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

SUBJECT: Career Management Field (CMF) 35 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 35 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 35 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
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available, the NCO should seek to include leadership duties reflected in appointed
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, AS],
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/WWT 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 fithess 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 35 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
OMPF, 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 35. 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 35 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 35 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 NCOERs. 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 35 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 NCOERs.
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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 during the covered rating period.

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 35 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

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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TODD A. MEGILL
COoL, Ml
Panel Chief
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MEMORANDUM THRU Headquartérs, United States Army Training and Doctrine
Command, Attention: ATTG-P, 3 Fenwick Road, Building 11, Fort Monroe, VA 23651-
1049 :

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

SUBJECT: Career Management Field (CMF) 35 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 In accordance with the referenced memorandum, the selection board panel
reviewing records for CMF 35 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 35 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 Assignments: 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
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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" ¢. 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
finess 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 lack of preparation on
the part of the NCO. There were also problems with available photos such as relaxed
grooming standards, and items missing from the uniform.

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

4. CMF 35 Structure and Career Progression Assessment

a. MOS compatibility within CMF.- All CMF 35 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 35 NCOs held were very compatible within the MQOS.

b. Suitability of standards of grade and structure: CMF 35 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 35 MOSs. NCOs must continue to seek out tough and demanding
jobs that will place them in the best position for promotion. v
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c. Assignment and promotion opportunity: The board panel saw vast opportunities
for CMF 35 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 looked 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 overall health of CMF 35 is stréng and diverse. CMF
35 NCOs continue to go above and beyond expectations. CMF 35 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. _

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: GOMARs and Article 15s should be annotated on the NCOER
for the rated period. Board members took notice that GOMARs and Aticle 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, technical, and
leadership skills. : ‘

a ' 6. CMF Proponent Packets.

The CMF 35 proponent packet was well written and extremely 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
the unique MOS characteristics and identifying those assignments deemed demanding
by the proponent were beneficial to the board members.

f//é/a%/) (-
- THERESAD. COLES

Colonel, SC-
Panel Chief

T ——-———SUBJE(—)—T—CaréerManagementFteld(CME)ﬁSRevnewandAnalys,ls__:* [
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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 23851-

1048

FOR Commandant, US Army Finance School, Fort Jackson, SC 29207-7045

SUBJECT: Career Management Field (CMF) 36B 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 36 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. For the most part, builet comments qualified the
ratings received while senior rater bullet comments and ratings sent a clear message of
the overall assessment of rated Soldier. The majority of NCOs had taken the time to
update their photograph and enlisted record brier. Individuals who took the time to
update their information sent board members a clear message on the importance they
placed on career progression.

b. Utilization and assignments (particularly in PMOS). There appeared to be a slow
transition of noncommissioned officer rated in the new Financial Management positions.
Noncommissioned officers who remained at the same duty location for an extended
period (more than 36 months w/o deployment) regardiess of location; were perceived as
homesteading and considered less competitive. However, noncommissioned officers
who moved and sought demanding position with the responsibility of leading and caring
for Soldiers were looked upon as being more competitive. For highly competitive
Soldiers, a variety of assignments between MTOE and TDA, Special Mission Units,
Special Operations Command and Joint assignments is the best mix and most
desirable. Noncommissioned officers who followed this path and performed exceptional
in a variety of assignments gave the board the measure of performance and potential.
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c. Training and education. During the records review, it was evident that very few
NCOs are taking advantage of the functional courses offered to ensure Financial
Management NCOs are trained and ready to assume new responsibilities as the Corps
shifts from military pay functions to resource management. Duty descriptions did
project senior FM NCOs as key trainers and NCOERs contained little or no information
on FM training being provided to junior noncommissioned officers and Soldiers. For
CMF 36, civilian education continues to be a priority and looked upon very favorably by
the board for promotion consideration. Although the majority of NCOs have an
Associates Degree, this should be considered the minimum requirement for civilian
education. In order to remain competitive, NCOs should continue to pursue Bachelors
and Masters Degree producing programs which are essential for career progression.
Soldiers with less than 60 credit hour where consldered less competitive.

