jobs as a plus to the overall file strength and an indicator of potential to serve in
positions of increased responsibility. NCOs, who remained in single duty stations for
lengthy periods of time, where the probability for deployment was very low, were not
given the same favorable consideration.

d. Training and Education: All NCOs were expected to have completed SLC or
received an Army G1 exemption prior to this board. If completion was not annotated on
the ERB or OMPF, board members requested verification. Other military functional, ASI,
and special duty related courses completed in current grade were viewed positively.
Exceeding course standards by virtue of being a Distinguished/Honor Graduate or being
placed on a Commandant’s List was seen stronger indicator of potential. Most NCOs
have pursued increased levels of civilian education and have Associates or Bachelor's
Degrees; this was seen as an NCOs commitment to continued self development.
Certifications are very important, however, consistently, certifications were not
annotated on the ERB and board members could not readily find them in the OMPF.

e. Physical Fitness: The vast majority of NCOs are meeting fitness standards, with
only a few failing to pass the APFT or meet body fat standards of AR 600-9. In some
cases, photos, combined with HT/WT data that far exceeded the screening table
maximum, caused board members to look more closely at the Physical Fitness area of
the NCOER. In many cases, a questionable photo, lack of physical fitness comments on
the NCOER, and HT/WT measurements exceeding the screening weight resulted in
board inquiries.

f. Photos: Some NCOs did not have a photo in their board packet, or the available
photo was not current. While an individual will be considered for promotion without a
photo, a missing or outdated photo was not viewed favorably by the board. There were
also problems with available photos, to include questionable grooming standards for
both male and female NCOs (i.e., hair and mustache), proper uniform fit, and missing or
incorrectly worn uniformed items.

g. Overall Career Management: The board consensus is that CMF 25 is well-
managed and NCOs have opportunities to serve in diverse staff and leadership
positions in a variety of locations and environments. NCOs should continue to work with
Signal Branch to ensure they are assigned to units that provide ample opportunities.
There are instances where it appears that NCOs are not seeking diversity or are not
afforded opportunities for diversity in assignments or duty positions.
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h. Disciplinary Action: There were several instances where disciplinary documents
such as an Article 15 or General Officer Memorandum of Reprimand were in an NCO'’s
OMPEF, yet the NCOER for that same time period contained “among the best” and
‘promote now” ratings from the rater and senior rater. A Soldier’s total performance, on
and off duty, must be reflected in the values and leadership ratings provided by the
rating chain.

4. CMF Structure and Career Progression Assessment.

a. MOS compatibility is not an issue in CMF 25. All MOSs had ample opportunities
for assignments and duties that develop tactical, technical and leadership skills of the
CMF and NCO Corps.

b. Suitability of Standards of Grade and Structure: The standards and grade
structure of CMF 25 afford all NCOs the ability to seek duty positions and
responsibilities that will make them competitive for promotion to Master Sergeant.

c. Assignment and Promotion Opportunity: There are sufficient opportunities for
CMF 25 NCOs to be successful for promotion. Some NCOs were able to assume duties
coded at the MSG/1SG level. NCOs must continue to seek leadership opportunities and
accurately reflect their leadership duties on their NCOERSs. Raters and senior raters
must provide comments that clearly state the rated NCO’s ability to lead Soldiers, attend
future schooling, and assume duties and responsibilities at the next higher grade.

d. Overall health of CMF: Based on eligible population, number of qualified NCOs,
and our ability to select those who were best qualified to meet the current needs of the
Army, CMF 25 is able to meet future requirements.

5. Recommendations.

a. Competence:

(1) Rater and senior rater NCOER clarity: Rater and senior rater bullet comments
must match the block checked ratings to ensure that a clear message is conveyed on
the NCOER. If not, the rater and senior rater role is diminished.

(2) Comments on Rated NCO potential: NCOERs must contain comments on
potential for advanced schooling and promotion, whether written by military or civilian
personnel. The Army may want to consider institutional or unit-level training for civilian
personnel writing NCOERSs, similar to instruction provided to military personnel writing
civilian evaluations.

(3) Leadership opportunities: Leading Soldiers as a Sergeant First Class is
- imperative for assessing potential for promotion to Master Sergeant. NCOs must seek
leadership duties, and those duties must be reflected on NCOERSs.
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(4) Assignment Diversity: NCOs must seek diversity and choose the tough jobs, to
include special duty assignments. Branch Managers must be more involved in the
assignment process to ensure that NCOs do not remain in non-deploying units for a
prolonged period of time and have ample opportunity to move to assignments where
they will have sufficient diversity.

(5) Continuous Self Improvement: NCOs must continue to pursue military and
civilian education, to include certifications, to show continuous self improvement.

(6) Height/Weight Standards: When an individual’'s HT/WT far exceeds the
screening standards, it is helpful to place the APFT score on the NCOER.

(7) Photos: A current photo is a strong indicator that NCOs are serious about
promotion. Soldiers with two or more year’s time in grade should have a photo in current
grade on file. Deployment is not a valid reason for not having a current photo in an
NCO's current grade.

(8) Disciplinary Action: Raters and senior raters must hold NCOs accountable for
their on and off duty performance. When an NCO receives disciplinary action, it should
be captured by the rater and senior rater comments.

b. CMF structure and career progression: Overall CMF structure and career
progression is in good health. As Army transformation continues, the proponent should
continue to monitor and adjust to ensure opportunities exist for challenging
assignments, career progression, and ability to build tactical, technical and leadership
skills.

6. CMF Proponent Packets.

a. The overall quality of the CMF Proponent Packet was outstanding. CMF 25 has
several MOSs and merge patterns. This information was helpful in determining the
expected career paths and available opportunities for leadership and advanced military
and civilian educational opportunities. The CMF Proponent Packet was a key source of
information to ensure that board members did not hold NCOs to a standard they would
not be able to achieve due to assignment and duty position opportunities. Few board
members were familiar with the career considerations of NCOs in the Visual Information
MOSs.

b. Recommended improvements: The CMF Proponent Packet indicated opportunities
for certification programs. Board Members did not know what those opportunities were,
nor did they find many occasions where the ERB reflected that Solders strived to obtain
or achieve certification. This information would have allowed board members to give
appropriate credit to those individuals seeking useful certifications that enhance duty
performance. .
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\g/W ?7&7044
TODD A. MEGILL

COL, Ml
Panel Chief
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SECRETARIAT FOR DEPARTMENT OF THE ARMY SELECTION BOARDS
4600 SPEARHEAD DIVISION AVENUE
FORT KNOX, KY 40122

AHRC-PDV-S | S 28 February 2011

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

FOR Cdmmander, US Army Signal Center, 506 CHarﬁberléin Ave. Bidg 2980 A, Fort
Gordon, GA 30905

SUBJECT: Career Management Field (CMF) 25 Review and Analysis

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

. Board.

2. Inaccordance with the referenced memorandum, the selection board panel

reviewing records for CMF 25 submits this Review and Analysis to assist you in
executing your duties as proponent for MOS within this kCMF.. '

3. Competence Assessment of Promotion Zone

a. Performance and potential: The majority of CMF 25 NCOs are successful in
performing their duties across a wide spectrum of duty assignments and were
competitive for selection and promotion. The board evaluated a variety of areas to
select the best qualified NCOs for promotion. The NCOER was one of the most
important documents used for consideration. The board relied upon Rater and Senior
Rater comments to make the best selection for promotion. There were some instances
where Excellence bullets were not justified as Excellence. Many were generic.or
average bullets that hindered rather than helped the overall report: Additionally, there
were several instances of inconsistency between Rater and SR ratings. This sent mixed
messages to the board. The Reviewer is critical in eliminating these discrepancies.

- b. Utilization and Assignmenté: The vast majority of NCOs are pursuing diverse

_ assignments in varied locations which promote ample opportunities for them to develop

the desired leadership, expertise, technical and tactical abilities for their CMF. The
board considered tough assignments such as Platoon Sergeant and special duty o
assignments like Drill Sergeant and Recruiter as challenging and were viewed favorably
by the board. Also, NCOs must continue to pursue positions that measure and assess

their potential for increased responsibility. ‘Many NCOs displayed solid performance at
the SFC level and sometimes even higher. ‘
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c. Training and Education: All NCOs were expected to have completed ALC or
received an Army G1 exemption prior to this board. If completions were not annotated
on the ERB, board members found it tough to credit the NCO. Additional military

-functional and special duty courses completed were viewed favorably. Exceeding

course standards (graduating with honors) projected a stronger potential for selection.
Some NCOs have pursued higher levels of civilian education and these achievements
were viewed as a commitment to higher learning, self improvement and development.

~ Certifications also weighed heavily; however, most certifications were not annotated on
'the ERB and prevented the board members from crediting the NCOs.

d. Physical Fitness and Height/ Weight: The majority of NCOs are meeting physical
fitness standards, with a percentage failing to pass the APFT or failing to meet the body
fat standards as outlined in AR 600-9. There were some instances when the HT/WT
data far exceeded the authorized screening table maximum. In these instances, the
board scrutinized the photo and the physical fitness area of the NCOER more heavily.
In other instances, the board noticed that as an NCO became heavier, his/her height
increased.

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

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

-4, CMF 25 Structure ahd Career Progression Assessment -

~ a. MOS compatibility within CMF Al CMF 25 MOSs were given opportunities for
career progression and leadership positions. The majority of assignments are very .
diverse and allow the NCO to develop their technical, tactical, and leadership skills.
The assignments CMF 25 NCOs held were very compatible within the MOS.

b. Suitability of standards of grade and structure: CMF 25 NCOs competing for
Sergeant First Class held a variety of positions that allowed them to be competitive for
promotion to the next grade. Ample leadership opportunities were available across the
spectrum of CMF 25 MOSs. NCOs must continue to seek out tough and demanding
jobs that will place them in the best position for promotion. '
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c. Assignment and promotion opportunity: The board panel saw vast opportunities
for CMF 25 to be highly successful for promotion. NCOs must try to achieve the highest
possible level of performance in their current or next higher position. NCOs who took
on challenging assignments such as Platoon Sergeant, Drill Sergeant, Recruiter, and
Operations NCO and excelled in those positions were locked upon favorably by the
board. NCOs who sought out other Skill Level 40 positions and succeeded in those
positions were also deemed favorable by the board. Such positions are important for
advancement to the next higher rank.

d. Overall health of CMF: The 6veral| health of CMF 25 is strong and diverse. CMF
25 NCOs continue to go above and beyond expectations. CMF 25 must continue to
further their civilian and military schooling to stay competitive.

e. NCOs who go the extra mile to distinguish themselves from their peers stand out.
Some of the examples are MOS certifications, military/civilian education, and consistent

APFT badges. NCOs should further strive to be inducted into SGT Morales and Audie -
Murphy clubs.

5 Recommendations

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

b. Training and Education: NCOs should continue to pursue military and civilian
education to include any certifications or courses. This clearly depicts continuous self-
development. 1 :

c. Physical Fitness: Adding the APFT score on the NCOER as a bullet comment

" would be helpful in evaluating the NCOs for promotion selection. ‘Additionally,

consistency of height/weight on all board documents is an important factor for the
board. ' .

d. Disciplinary Action: GOMARSs and Article 15s should be annotated on the NCOER
for the rated period. Board members took notice that GOMARs and Article 15s .
administered during the rated period were not annotated on the NCOER. These NCOs
were still given “among the best” and “promote immediately” from the rater and senior
rater respectively. GOMARs and Article 15s should be annotated in the values and
responsibility and accountability ratings of the NCOER.
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b. CMF structure and career progression: As the Army transformation continues,
the proponent should continue to monitor and adjust to ensure opportunities exist for

challenging assignments, career progression, and ability to build tactical, techni_cal, and . -

leadership skills.
6. CMF Proponent Packets.

The CMF 25 prbponent packet was well written and extremély helpful to the board.
Because the board panel consisted of both CMF 25 and CMF 35 (Military Intelligence),
the proponent packet was key in aiding the board’s overall selection process. Outlining

thie unique MOS characteristics and identifying those assignments deemed demanding

by the proponent were beneficial to the board members.

%@%/) Kzﬁ/_ - .

ERESA D. COLES
Colonel, SC
Panel Chief -
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MEMORANDUM THRU Headqguarters, United States Army Training and Doctrine
Command, Attention: ATTG-P, 3 Fenwick Road, Building 11, Fort Monroe, VA 23651-

1049

FOR Commander and Commandant, Judge Advocate General's Legal Center and
School, 600 Massie Road, Charlottesville, Virginia 22903

SUBJECT: Career Management Field CMF 27 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 27 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 (particularly leadership opportunities), The single
most important document when considering a Soldier for promotion is the
Noncommissioned Officer Evaluation Report (NCOER). Responsibility starts with the
rated Soldier and continues up through the rating chain. Oversight of the NCOER
process by the senior nancommissioned officer (CSM/SGM/15G) within the
unit/command is a must. In accordance with Army Regulation 623-3, paragraph 2-8a,
the preparation of noncammissioned officer evaluation reports must include a review by
these senior noncommissioned officers. Ensuring this review is accomplished will add a
much needed NCOER quality control measure. Additionally, CMF along with leadership
guidance is critical to ensuring the NCOER reflects an accurate picture of the rated
Soldier. Many of the NCOERSs reviewed for Master Sergeant promotion and selection
were not in agreement with the standards of grade noted for this CMF and the following

abnormalities were noted:

(1) Principle duty titles were inconsistent throughout the CMF; rated NCOs,
Raters, and Senior Raters were far too creative in this block of the NCOER and had a
negative impact on NCOER credibility when detected. An example of this creativity was
the liberal use of the title Chief Paralegal NCO when identifying positions normally
associated with the titles Senior Paralegal NCO or NCOIC (BCT, Legal Assistance,
Military Justice, Criminal Law, Claims, Client Services, and individual Branch Legal
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Offices). The NCO Professional Development chart and lists of demanding
assignments provided in the Proponent Packets gave panel members notice of these
imegularities and added in detection of what may have been erroneous principle duty
titles. Recommend CMF standard for Principle Duty Titles be socialized within the CMF
with a strong warning of the potential adverse effects of creative duty titles.