Other areas not looked favorable upon by panel members were failing to meet height
and weight standards for two or more times, not achieving course standards while
attending a NCOES and any type of disciplinary action UCMJ/GOMOR.

d. Physical Fitness. Overall, the CMF is physically fit and evaluation reports reveal
FM NCOs are maintaining physical fitness standards. Roard members continue to look
unfavorably on Soldiers who fail to meet height and weight standards, particularly at the
current grade of Sergeant First Class. For Soldiers who achieve 270 points on the
APFT (90 in each event), recommend the rater clearly state the earning of the APFT
kadge in the physical fitness block of the NCOER, '

e. Overall career management. Career management must do a better job at
affording NCOs the opportunity to take part in a wider range of assignments. Career
managers must also ensure they continue to manage the careers of NCOs that remain
at a particular location for an extended period of time.

4. CMF structure and career progression assessment.

a. Assignment and promotion opportunity. Several individuals appeared to be
remaining at certain installations for an extended time period. This was especially true
for TRADOC installations giving board members the impression Soldiers were in their
comfort zone and unwilling to move in an effort to seek progressively more challenging
positions. As stated earlier, the board viewed a variety of assignments as the best
indicator of overall performance and potential. This variety of assignments were key to
developing the Soldier into the well rounded leader our Army needs in the 21% century.

b. Overall health of CMF. The Finance Corps is undergoing a significant change
and the NCO community is beginning to show signs of performance within the new
arena. Very few rating refiected the resourceffinancial management and comptroller
duties currently being performed; therefore, it was difficult to evaluate the Corps overall
health in the new mission set for the Finance Corps.
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5. Recommendation. Recommend senior FM NCOs take full advantage of the
functional courses offered to ensure their ability to petform required duties while training
and educating junior noncommissioned officers and Soldiers in the resource
managernent arena.

6. CMF Propenent Packets.

a. The overall quality of CMF 36 proponent packet was very useful. The quick
reference guide reflecting the percentage of NCOs holding certain SQls and ASls was
very helpful in determining the importance of each for promotion consideration.

b. The CMF proponent packet reflects the importance of Senior Military Pay
positions held prior to transformation of the Corps. There were several
noncommissioned officers considered for promotion who were assigned to duty
positions not mentioned in the proponent information packet under NCO Professional
Development. For future boards, the CMF 36 information packet must be updated and
address the importance of the new duties the Finance Corps NCOs will undertake in the
coming years. Duties must be prioritized from most challenging to least challenging in
order to provide board members with hierarchy of duties when considering a Soldier for
promotion.

Pihocdd Shapare]

RICHARD L"SHEPARD
Colonel, AG
Pane] 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 Adjutant General's School, 10000 Hampton Parkway,
Fort Jackson, SC 29207-7045 ‘ :

SUBJECT: Career Management Field (CMF) 36B Review and Analysis

1 Reference memorandum, HQDA, DAPE-MPE-PD, 9 September 2010, éubject': .

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

2. In accordance with the referencedkmemo%ahd.um, the selection board panel
reviewing records for CMF 36 submits this Review and Analysis to assist youin
executing your duties as proponent for MOS within this CMF.

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

a. Performance and potential. Enlisted Finance Operatiohs (FO) and Resource
Management (RM) functions were merged into one muiti-function Financial
Management (FM) specialty less than two years ago. Although this is only the second
selection board since the merger, the records reviewed indicated strong performance
and potential within both the FO and Comptrollership/RM fields. The board reviewed
numerous documents in a short period of time, but the three documents that helped
produce the most accurate snapshot were the Noncommissioned Officer Evaluation
Report (NCOER), 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 to the selection process. S

- b. Utilization and assignments. A small percentage of the records reflected NCOs
were serving in leadership positions in Comptrollership/RM operations. Efforts should
be made to ensure NCOs have an opportunity to gain operational and leadership
experience within these specialties. The board considered highly competitive NCOs as
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those with a combination of MTOE (FM Company, FM Center, Division and Group G8),
non-traditional (Drill Sergeant, Special Missions Unit, Recruiter), and TDA (FM School &
NCOES Instructors, FM Doctrine and Proponency) assignments which both challenge
the NCOs and provide exposure to the total operational structure of the Army. It
appears that many of the FM core competencies are not performed in a home station or
peacetime environment, so the most desired developmental plan suggested
assignments which provide the NCO with an opportunity to hone these skills in a
forward deployed environment. NCOs who remained at the same location performing
the same job for periods in excess of 36 months were perceived to be less competitive.

‘¢. Training and education. NCOs for the most part are afforded the opportunity to I
attend required NCOES and a variety of “War Fighting Skills” enhancing courses and
schools; however, only a small percentage of the population had the CMF

' recommended functional courses. The FM School currently offers online courses that

NCOs should take advantage of for professional development using the “Self
Development Pillar” of leadership development. Since it's often difficult to attend the
resident version of these courses, NCOs should be encouraged to complete all
functional courses offered online. Civilian education continues to be an indicator of self
development progression and was looked upon favorably by the board. NCOs at this
level should be encouraged to pursue at a minimum, an Associate’s Degree and
continue to pursue Bachelors and Masters Degree. Those with less than 60 credit hours
were considered less competltxve

d. Physical Fitness. Evaiua‘uon reports indicate the CMF is both physically fit and a
fair number of the NCOs continually excel in physical fitness; however, often an
“Excellence” rating was given without explanation. Raters should clearly state the

justification. Examples include “earned the APFT Badge” or “scored 270 or above on
the APFT".

e. Overall career management. Managers should aggressively afford NCOs the
opportunity to work within both FO and Comptrollership/RM specialties to develop
multi-functional NCOs who can operate in all facets of the career field. Managers
should encourage diversity in assignments and should work to eliminate the stagnation
created when an NCO remains at one |oca’uon in the same duty position for an
extended period of time. :

4. CMF structure and career progreséion assessment.
a. Assignment and promotion opportunity. Many Soldiers in this CMF had

deployment time in excess of 12 mos. Opportunities to deploy remain critical to
mastering many of the core competencies in this CMF.
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b. Overall health of CMF. The CMF, while in transition, appears to be healthy. FM
NCOs should be encouraged to continue to take advantage of the professional A
development opportunities they can gain through operational assignments, institutional
training, and self-development.

5. Recommendations.

a. Competence. In general, bullet comments provided sufficient information to both
qualify and quantify the rating given. Both Raters and Senior Raters should strive to
clearly communicate the NCOs current performance and whether or not he/she is ready
TODAY to perform at the next higher grade. Most NCOs demonstrated the importance
they place on their career progression to the board by faking time to review/validate

~ their records and address items which might cause confusion for the board members.

b. CMF structure and career progression. The majority of the records reviewed
listed NCOs serving in Skill Level 30 or higher positions. Managers should strive to
ensure maximum use of Skill Level 30 positions when available.

c. Photographs. The absence of a photograph was not looked upon favorably by
the board. Newly promoted Staff Sergeants are directed on their promotion order to
take a photograph. The absence of a photograph communicates an unwillingness to
adhere to orders and suggested a lack of discipline. The board does understand that
an NCO might be unable to take a new photograph each year due to deployment,
however, a photograph taken within the last five years can be included in the record.

d. Duty Description and Position should be specific to the function performed. Often
times “Legacy Duty Titles” (Chief of Military Pay, Military Pay Review NCO, Processing
NCO, Certifier, Document Control NCO, etc.) were listed as the Principal Duty Title on.
evaluations prepared since the merger. Board members have a clearer understanding
of the scope and level of responsibility when there is a correlation between the Principal
Duty Title and Duty MOSC. For example, Senior Financial Management Manager
equals 36B40 which indicates the NCO is serving in a Sergeant First Class-Position. -
Mismatches between Principal Duty Title and Duty MOSC such as Senior Financial
Management Advisor paired with 36B30 were also common and created questions for
selection board members. Raters should be reminded to review duty titles and
descriptions and ensure they are accurate.

6. CMF Proponent Packets.

a. Overall quality. The CMF 36 “Career Pattern” Slide was very helpful in
establishing the correlation mentioned above. The unique MOS characteristics
breakout of SQls and ASI to the current population of Staff Sergeants was very useful to
identifying the NCOs who have challenged themselves. with non-traditional

3
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assignments. The “Education Slide” and “Career Map‘” Slide were useful to identify
recommended CMF courses and civilian education goals for FM NCOs.

b. Recommended improvements. The “Demanding Assignments” slide was useful;
however, categorization of these as well as other typical assignments as “High,
Medium, and Low Risk” would be extremely beneficial and standardize the 36B
hierarchy ranking for board members. .