(2} NCOs being rated as Chief Paralegal NCOs of a command or installation
where a more senior NCO is concurrently serving also proved to have a negative impact
on NCOER credibility and can be perceived as an inflated NCOER when detected.

(3) NCOER excellence ratings must be accompanied by supporting bullet
comments of sufficient quality to meet heavy scrutiny. Additionally, Senior Raters
should be educated on the potential negative impact of the “2" and "3” blocks. A “2"
block accompanied by comments stating “promote now” or “promote immediately” may
not send the intended message or have a positive result.

h. Utilization and assignments (particularly in PMOS). A variety of assignments
between the operational and institutional force gives a better indication of potential.
Staying too long in the same place or the same position shows a comfort level for the
Soldier and not growth or potential. For highly competitive Soldiers, a variety of
assignments between MTOE, TDA, SMU, SOC, Joint is the best mix and most
desirable. Generally, the management of personnel within CMF 27 appears to be
consistent with the career pattern provided in the CMF Proponent Packets while

maintaining variety.

¢. Training and education were consistent throughout the CMF with regard to
general Professional Military Education (PME) and Noncommissioned Officer Education
System (NCOES) courses, but the level of civilian education for some otherwise strong

proamotion packets was lacking.
d. Physical Fitness was adequate within this CMF.
e. Overall career management was excellent.

4. CMF structure and career progression assessment.

a. MQOS compatibility within CMF was not applicable for this CMF as it has only one
MOS.

b. Suitability of standards of grade and structure. Not specifically studied during the
panel process, but the CMF appears to have all positions staffed at the appropriate

levels,

¢. Assignment and promotion opportunity. One noted area of concern was the
assignment trend of personnel holding the Additional Skill Identifier C5, Court Reporter.
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Recommend more variety of assignments for these Soldiers in positions requiring
leadership opportunities.

d. Overall health of CMF. Based on the promotion packets reviewed and the Army’s
goal of selecting the best qualified NCOs who are versatile leaders who possess the
attributes necessary to operate as part of a joint team in the complex 21% Century
Security Environment, CMF 27 is very healthy and very competitive. The difference
between those selected for promotion and those not selected was minuscule and a
clear indication of the overall strength and capability within the CMF.

5. Recommendations.

a. Competence. Broaden current levels of NCO education and development by
increasing opportunities for Continuing Legal Education; Professional Military Education
(to include Joint, Interagency, and Multinational); and introducing more assignment and
duty position variety for personnel with ASI C5.

b. CMF structure and career progression. Sustain.

6. CMF Proponent Packets.

a. Overall quality. Adequate for general information, but could and should be
improved for clarity by the CMF.

b. Recommended improvements to proponent packet.

(1) Career Pattern/Path. Provide more clarity as to the significance of NCOs with
additional skill identifier C5. The slide provided in the proponent packet sends the
message that AS| C5 is no longer relevant after 27D40, and the referenced DA Pam

611-21 did not have a chapter 10,

(2) Modularity Impacts, Recommend the addition of a Legacy and a Madular
task organization chart beneath the text for visual clarity on broadened scope of
responsibility under the new BCT model,

(3) Demanding Assignments/ASI/SQI. Provide demanding assighments, SQls,
and ASls in order of precedence according to their importance within the CMF. The
CMF must determine which assignments and ASIs / 5Qls highlighted in the proponent
briefing are most critical to the professional development of 27D personnel.
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(4) Special Mission Units. There was a typographical error that should read
“Combined Security Transition Command (CSTC)". The title of the slide “SMU” leads
the reader to believe that the slide refers to special mission units such as SFOD, JSOC,
etc., but lists a non-traditional assignment unit (NATO Training Mission and CSTC).
Recommend adding a new slide for CSTC and use this slide to highlight paralegal NCO
SMU positions and their relevance or criticality.

KQJM/J% 5%MJ

RICHARD L. SHEPA
Colonel, AG
Panel Chief
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MEMORANDUM THRU Headquarters, United States Army Training and Doctrine
Command, Attention: ATTG-P, 3 Fenwxck Road, Building 11, Fort Monroe, VA 23651-
1049 _

FOR Commander and Commandant, Judge Advocate General's Legal Center and
School, 600 Massie Road, Charlottesville, Virginia 22903

SUBJECT: Career Management Field (CMF) 27 Review and Analysis

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

2. In accordance with the referenced memorandum, the selection board panel
reviewing records for CMF 27 submiits 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 selection board process is a pivotal tool for
determining the most deserving and best qualified Soldiers for promotion to Sergeant
First Class. There are numerous documents to review in a short period of time, but the
three documents that helped produce the most accurate snapshot were the
Noncommissioned Officer Report (NCOERY), the Enlisted Records Brief (ERB), and the
Department of the Army (DA) Photo. The Soldier, rater, and senior rater all have a role
in ensuring these documents are updated and present an accurate description of the

Noncommissioned Officer (NCO) being considered. In addition, senior leaders must-

present a unified performance and potential assessment. The board is looking for
NCOs that demonstrate the qualities, behaviors, performance and have the potential to

... serve in positions of greater responsibility. As such consistency among raters and

senior raters is critical {0 the selection process. Some of the inconsistencies in this
CMF are outlined below.

{1) Principle duty txtles were not always accurate or consistent with the ERB.
Numerous duty titles did not exist in accordance with (IAW) applicable CMF manpower
documents and appeared {o be created to lend more credibility to the rated NCOs
position, duties, and responsibilities. Such efforts, while descriptive, were confusing
and cast doubt on the accuracy of the evaluation. An example was the use of Platoon
‘Sergeant (not including the actual coded position “Platoon Sergeant” in the Advanced
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Individual Training environment). Platoon Sergeant is an additional duty for individuals
in this CMF. Another example is Chief Paralegal NCO of a certain division within the
organization such as Legal Assistance, Claims, and Administrative Law when again; no
such position exists in this CMF. Recommend CMF standards for Principie Duty Titles
be disseminated to the CMF population, as well as educating the population on the
potential adverse and/or negative impacts of creative duty titles.

(2) Raters should be educated on the impact of 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
leave the board members having to speculate. Senior Raters should also understand -
the negative impact of marking a “2” or “3" block when accompanied by comments such
as “promote now, immediately, or ahead of peers”. Such inconsistency may not send
the intended message, whether negative or positive.

(3) The DA Photo is an essential part of a NCOs promotion file. Soldiers are not
authorized to physically appear before the Centralized Promotion Board, so the photo is
the only opportunity the NCO has to make a “first impression” with board members. It
allows the board members to determine a Soldier’s professional appearance and
military bearing. An NCO that does not take the time or make an effort to submit a DA
Photo were viewed as having a lack of professionalism, discipline, and self-motivation,
and had a negative impact on the board.