1A - -
“TRACEYE. NIC SON
Colondl, AG

Panel Chief
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AHRC-PDV-8 18 November 2010

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

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

SUBJECT: Career Management Field (CMF) 37 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 37 submits this Review and Analysis to assist you in
executing your duties as proponent for the one MOS within this CMF.

3. Competence assessment of Promotion Zone.

a. Performance and potential. In general, performance and potential ratings did not
seem to reach expected levels for a Special Operations CMF. It was unclear as
to whether this was a function of the actual quality of the population or a result of
very demanding group of raters. Language proficiency was a particularly glaring
and significant weakness, with very few NCOs attaining and maintaining the
USASOC standard.

b. Ultilization and assignments. Overall, the force did not seem to provide NCOs
with sufficient time in leadership positions. Evaluation reports tended not to
indicate why an NCO was removed early from a leadership position.
Furthermore, most of the evaluations lacked the clarity and specificity to
determine whether the NCO was removed to take advantage of their leadership
in another assignment or for other, less favorable, reasons.

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

Physical Fitness. Evaluation reports and APFT scores indicate that physical
fitness is a significant shortcoming across the force. The Special Operations
community is known for its high standards and emphasis in this area, yet this
population did not seem to meet that expectation.

Overall career management. Since a portion of the force did not provide NCOs
with sufficient time in leadership positions, many of those NCOs are not
adequately prepared for follow-on assignments of greater responsibility. This
may adversely affect the quality and quantity of NCOs available for promotion to
the most senior levels. Additionally, if this trend continues, the force may face
manning challenges as the organizational structure continues to grow.

4. CMF structure and career progression assessment. Standards for grade and
structure remain suitable and appropriate. Assignment and promotion opportunities are
sufficient and appropriate. However, there seemed to be a number of extended (multi-
year) profiles without a clear indication as to why the individual remained on jump status
or in an MOS that requires airborne qualification and active status. The overall health of
the CMF will remain stable, provided that NCOs are afforded sufficient time in
leadership development positions.

5. Recommendations.

a.

Raters and senior raters must be consistent with ratings by matching comments
with the blocks checked. Senior raters must provide quantifiable bullet
comments that support the ratings provided. There are too many cases of both
positive comments with low ratings blocks as well as negative comments with
high ratings blocks.

Leaders should properly manage personnel assignments in order to adhere to
proponent guidance on leadership positions. This proponent guidance provides
for specific leadership development necessary for advancement to the next
higher grade. If circumstances require early removal of an NCO from a
leadership position, the evaluation report should clearly indicate that reason.

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

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

Duty titles and duty descriptions should be clear, concise, and consistent across
the force. In particular, duty titles need to be standardized across the force.
There are too many different duty titles for similar positions throughout the force.
This makes it difficult to determine the relative level of responsibility and
complexity of each position.
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f.  NCOs should take the time to make sure their ERBs are accurate and up-to-date.
A significant number of ERBs were missing large portions of data or showed
information that was contrary to the rest of the personnel file. Grossly inaccurate
ERBs may indicate a lack of interest or motivation.

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

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

6. CMF Proponent Packets. The proponent packet provided was accurate,
appropriate, and valuable. There is just one addition that would improve the packet.
Until duty titles are standardized across the force, provide a list of all possible duty titles
for appropriate leadership and leadership development positions.

AMES E. A@\
COL, SF

Panel Chief
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AHRC-PDV-8 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 A

FOR Commander, United States Army John F. Kennedy Special Warfare Center and
School, 2502 Ardennes Road, Fort Bragg, NC 28307 o

SUBJECT: Career Management Field (CMF) 37 Review and Analysis

1. References.

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

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

2. The selection board panel reviewing records for CMF 37 submits this Review and
Analysis to assist you in executing your duties as the Proponent.

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

4. CMF Overview. This was a very competitive board to determine the best quatified in

MISO for promotion to Sergeant First Class. Staff Sergeants who served in core
competency and diverse jobs were considered favorably by the board. Positions such
as Tactical PSYOP Team Chief, Military Information Support Team (MIST) Team
Sergeant, Instructor, Recruiter, Drill Sergeant, as well as Army and Joint staff all were

" considered favorably by the board. Soldiers already well established in MISO,

particularly those serving in a SFC positions were viewed as very favorable. Seeking
additional responsibilities and professional development such as Jumpmaster and

 Battle Staff were looked at favorably as the NCO sought to enhance his leadership skills
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—--in the-CMF: -Homesteading-in-a tactical-level organization was. not favorably- —— smennmemenn

considered.

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

a. NCOERs. The NCOER continues to be the most important document in the
promotion file. NCOERs which did not accurately capture a Soldier’'s performance and
potential, both positive and negative, were observed during the board proceedings. In
numerous cases, the Rater and Senior Rater (SR) provided inconsistent messages.

- Mismatched ratings between the Rater and SR existed, with ratings such as “fully

capable” from the Rater and “promote immediately” and a block mark of 2/2 from the -
SR. These ratings placed the rated Soldier at a disadvantage before the board by

‘making the panel member assume what the leadership was trying to say in the NCOER.

Leaders must fairly and accurately capture the rated Soldier's performance on the
NCOER. Soldiers who achieved high scores on the APFT also stood out among their
peers. Leaders must develop their Soldiers and accurately evaluate them through the
NCOER system. There were indicators that continuing education and training on
properly preparing an NCOER at the Rater and Senior Rater are needed.

b. DA Photo. There must be leadership involvement to ensure Soldiers are properly
preparing themselves for the DA photo process. Lack of a photo was a significant
discriminator during the promotion board process and negatively impacted 37 series
NCOs without one in their file. ‘

c. Utilization and assignments. A fair number of CMF 37 NCOs are spending more
than 36 months in non-demanding positions, i.e. Company Training NCO (a non-MOS

related position), Air Operations NCO, and HHC Operations SGT. This was viewed

unfavorably by the board. Leaders need to understand that not assigning an NCO to
his core competency duty position can have a negative impact on the Soldier’s chances
for promotion. Broadening assignments outside of the 4" MISOG such as BCT staff,
Instructor, Drill Sergeant and Recruiter were considered the best qualified in the CMF.

d. Enlfisted Record Brief (ERB). The board observed numerous ERBs that were not
updated and with duty positions that did not match those on the NCOER. Leaders need
to review their Soldiers records as part of regular counseling prior to a selection board
to validate their files. -
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education and initiative to continue development of foreign language skills were looked
at favorably by the board. Senior Leader Course completion was an exceptional

~ achievement and very favorably viewed by the board. This was a clear indicator to the

panel of the NCO's desire for improvement.

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

DN

\DA\%“\EF}T‘CH T

Colonel, SF
Panel Chief

.- g-Professional Development.- Board files reflecting continued military and-civilian - - oo = - -
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AHRC-PDV-S 20 June 2011

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

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

SUBJECT: Career Management Field (CMF) 35 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 35 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 35 NCOs are successful in
performing their duties across a wide spectrum of duty assignments and were
competitive for selection and promotion. Duty descriptions which clearly annotated
numbers of Soldiers and dollar amounts that NCOs were responsible for 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 as well as Rater and Senior Rater comments.
Board members were dismissive of instances where Excellence bullets were not
strongly justified and particularly scrutinized NCOERs where all five blocks were
checked Excellent. Generic comments or average bullets hindered rather than helped
the overall report. 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. Ultilization 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 should aggressively pursue positions that measure and assess
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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, Senior Drill Sergeant, Operations Sergeant, or
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 Operations Sergeant Major.

- ¢. 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 (e.g. only SLC, ALC,
WLC, or nothing 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.

d. Physical Fitness and Height/\Weight: The majority of NCOs are meeting physical
fitness standards. NCOs who earned the Physical Fitness 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 NCOERSs 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.