" (4) The ERB is an essential document in the selection process. It contains data

~on assignments, promotion, and education. This document, when updated and

accurate, in conjunction with the DA Photo, provides a good snapshot of the NCO being
considered for selection. Numerous ERB’s were not updated and/or were missing
critical information when compared to the DA Photo, job titles and/or education.

b. Utilization and assignments (particularly in PMOS). NCOs serving in a variety of
assignments were viewed more favorably by the board. Successfully serving in various
units in the MTOE, TDA, SOC, SMU, and-joint communities demonstrated diversity and:
the potential and ability to serve in different operating environments. By observation,
CMF 27 is consistent with the MOS Professional Development Model in the proponent

- packet provided.

c¢. Training and education. Training was consistently lacking throughout the CMF.
In general, only a small percentage of CMF personnel completed MOS specific or
enhancing training courses such as the Battle Staff, Operational Law/Law of War,
Brigade Combat Team NCOIC, and Military Justice Manager’s courses.

 d. Physical Fitness. CMF personnel were adequate i.n the area of Physical Fitness.
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e. Overall career management was excellent.
4. CMF structure and career progression assessment.

a. MOS compatibility within CMF was not applicable for this CMF as it has only one
MOS.

b. Suitability of standards of grade and structure. A majority of the records indicated
that NCOs were operating competitively in their current grade or at least one grade
higher. A small number of records reflected that the NCO was operating in a position :
subordinate to their rank or level of training. One noted area is the impact of Modularity

- on the SSG population. After the conversion of BCT NCOIC positions from SSG/EG to

SFC/E7, it proved challenging to place SSGs/E6's in higher level positions due to the
limited number of positions available. Recommend expanding the number of smaller
brigade NCOIC assignments/positions to the SSG/E6 population to create opportunities
to serve at levels of greater responsibility.

c. Assignment and promotion opportunity. Some files indicated NCOs were
habitually assigned in the same core competency areas (Legal Assistance, Claims,

~ Administrative Law, and Trial Defense Services) within like organizations and units.

This can be interpreted as an NCO operating within a “comfort zone” or at a certain
scomfort level”. Every effort should be made within units/organizations to ensure
Soldiers are given the opportunity for growth and development by placing them in
positions of greater responsibility in various competency areas whenever possible.

d. Overall health of CMF. Upon review, the CMF promotion records were very
competitive. Each record demonstrated the unique talent, versatility and outstanding
quality of CMF 27 personnel operating today in a wartime Army. CMF 27 is a thriving,
mature, and healthy population of true leader professionals. Every effort should be
made to ensure the best performers and those with the most potential are clearly
identifiable and distinguishable by their promotion file.

5. Recommendations.

a. Competence. Continue to advocate for the attendance of NCOs at the MOS
enhancing courses and continue to expand the number of assignments in the smaller
brigade communities for the SSG/E6 population.

b. CMF structure and career progression. Sustain/No change.
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6. CMF Proponent Packets.
a. Overall .quality. The CMF packet was very concise and appropriate.
b. Recommended improvements.

(1) Non-Traditional Assignments. List the number-of personnel or positions
allocated for each assignment in addition to listing them on the current slide. This would
illustrate the uniqueness of the referenced assignment.

(2) NCO Professional Development Model. Very good formatting; recommend

document be updated regularly so that CMF 27 is receiving the most accurate career
map possible. ’

TRACEYE. NIC
COL, '
Panel Chief







i A+ 8+ b+ PSS S A e SHAS st memet el

DEPARTMENT OF THE ARMY
U.S. ARMY HUMAN RESOURGES COMMAND :
SEGRETARIAT FOR DEPARTMENT OF THE ARMY SELECTION BOARDS
o 1600.SPEARHEADDIVISIONAVENUE _ - .- - .-

FORT KNOX, KY 40122

AHRC-PDV-S | o 28 February 2011

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

FOR Deputy Commanding General, ATTN: Electronic Warfare Personnel Development
Branch, Fort Leavenworth, KS 66027 A

SUBJECT: Career Manag.ement Fiéld (CMF) 29 Review and Analysis

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

2. In accordance with the referenced memorandum, the selection board panel
reviewing records for CMF 29 submits this Review and Analysis to assist you in
executing your duties as proponent for the MOSs within this CMF.

| 3. Competence Assessment of Promotion Zone (strengths and weaknesses).

a. Performancé and Poténﬁal. v

(1) Demonstrated performance and demanding leadership positions as a 29E
were difficult to assess due to the fairly new NCOs reclassified to this MOS. _
Performance was also difficult to assess due to the short period of time eligible Staff
Sergeants have served in their current positions as 29Es. However, demonstrated
performance and potertial in leading Soldiers were clearly apparent. The 29E has -
numerous authorized Sergeant First Class positions and influenced the panel’s
determination of best qualified for selection.

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

b. Utilization and Assignments (particularly in PMOS).
(1) Excellent performance as a previous Platoon Sergéant, Gunnery Sergeant,

Operations Sergeant, Master Gunner, OC, MET Station Leader, and other previously .
held MOSs or similarly demanding positions for 12 to 24 cumulative months or more
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was indicative of the strongest files in the Electronic Warfare Operations Branch.
Raters must clearly articulate the span of influence and the number of Soldiers

supervised by the rated NCO. The panel also recognizes SSGs successfully serving in
higher grades as an additional indicator of potential success at the rank of SFC.

(2) Exceptional performance in special duty assignments such as Drill
Sergeants, Recruiters, Instructor and others were indicators of NCOs that were best

~ qualified and clearly enhanced the panel's assessment of the NCO's potential for

promotion.

¢. Training and Education. Exceeding course standards upon completion of ALC
and SLC as well as earning a cumulative of 30 semester hours or more towards higher

. education from an accredited institution were considered exceptional. Additionally,

completion of courses such as battle staff and the Joint Fire Power Course were
favorably considered.

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

e. Overall‘Care'er Management. Leadership positions and positions' of potential
progression were important to the panel in assessing the NCO’s potential for promotion.

" In addition, special duty demonstrated broadened experience, balance, versatility, and

adaptability.
4. CMF Structure and Career Progression Assessment.

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

_ b. Suitability of Standards for Grade and Structure. Th‘e current standards for grade
~ and structure continue to ensure that NCOs are provided the right assignments at the

right ime. Soldiers were consistently slotted in proper MTOE positions at the current
grade and potential advancement grade. '

c. Assignment and Promotion Opportunity. Opportunities to serve in leadership
positions and gain the requisite experience for promotion are adequate. There is no

2
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shortage of demanding leadership positions within the branch, but there is a shortage of
Soldiers in the CMF to fill some demanding leadership positions. The panel clearly
understood that the Soldier has very little control in their assignment, as the needs of
the Army will always take priority. A good example of this would be consecutive TDA
assignments, e.g., Recruiter, Drill Sergeant, or AIT instructor directed by Human
Resources Command. These are very demanding assignments on both the Soldier and
. the Family. Soldiers, however, should refrain from voluntary consecutive TDA

assignments.

- d. Overall Health of the CMF. The CMF will gradually become healthier and in the
future extremely competitive. Currently, there is a shortage of qualified NCOs to shape
the future of the branch.