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

4. CMF structure and career progression assessment,
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a. MOS compatibility within CMF. All CMF 35 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 35 NCOs held were very compatible with the MOS.

b. Suitability of standards of grade and structure. CMF 35 NCOs competing for
Sergeant Major held a variety of multiple leadership positions that allowed them to be
competitive for promotion. Ample leadership opportunities were available across the
spectrum of CMF 35 MOSs. NCOs must aggressively seek tough, demanding jobs that
place them in the best position for promotion.

c. Assignment and promotion opportunity. The board panel saw vast opportunities
for CMF 35 to be highly successful for promotion. NCOs must try to achieve the highest
possible level of performance in their current or next higher position. The board looked
very favorably on NCOs who took on challenging assignments such as serving as a
Sergeant Major, First Sergeant, Senior Drill 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.

d. Overall health of CMF. The overall health of CMF 35 is strong and diverse. CMF
35 NCOs continue to go above and beyond expectations. CMF 35 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 military/civilian education, consistent APFT badges, active
participation in the SGT Morales or Audie Murphy clubs, and important special duty
assignments.

5. Recommendations.

a. Leadership: NCOs should seek diversity 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.

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.
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c. Physical Fithess: 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: GOMORs 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. GOMORs 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 NCOERSs contained conflicting
ratings and comments in Part 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.

/ o0l
%\% %/&jm%%%f@m\
7KAREN H/ GIBSON

Colonel, Ml
Panel Chief






DEPARTMENT OF THE ARMY

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

AHRC-PDV-S 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 Commandant, U.S. Army Finance School, Fort Jackson, SC 29207-7045

SUBJECT: Career Management Field (CMF) 36B 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 36 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: Enlisted Finance Operations (FO) and Resource
Management (RM) functions were merged into one multi-function Financial
Management (FM) specialty more than two years ago. Although this is only the second
board since the merger, the transition of NCOs from the legacy FO background into FM
appears to be occurring at a slow rate. The records reviewed indicated strong
performance and potential within FM field however, it was difficult for the board to
properly evaluate the CMF based on the merged RM concept due to the size of the
population that has received evaluations as financial managers.

b. Utilization and assignments: Attention should be given to ensuring NCOs have
an opportunity to gain operational experience within RM as it will be critical to forging an
NCO Corps that is able to facilitate the Army’s ability to gain efficiencies within FM
operations. The background of highly competitive NCOs included a combination of
MTOE (FM Company, FM Center, Division and Group G8) non-traditional (Special
Missions Unit, Equal Opportunity Advisor, Military Transition Team (MiTT), assignments
which both challenge the NCOs and provide exposure to the total operational structure
of the Army. Many FM core competencies are not performed in a peacetime





environment, so the most desired developmental plan includes assignments which
provide the NCO with an opportunity to hone these skills in a forward deployed
environment. NCOs who remained at the same location performing the same job for
periods in excess of 36 months were perceived to be less competitive.

c. Training and education: NCOs for the most part are afforded the opportunity to
attend NCOES and a variety of “War Fighting Skill” related training and schools.
However, only a small percentage of the population had attend CMF functional courses
designed to enhance their capabilities as financial managers. The FM School currently
offers online courses that NCOs should take advantage of professional development
using the Self Development Pillar of leadership development. Since it's often difficult to
attend the resident version of these courses, NCOs must strive to complete all
functional courses offered online. Civilian education continues to be an indicator of self
development progression and looked upon favorably by the board. A Bachelors Degree
should be considered as the minimum requirement for NCOs competing for promotion
to Sergeant Major. NCOs must continue to pursue Bachelors and Masters Degree
producing programs to remain competitive; those with less than 60 credit hours were
considered less competitive.

d. Physical Fitness: Evaluation reports indicate the CMF is both physically fit and a
fair number of the NCOs continually excel in physical fitness. Raters must clearly state
the justification for excellence ratings. Examples include “Earned the APFT Badge” for
NCOs score 270 or above on the APFT and/or “achieve the minimum score of 90 points
in each event”.

e. Overall career management: Managers should aggressively afford NCOs the
opportunity to work within RM to develop a multi-functional FM NCO who has the ability
to operate in all facets of RM. Managers should encourage diversity in assignments
and should work to eliminate the stagnation created when an NCO remains at one
location, in same position for an extended period of time.