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

6. CMF Proponent Packets. The proponent-packet provided by the Electronic Warfare -
Personnel Development Branch was extremely valuable in establishing fair effective
and reasonable standards for the panel. The electronic warfare Proponency Packet,

~ along with the Board MO, should be distributed to the field as well as included in
instruction at the NCO Academy and presented as a career guide for our NCO Corps.

\CCIseation -
RANDALL K. CHEESEBOROU
Colonel, FA
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 Commander US ARMY Military Police School, Fort Leonard Wood, MO 65473

SUBJECT: Career Management Field (CMF) 31 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 31 submits this Review and Analysis to assist you in
executing your duties as proponent for MOS within this CMF.

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

a. Performance and Potential. It was evident that the majority of NCOs in the CMF
demonstrated the leadership skills at their current grade preparing them for
advancement. Although captured in the rater's bullet comments, senior raters generally
were not clear in telling board members their intentions for promotion. Senior rater
comments should match the performance and potential markings and need to be up
front, candid and clearly articulated.

b. Utilization of Assignment. NCOs serving in a majority of key leadership and
operational positions with one specialty assignments were viewed as well rounded and
best qualified for advancement. Those serving in back-to-back specialty assignments
such as Drill Sergeant, Recruiter and Instructor limited opportunities for assessment in
key developmental troop leading opportunities. Those that followed the published CMF
career map were viewed as best qualified for promotion.

c. Training and Education. All panel members agreed that the majority of NCOs
had an adequate amount of civilian education and military training according to their
MOS under current OPTEMPO. Those that showed a gradual and continuous record of
continuing education were viewed favorably.

d. PHysicaI Fitness. The lack of an individual's physical fithess excellence
displayed in NCOERSs indicates a decline in emphasis in this area. Bullets justifying
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excellence routinely focused on subordinates achievements and did not give an
accurate reflection of the rated NCOs fitness level. With the removal of the APFT from
NCOES, it was hard for board members to evaluate an individual's fithess level since it
is no longer a rated portion on Academic Evaluation Reports.

e. Overall Career Management. There was only a small portion of the population
that failed to follow career management guidance. Those serving in back-to-back staff
or administrative positions were generally assigned to installations with adequate
leadership opportunities. It appeared that HRC is doing a good job placing NCOs in
locations of opportunity and local leadership is not assigning in line with the CMF career
map. Overall, the career management within this CMF is strong.

4. CMF structure. Duty positions in grade band for each respective MOS appeared to
be in line with commensurate levels of responsibility. In many cases, NCOs were rated
at the MSG and 1SG level in rear detachment roles while the duty descriptions listed a
span of control of 10 to 20 Soldiers. Some NCOs were rated as the “Rear Detachment
Commander” giving the impression of made-up duty titles for this key and essential role.
Those rated as SFC while serving in this role were viewed as legitimate.

a. MOS Compatibility within CMF. Very few NCOs reviewed served for extended
periods of time outside their respective MOS. This indicates a strong linkage of skills to
career field and mission.

b. Suitability of Standards of Grade and Structure. The standards and grade
structure outlined in the proponent guidance were compatible with the DA Secretariat
guidance and should be maintained. Records for this board revealed that assignment
and leadership opportunities in order to enhance development are available across the
CMF.

c. The overall health of the CMF appears to be very strong. NCOs are excelling in
demanding assignments in garrison as well as combat conditions.

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

a. Competence. NCOs should continue to follow the CMF career map to capitalize
on operational experience as the key stone to development. This is an area NCOs and
leaders need to take ownership of to ensure individual development.

b. CMF structure and career progression. NCOs need to seek out the tough
assignments that will place them in developmental positions. Key leadership positions
such as Platoon Sergeant (or MOS Equivalent) are essential for professional growth to
prepare for the demands of 1SG level responsibilities. Leaders need to provide NCOs
the opportunity to serve in these leadership positions and NCOs need to be assertive in
their efforts to serve.
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c. NCOs that served in multiple short duration duty positions did not appear to have
adequate time to display performance and show potential. It was not uncommon for
NCOs in the 31E field to serve in as many as 10 different duty positions in a five year
time frame. It is recommended that NCOs should serve a minimum of 12 months in
assigned positions to allow them time to demonstrate abilities and potential.

d. There were many NCOs within the 31D career field that had NCOERs reflecting
“Senor Rater does not meet qualifications”. Numbers were significant enough to
indicate issues with movement of Senior Raters inside of the career field negatively
impacting the evaluations of rated NCOs.

e. Many NCOs were missing or displayed SSG photos. Although the standard is that
a photo is valid for 5 years before Soldier is required to update, it was viewed negatively
by board members when the NCO did not attempt to update, especially with significant
additions to awards and rank. Records of service indicated opportunity existed for
photos to be taken but the NCO did not take the initiative to do so. This gave board
members the impression the reviewed NCO did not care.

6. CMF Proponent Packets.

a. The overall quality of the CMF31 Proponent Packet was very good. Information
was clear and in line with CMF and Army guidance.

b. It is recommended that CMF 31, 21 and 74 align general guidance at the
Maneuver Support Center of Excellence. This can be accomplished while maintaining
CMF integrity, and will aid in board members evaluating an individual's file for
demonstrated duty, performance and potential.

'”’\’dff:}/vw&._ % / VD

PAMELA L. MARTIS
Colonel, MP
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 o

FOR Commander, US ARMY Military Police School, 464 Manscen Loop, Building 3201,
Eort Leonard Wood, MO 65473 '

SUBJECT: Career Management Field (CMF) 31 Review and Analysis

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

- Board.

2. In accordance with the referenced memorandum, the selection board panel
reviewing records for CMF 31 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 majority of NCOs in CMF 31 demonstrated
leadership skills at their current grade. Rater's bullet comments generally indicated
which NCOs were excelling. Many senior raters did not clearly articulate to the board
their intentions for promotion. Senior rater comments must clearly match the box ratings
in performance and potential and must be clear and concise to assist board members in
determining overall quality of the rated NCO. ..

b. Utilization and Assignments. Overall NCO's are doing well in balancing
operational positions with specialty assignments such as Drill Sergeant, Recruiter and
Instructor. Those NCOs who had successfully served in critical leadership positions for
the duration indicated in the CMF Professional Development Models and speciaity
assignments were viewed as well-rounded and best qualified for advancement.

Multiple, consecutive specialty or staff assignments and/or little or no service in critical
leadership positions limited the ability of the panel to assess leadership abilities and
potential. Those NCOs that followed published CMF Professional Development Models
were viewed as best qualified for-promotion.

c. Training and Education. The majority of NCOs reviewed had completed the
required NCOES training and many had attained additional military training to enhance
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skills in their particular MOS. Most NCOs had continued to seek additional civilian
education despite the difficulties presented by the current OPTEMPO. Soldiers who
demonstrated a gradual and continuous effort to attain civilian education were viewed

favorably.

d. Physical Fitness. Most NCOs are not clearly achieving excellence in this area.
Many rater comments focused on the achievements of the rated NCO's Soldiers,
instead of focusing on the individual physical fitness and military bearing of the rated
NCO. All panel members felt that rater’s should clearly indicate the APFT score in the
bullet comments. Excellence ratings that were not justified by scores were confusing
and not helpful. : :

e. Overall Career Management. The NCOs that are seeking the tough assignments
stood out among their peers. It is important to balance leadership time with staff or
administrative positions. Most Soldiers that were serving in multiple or back-to-back
staff or administrative positions were assigned to installations with adequate leadership
opportunities. NCOs that demonstrated strong performances while serving in a variety -
of positions were viewed as well-balanced and clearly stood out. Overall, the career
management within this CMF is proficient. '

4. CMF Structure. Duty positions within each grade appeared to be in line with
expected levels of responsibility. Duty descriptions were very useful in identifying the

‘number of Soldiers supervised for some unfamiliar positions with MOS 31D and 31E.

The vast majority of duty positions were listed in accordance with applicable manning
documents. Those few positions that were not were viewed as unhelpful and
illegitimate. ’

a. MOS Compatibility within CMF. NCOs generally served in positions within their
respective MOS. This indicates strong linkage of skills to the career field and mission.
Soldiers that served for long periods of time outside of the career field were not viewed
favorably. ' ' : -

b. Suitability of Standards of Grade and Structure. Standards of grade and structure
outlined in the proponent guidance were compatible with the DA Secretariat Promaotion
Guidance and should be maintained. : '

c. Assignment and Promotion Opportunities. Records for this board indicate a wide
variety of assignment and leadership opportunities are available throughout the CMF to
enhance professional development and promotion potential of Soldiers.

d. The overall health of the CMF is extremely strong. NCOs are excelling in
demanding assignments in garrison and combat environments. '

5 Recommendations. (Proposals keyed to subparagraphs above).
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a. Competence. NCOs should continue to follow MOS professional development
models to capitalize on operational experience. Leaders and individual NCOs must
take ownership of this process in order ensure proper professional development and
promotion potential.

b. CMF Structure and Career Progression. Seeking out tough leadership and
admiinistrative assignments, while balancing them with demanding special assignments,
demonstrates versatility and depth. Key leadership or specialty assignments such as
Squad Leader or Drill Sergeant (or MOS equivalent) are essential for professional
growth and prepare leaders for future service in positions such as platoon sergeant.
Leaders must provide NCOs the opportunity fo serve in these positions and NCOs must
actively seek these positions and successfully serve in them for the minimum amount of

- time recommended in the MOS professional development model. Demonstrated

leadership and clearly articulated excellence while serving in a variety of positions is

essential to the experiential learning, professional development and future promotion
potential of leaders. '

c. Multiple Short Rating Periods. NCOs that served in multiple positions for short
duration were difficult to evaluate. NCOs should serve a minimum of 12 months in
assigned positions to allow them to be properly evaluated. Multiple positions of short
duration within the same organization raised questions of the rated NCOs competence,
confused panel members and did not indicate balance or versatility. Submission of

NCOERs with rating periods of less than 180 days was generally not helpful to the rated
Soldier or the panel. .

d. Records and Photo Updates: Most NCOs had current photos and updated
records. While the photo is valid for five years, board members negatively viewed
photos that had not been updated to reflect changes in awards. NCOs that did not

update DA Photos gave board members the impression that they do not care about
their career.
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6. CMF Proponent Packets.

a. Overall Quality. The overall quality of the CMF 31 Proponent Packet was very
good. Information was clear and in line with CMF and Army guidance. Professional
development models for each MOS were particularly useful.

RS

JOHN D. DROLET
Colonel, EN
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 Commander, US Army Signal Center, 506 Chamberlain Ave. Bldg 2980 A, Fort
Gordon, GA 30905

SUBJECT: Career Management Field (CMF) 25 Review and Analysis

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

2. In accordance with the referenced memorandum, the selection board panel
reviewing records for CMF 25 submits this Review and Analysis to assist you in
executing your duties as proponent for MOS within this CMF.

3. Competence assessment of Promotion Zone

a. Performance and Potential: The majority of CMF 25 NCOs are successful in
performing their duties across a wide spectrum of duty assignments and were
competitive for selection. Duty descriptions which clearly annotated the level of
responsibility and operating environment were helpful to the board. To identify the best
of the best, the board relied heavily on the performance and potential portions of the
NCOER. Board members were dismissive of instances where Excellence bullets were
not strongly justified and particularly scrutinized NCOERSs where all five blocks were
checked Excellent without quantifiable bullets. Generic comments or average bullets
hindered rather than helped the rated NCO towards selection. Concise, quantitative,
hard-hitting bullets (e.g. “best 1SG in the Battalion”) were most effective. Instances of
inconsistency between Rater and Senior Rater ratings sent mixed messages. The
Reviewer is critical in eliminating these discrepancies. Finally, if an NCO failed to live
by the Army Values as a senior NCO and received a “NO” in block IV of the NCOER,
the panel viewed this as a significant discriminator.

b. Utilization and Assignments: The vast majority of NCOs are pursuing diverse
assignments in varied locations which provide ample opportunities for them to develop
the desired leadership, expertise, technical and tactical ability for their CMF. NCOs who
stayed in the same location or position for extended periods often lacked such
opportunities. NCOs were further detrimented when comments referencing the same
accomplishments were repeated on several NCO evaluations. NCOs should
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aggressively pursue positions that measure and assess their potential for increased
responsibility. Many NCOs displayed solid performance at the MSG level and were
sometimes already performing at Sergeant Major and Command Sergeant Major level.
The board considered tough assignments such as any Sergeant Major position, First
Sergeant, G6 Information System Chief, Senior Drill Sergeant, Operations Sergeant and
MIiTT NCOIC as challenging and viewed this favorably. Repeated assignments in these
positions were viewed especially well. For instance, an NCO who served as a 1SG for
18 months but then moved to non-leadership roles was much less likely to be selected
than an NCO who successfully served in several 1SG positions or other strong
leadership positions such as G6 Information System Chief, Spectrum Management at
the Joint, Theater, and Corps level, or Operations Sergeant Major.

c. Training and Education: All NCOs were expected to have completed SLC. If
completion was not annotated on the ERB, board members found it tough to credit the
NCO. Additional military functional and special duty courses were favorably considered.
Exceeding course standards or graduating with honors projected a stronger potential for
selection. Some NCOs have pursued higher levels of civilian education and these
achievements were viewed as a commitment to higher learning, self improvement and
development. Conversely, NCOs with minimal military education within the previous
five years and/or civilian education (e.g. no college) were sometimes discriminators, as
board members considered that these NCOs were not actively seeking self
improvement. Certifications also weighed heavily; however, since most certifications
were not annotated on the ERBs it was helpful when Raters commented on these
accomplishments on the NCOER.

d. Physical Fitness and Height/Weight: The majority of NCOs are meeting physical
fitness standards. NCOs who earned the Physical Fithess Badge, especially over
extended periods of time, were viewed positively. Conversely, failing to pass the APFT
or meet body fat standards as outlined in AR 600-9 were significant discriminators. The
board also noticed that as some NCOs became heavier, their height increased.

e. Photo: NCOs need to update their photos as required by AR 640-30, paragraph
6. The board considered a missing or outdated photo as a lack of preparation on the
part of the NCO. Letters from deployed NCOs to the President of the Board explaining
the lack of an updated photo were helpful. In cases where NCOs looked very large in
their photo, board members compared weight with that of earlier NCOERs to identify
whether the Soldier had recent significant weight gain.

f. Disciplinary Action: Board members took notice of disciplinary action in the NCO’s
OMPEF. Disciplinary Action in the NCO’s current or previous grade held significant
weight with board members.