4. CMF structure and career progression assessment.

a. Assignment and promotion opportunity: As stated previously, the ability to
achieve proficiency within FM is enhanced by the experience gained through a variety in
types of assignments. NCOs must be placed outside their comfort zone to develop the
myriad of skills required to be effective financial managers is an ever changing
environment.

b. Overall health of CMF: The “Current Assignment” for a segment of the population
indicates NCOs are being assigned to an increasing number of FM functional positions.
FM NCOs must constantly strive to take advantage of the professional development
opportunities gained through operational assignments, institutional training, and self-
development.





5. Recommendations.

a. Competence: In general, bullet comments provided sufficient information to both
qualify and quantify the rating given. Both Raters and Senior Raters must strive to
clearly communicate the NCOs current performance of assigned duties and whether or
not they feel he/she is ready TODAY/NOW to perform at the next higher grade. Most
NCOs demonstrated the importance they place on their career progression to the board
by taking time to review/validate their records.

b. CMF structure and career progression: The majority of the records reviewed
listed NCOs serving in Skill Level 40 or higher positions. Managers must strive to
ensure maximize use of Skill Level 50 positions when available.

c. Photographs: Strongly recommended that Master Sergeants take a photograph;
absence of a photograph communicates an unwillingness to ensure records contain the
most recent information possible. The board does understand that an NCO might be
unable to take a new photograph each year due to current operations; however, there
should be a “Current Photograph” (one taken within the last five years) in the record.

d. Duty Description and Position must be specific to the function performed. Often,
the Principal Duty Title did not coincide with the career pattern. Board members have a
clearer understanding of scope and level of responsibility when there is a correlation
between the Principal Duty Title and Duty MOSC. For example, Financial Management
Advisor equals 36B50 which indicates the NCO is serving in a Master Sergeant
Position.

6. CMF Proponent Packets.

a. Overall quality: The CMF 36 “Career Pattern” slide was very helpful with
establishing the correlation mentioned in Item 5d. above. The Unique MOS
Characteristics breakout of SQIs and ASI to the current population of Master Sergeants
was very useful to identify the NCOs who have challenged themselves with Non-
Traditional “outside comfort zone” assignments. The Education slide was useful with
identifying recommended CMF Courses and Civilian Education goals for FM NCOs.

b. Recommended improvements: The Promotion Potential Indicators in the
proponent packet were useful. Strongly recommend ensuring the proponent clearly
identify key positions in AR 600-25 in order to assist the chain of command with
developing leaders and board members thh selecting the best quahfled leaders.

ﬁoBE T C. WHAlcEXW

Colonel, AG &
Panel Ch|ef
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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, U.S. Army John F. Kennedy Special Warfare Center and School, 2502
Ardennes Road, Fort Bragg, NC 28310-9610

SUBJECT: Career Management Field (CMF) 37 Review and Analysis

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

2. In accordance with the referenced memorandum, the selection board panel reviewing
records for CMF37 submits this Review and Analysis to assist you in executing your duties
as proponent for MOS within this CMF.

3. Executive summary. The panel established high standards for the CMF. Areas of
emphasis included leadership development (particularly schools such as Jumpmaster),
foreign language proficiency, physical fitness, and initiative to further civilian education.
Favorabie consideration was given to those who successfully served in key leadership
assignments, particularly First Sergeant. NCOERs were key to determining best qualified in

the CMF.

4. CMF overview. This was a very competitive board to determine the best qualified in the
CMF for selection to attend the Sergeant Major Course. Master Sergeants who served in
core competency and diverse jobs were considered favorably by the board. Positions such
as First Sergeant and Battalion/Group/Brigade Operations Sergeant were considered most
favorably by the board.

5. Issues and Observations. The NCOER continues to be the most important document in
the promotion file. Leaders are doing a good job of accurately capturing the rated Soldier’s
performance and potential. Instances of inconsistencies were rare. Soldiers who achieved
high scores on the APFT stood out among their peers.

6. DA Photo. Lack of a photo sent a clear message to the board and had a negative
impact.

7. Professional Development. Board files reflecting continued military and civilian
education and continued development of foreign language skills were considered favorably
by the board.
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8. CMF Proponent Input. Information provided by the CMF 37 proponent was relied upon
heavily by the panel members in the development of panel standards.

AR
o d

“”""”’AVIU(M. MILLER o
COL, IN h
Panel Chief