AHRC-PDV-S :
SUBJECT: Career Management Field (CMF) 25 Review and Analysis

g. Overall career management. The greatest key to selection was strong
performance in a series of challenging leadership positions with Soldiers.

4. CMF 25 Structures and Career Progression Assessment.

a. MOS compatibility within CMF. All CMF 25 MOSs were given opportunities for
career progression and leadership positions. The majorities of assignments are very
diverse and allow the NCO to develop their technical, tactical and leadership skills. The
assignments CMF 25 NCOs held were very compatible within the MOS.

b. Suitability of standards of grade and structure: CMF 25 NCOs competing for
United States Army Sergeants Major Academy (USASMA) Training and Selection held
a variety of positions that allowed them to be competitive for promotion to the next

grade.

c. Assignment and promotion opportunity: The board panel saw vast opportunities
for CMF 25 to be highly successful for selection. There were ample leadership
opportunities across the majority of CMF 25 MOSs. NCOs must continue to seek out
tough and demanding jobs that will place them in the best position for selection and
promotion. The board looked very favorably on NCOs who took on challenging
assignments such as Sergeant Major, First Sergeant, G6 Information System Chief,
Detachment Sergeant (performing the duties as First Sergeant), Operations NCO, or
MiTT NCOIC, and excelled in those positions. NCOs who sought out other Skill Level
50 positions and succeeded in those positions were also viewed favorably by the board.
Such positions are important for advancement to the next higher rank. The Spectrum
Management field was the only field noted with limited leadership opportunities.

d. Overall health of CMF: The overall health of CMF 25 is strong and diverse. CMF
25 NCOs continue to go above and beyond expectations. CMF 25 must continue to
further their civilian and military schooling to stay competitive.

e. NCOs who go the extra mile to distinguish themselves from their peers stand out.
Some of the examples are active participation in the Sergeant Morales or Sergeant
Audie Murphy clubs, MOS certifications, military/civilian education, consistent APFT
badges, and important special duty assignments.

5. Recommendations.

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

3





AHRC-PDV-S
SUBJECT: Career Management Field (CMF) 25 Review and Analysis

b. Training and Education: NCOs should continue to pursue military and civilian
education to include any certifications or courses. This clearly depicts continuous self-
development. Exceeding course standards or achieving a high GPA sends an even
stronger signal. :

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

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

e. Rater/Senior Rater Overall Evaluation: It is important to ensure that rater and
senior rater comments complement each other. Several NCOERs contained conflicting
ratings and comments in Part IV and V of the NCOER. This presented a confusing
representation of the NCO'’s performance and potential to serve at higher levels of
responsibility.

f. CMF structure and career progression: As the Army transformation continues, the
proponent should continue to monitor and adjust to ensure opportunities exist for
challenging assignments, career progression, and ability to build tactical, technical and
leadership skills.

6. CMF Proponent Packets.

a. Overall quality: The CMF Proponent Packet was a useful tool and provided
detailed information to the board regarding MOS specific career patterns and identified
leadership positions and their equivalents.

b. Recommended improvements: Recommend proponents continue to make CMF
Proponent Packets available on AKO and that Soldiers know and understand its
contents. Raters, Senior Raters, and Reviewers must ensure they use the same
language as the proponent career path in writing duty descriptions. Information
pertaining to Special Mission Units for Sergeant Major and Master Sergeant positions
should better articulate equivalent assignments in the conventional force.
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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 20 June 2011

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

FOR Commander and Commandant, Judge Advocate General's Legal Center and
School, 600 Massie Road, Charlottesville, Virginia 22903

SUBJECT: Career Management Field (CMF) 27 Review and Analysis

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

2. In accordance with the referenced memorandum, the selection board panel
reviewing records for CMF 27 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 selection board process is a pivotal tool for
determining the most deserving and best qualified Soldiers for promotion to Sergeant
Major. There are numerous documents to review in a short period of time, but the three
documents that helped produce the most accurate snap shot were the
Noncommissioned Officer Report (NCOER), the Enlisted Records Brief (ERB) and the
Army DA Photo.

b. Utilization and assignments: Although there are many assignment opportunities
for 27D MSGs, there still are a good percentage of Soldiers that continued to stay in
nondemanding positions. There also seems to be a considerable number of Soldiers
who have minimal time in demanding positions as they rotate from staff job to staff job.
It would benefit the command and the Soldier if there was better command and control
of assignments and if Soldiers alternated between demanding MTOE assighments and
nominative TDA assignments.





c. Training and education: There were a few Soldiers that graduated from
USASMA, but the majority were SLC course graduates. Education credentials seem to
really be lacking based on the records reviewed for this board. Quite a few Soldiers had
a significant number of credit hours without a degree. Others have no college at all.
Soldiers who had a bachelor’s degree or higher were seen as highly competitive.

d. Physical Fitness: The board looked favorably upon Soldiers who did well
individually on the APFT. Legitimate profiles aside, it was surprising to see that not
many Soldiers achieved APFT excellence. Recommend Soldiers strive for this mark.
Those with profiles should strive to get 90 points or better in the events that they can do.

e. Overall career management: Soldiers have the opportunity to serve in a variety
of assignments and experience the opportunity to deploy with units or on individual
deployment taskers. -

4. CMF structure and career progression assessment. MOS compatibility within the
CMF. 27D Soldiers do not compete for promotion with Soldiers outside the 27D series.
There are no compatibility issues.

a. MOS compatibility within CMF: There did not appear to be any challenges with
MOS compatibility within the CMF 27D.

b. Suitability of standards of grade and structure: Equal consideration was given to
all 1SGs and MSGs in the zone for SMC selection and promotion to SGM. Board
members reviewed all leadership positions across the full spectrum of assignments.
Division and Corps Chief Paralegal NCO positions are just as strong as 1SG positions
in the 27D CMF. :

¢. Assignment and promotion opportunity: Soldiers serving in a CSM or SGM
position and serving in a Division/Corps Chief Paralegal NCO or 1SG positions were
viewed as most competitive by the board. As mentioned earlier, more command and
control of assignments appear to be needed to control the amount of time Soldiers are
staying in staff positions vs. demanding positions.

d. Overall health of CMF: It appears that the overall health of the CMF is good
based on the number of competitive packets that were viewed by the board. Soldiers
should strive to achieve professional excellence and elevate the professional excellence
of those around them.

e. Other, as appropriate: -None
5. Recommendations. (Proposals keyed to subparagraphs above).
a. Competence: Recommend the command place more emphasis on continuing

military and civilian education and troop leading. Emphasis on enforcing standards and
discipline and customs and courtesies in order to demonstrate leadership and motivate





the force to accomplish the mission while taking care of Soldiers is critical for the future
of the JAG Corps.

b. CMF structure and career progression: Structure is adequate; would emphasize
the need to go to a Division/Corps Chief Paralegal NCO or 1SG position for 24 months
or more. Soldiers that were most competitive had a variety of assignments with the
majority of time spent in demanding positions mentioned above.

6. CMF Proponent Packets.

a. Overall quality: The proponent packet was very detailed and easy to read.
Recommend consolidating the information to make it more concise.

b. Recommended improvements: None

;;%. )

Colonel, AG
Panel Chief
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AHRC-PDV-S 27 June 2011

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

FOR Commander, U.S. Army Military Police School, 464 Manscen Loop, Building 3201,
Fort Leonard Wood, MO 65473

SUBJECT: Career Manégement Field (CMF) 31 Review and Analysis

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

2. In accordance with the referenced memorandum, the selection board panel
reviewing records for CMF 31 submits this Review and Analysis to assist you in
executing your duties as proponent for MOS 31B and 31E within this CMF.

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

a. Performance and potential: The majority of NCOs in CMF 31 demonstrated
superb leadership skills at their current grade in critical and demanding positions from
1SG to Police Transition Team (PTT) NCOIC. In other instances, some NCOs in the
CMF also demonstrated outstanding leadership skills at the SGM and CSM level.
Overall, NCOERs provided a clear picture as to which NCOs were excelling within the
CMF; however, senior rater bullets often lacked sufficient qualifying and quantifying
bullets to determine the very best performers. For example, bullets such as “best 15G in
the Battalion”, “number 1of 6 1SGs in the Battalion, or “best 1SG | have seen in my 20
years of service” would have helped to clearly establish the best of the best within the
CMF. The 31 CMF was identified by the panel as the only CMF reviewed which did not
consistently utilize qualitative or quantitative bullets in the senior rater comments block.

b. Utilization and assignments: The CMF was doing well at creating a balance
between leadership assignments and operational assignments with only a few
exceptions. A balance between critical leadership assignments and challenging
operational assignments gave the panel a more complete picture of the NCOs ability to
function across the full spectrum of responsibilities within the CMF.

c. Training and education: The majority of NCOs within the CMF demonstrated a
persistent career long approach towards the completion of Army and CMF specific
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leadership and career enhancement training such as Battle Staff, Hostage Negotiations
and Special Reaction Team training. The achievement of Honor Graduate during
professional development courses demonstrated a clear mark of accomplishment above
the NCO's peers; however, it was recommend the first line of the comments section of
the 1059 clearly identify this accomplishment for the panel. Further, despite a high
operational tempo and service in demanding leadership positions, a number of NCOs
within the CMF had completed 120 semester hours or more of civilian education. The
persistent pursuit of military and civilian education was viewed as being indicative of a
dedication to self-improvement, effective time management, and potential for academic
success. :

d. Physical Fitness: The Army has placed strong emphasis on the requirement of
every Soldier to maintain their physical fitness to ensure combat readiness, to control
stress and to build the stamina necessary to work the demanding hours of the military.
Raters must clearly articulate the awarding of the Physical Fitness Badge and the
NCO’s overall score in order to justify an excellence rating. The absence of such data
with an excellence rating left the panel guessing at the accomplishments which justified
the rating. Photos across the CMF primarily depicted Soldiers who appeared to be in
compliance with Army height and weight standards and served as a solid indicator of
the overall health and physical readiness of the Soldiers in the CMF.

e. Overall career management: Those NCOs who followed the CMF Professional
Development Model and performed successfully in both leadership and operational
assignments were viewed as well-rounded and best qualified for promotion. The overall
assessment of career management with the CMF was good; however, NCOs and
leaders were cautioned against extended operational assignments, especially those
outside of the CMF, and prolonged periods of time in leadership positions. The board
noted down turns in performance when NCOs were left in leadership positions for
periods longer than 36 to 48 months. Additionally, NCOs who had not completed the
recommended leadership time and were in extended or back to back operational
assignments were not viewed favorably by the board.

4. CMF structure and career progression assessment:

a. MOS compatibility within CMF: The three distinct specialties within the CMF each
perform a unique role in support to the CMF’s overall mission within the Army. The fact
that NCOs within the CMF primarily performed duties only within their distinct specialty
demonstrated the unique attributes associated with each MOS. The related yet
distinctly different missions required a NCO who could lead while coaching, teaching,
and mentoring Soldiers and leaders on the finer points of executing law enforcement,
internment and resettlement (I/R) and criminal investigative missions.

b. Suitability of standards of grade and structure: The overall structure and
standards of grade of the CMF appeared to be in compliance with and supported Army
standards. The detailed descriptions of the duties and responsibilities of NCOs
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performing nonstandard Army missions such as PTT NCOIC and Chief I/R NCO on
both the proponent packet and the NCOER were extremely helpful to the panel.

c. Assignment and promotion opportunity: The CMF proponent packet and board
files demonstrated there were sufficient leadership and operational assignments
available to every Soldier in relation to their MOS. Soldiers were strongly encouraged
to seek out leadership assignments while striking a balance with operational
assignments in order to remain competitive with their peers as it relates to their distinct
specialty.

d. Health of the CMF: The overall health of the CMF was good and consisted of
many capable and competent NCO leaders who were performing well at a variety of
leadership and operational positions in both garrison and deployed environments.
There were more than sufficient numbers of highly qualified NCOs capable of
performing at the SGM level.

e. Professional Values: There was a slight concern over the numbers of senior
NCOs in leadership positions who were identified as having abused their position of
authority or engaged in inappropriate behavior which resulted in their punishment and
jeopardized the moral and welfare of the Soldiers whom they were entrusted to lead.

5. Recommendations.

a. Competence: The CMF must continue developing versatile and adaptive leaders
who are capable of leading Soldiers and running the Army in complex 21% Century
environments to include joint environments. The responsibility to accomplish this
objective rests with the individual Soldier, the proponent, and leaders within the CMF.

b. CMF structure and career progression: The proponent, as it has done
historically, must continue to make the structural changes necessary to ensure a force
capable of supporting a transformational Army in the 21 Century and beyond while
ensuring a balance of operational and leadership positions are available for the
development of their leaders. NCOs within the CMF must seek out those challenging
leadership positions within their MOS and take an aggressive approach to the
management of their careers in order to maintain their competitive edge for future
advancement. Leaders must utilize the professional development model when
counseling their Soldiers on career progression and the keys to success in their
particular MOS.

6. CMF Proponent Packets.

a. Overall quality: The proponent packet provided sufficient information regarding
critical leadership assignments and demanding assignments within the CMF. The
packet gave panel members a clear picture of the leadership and operational positions
available to each NCO within the CMF based upon their specific MOS. Additionally, the
proponent packet ensured panel members were aware of the distinct differences

3
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between the three complex MOSs which comprised the CMF and the capabilities and
limitations of each in regards to the availability of leadership assignments and
deployments.

b. Recommended improvements: The proponent must now take the detailed
information contained within the packet and find a way to clearly articulate the
information from the packet in DA PAM 600-25 for future boards.

(AN

PATRICK/A. DONAHOE
Colonel, AR
Panel Chief





