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

AHRC-PDV-S 18 November 2010

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

1049

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

SUBJECT: Career Management Field (CMF) 38 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 38 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. Language
proficiency was a particularly glaring and significant weakness, with very few
NCOs attaining and maintaining the USASOC standard.

b. Utilization and assignments. Overall, the force did not provide NCOs with
sufficient time in leadership positions. There were numerous cases where NCOs
left leadership positions with less than one year in that position. Furthermore,
evaluation reports did not specifically indicate why an NCO was removed early
from a leadership position. These evaluations also lacked the substance
necessary to indicate whether the NCO was removed to take advantage of their
leadership in another assignment or for other, less favorable, reasons.

c. Training and education. The population was very strong in this area. NCOs
clearly took advantage of the various opportunities for professional development.

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.
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e. Overall career management. The Civil Affairs (CA) Team seems to be the center

of gravity for this CMF. If this is true, then the best qualified NCOs should be
assigned to these teams for extended periods of time. This population showed
quite the opposite. The vast majority of NCOs spent minimal time on CA Teams,
with very few serving any appreciable amount of time as Team Sergeants. This
meant a very small portion of the population had any significant experience on a
team and even fewer met the proponent standard of 18 months service as a CA
Team Sergeant.

4. CMF structure and career progression assessment. Standards for grade and
structure seemed suitable and appropriate. Assignment and promotion opportunities
seemed sufficient. However, the overall health of the CMF may be in jeopardy if NCOs
are not afforded the opportunity to serve a sufficient amount of time as a CA Team
Sergeant. Without this leadership experience, NCOs are not adequately prepared for
follow-on assignments of greater responsibility. This adversely affects 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.

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; 18 months as a CA Team Sergeant.
This proponent guidance provides for the 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.

Duty titles and duty descriptions should be clear, concise, and consistent across
the force. Continue to standardize duty titles and descriptions so that relative
levels of responsibility are not ambiguous.

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

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

AMES E. SAENZ
COL, SF
Panel Chief






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

AHRC-PDV-S | ' 28 February 2011

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

FOR Commander, United States Army John F. Kennedy Special Warfare Center and
School, 2502 Ardennes Road, Fort Bragg, North Carolina 28310 :

o _ " SUBJECT: Career Management Field (CMF) 38 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

| I; b. AHRC-PDV-8, FY11 Sergeant First Class Promotion Selection Board Standard
Operating Procedures, dated 3 February 2011.

2. The selection board panel reviewing records for CMF 38 submits this Review and
Analysis to assist you in executing your duties as 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 in the United
States Army John F. Kennedy Special Warfare Center and School (USAJFKSWCS).
NCOERSs were the cornerstone of determining best qualified in the CMF and an area
where additional leadership emphasis is required throughout the Givil Affairs Regiment.

e A Wb e

4. CMF Overview. Due to the dramatic growth of this CMF, many Soldiers being
reviewed for promotion were new to Civil Affairs. The board considered previous CMF
 duty positions and performance during the review process. Credit was given to those
Soldiers who had a successful pattern of NCOERs with solid leadership. Understanding
that an NCO being promoted to SFC will become a team sergeant and a leader in Civil
Affairs, the board spent significant time ensuring only the best qualified were favorably
| ' considered. Soldiers already well established in the Civil Affairs, particularly those
f _ already 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 their leadership skills in the
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CMF. NCOs with multiple and dem.anding leadership positions did well during the -

5. Issues and Observations (items of interest to the field relating to the board process,
procedures and personnel files). As this panel recesses, we have been at war for over
nine years providing our nation the best trained and most combat experienced special
operations forces in our history. CA 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. 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 senior rater. These
ratings placed the rated Soldier at a disadvantage by making the panel member assume -
what the leadership was trying to say in the NCOER. Leaders need to ensure they are
fairly and accurately capturing 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. Leaders need to take an active role in ensuring their Soldier’s have
current and correct DA photos in their file. Lack of a photo is a significant discriminator

- during the promotion board process and negatively impacted 38 series NCOs without
- one in their file. : ' ’ '

¢. Utilization and Assignments. There were a number of Soldiers with less than one
year in the CMF and therefore lacked CA experience. However, those with strong

_ leadership positions and performance in their previous CMF were given due. ‘
~ consideration. Broadening assignments in CA outside of the 95" CA Bde such as BCT

staff, Instructor, Drill Sergeant and Recruiter were considered the best qualified in the -
CMF. ‘

d. Enlisted Record Brief (ERB). The Board Members observed numerous ERBs that
were not updated and duty positions which didn’t match those on the NCOER or were
not entered at all. Overall this wasn't a significant problem, but leaders must continue to

 assist their Soldiers in properly and accurately updating this important document.

e. Professional Development. Board files reflecting continued military and civilian
education and initiative to continue to develop foreign fanguage skills were looked upon

2
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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.

\S

AN
DAVID P. FITCHITT
Colonel, SF
Panel Chief .

'fé\idrably'the board members.  Senior Leader Course completion was én exceptional - == o oo







DEPARTMENT OF THE ARMY
SECRETARIAT FOR DEPARTMENT OF THE ARMY SELEGTION BOARDS
1600 SPEARHEAD DIVISION AVENUE
FORT KNOX, KENTUGKY 40121

AHRC-PDV-58 18 November 2010

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

1049

FOR Commandant, U.S. Army Adjutant General's School, Fort Jackson, SC 29207-
7045

SUBJECT: Career Management Field (CMF) 42 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 42 submits this Review and Analysis to assist you in
executing your duties as proponent for MOS 42A within this CMF,

3, Competence assessment of Promotion Zone.

a. Performance and potential. In order to be considered competitive for promotion,
a NCO must serve in a variety of assignments. For highly competitive Soldiers, a
variety of assignments between MTOE, TDA, Special Mission Units, Special Operations
Command and Joint assignments is the best mix and most desirable. Quantifiable
bullet comments are a must for excellence ratings and rating officials must understand
that a rating of “2" in performance and potential could have a negative impact on
promotion. An excellence rating of “hand-picked by the CSM" was not strong when
considered against an excellence rating of “hand-picked by the CSM over 13 master
sergeants and 6 SFCs to serve as 15G."

b. Utilization and assignments. Do not create duty titles, instead they should be
reflective of the actual position and include the scope and depth of responsibility and the
echelon of assignment (Bn/Bde/Div/Corps/Army). Often duty titles rarely matched the
enlisted record brief and did not match “stock” CMF duty titles and gave no indication of
what the job actually entailed. Additionally, the duty MOS and skill level must match
MTOE and TDA authorizations. The career progression chart must be expanded to
address important positions with the Defense Courier Service (DC8), Administrative
Assistant within the General Officer Management Office (GOMO), Joint billets, as well
as Security NCOIC and Secretary to the General Staff (SGS).
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c. The promotion process is highly competitive. Soldiers who attained a minimum
of an Associate's Degree (60 semester hours) were viewed as highly competitive.
However, it is performance that weighed most heavily for promaotion consideration.
Failure to achieve course standards or marginally achieve course standards during the
Senior Leaders Course, Battle Staff or any other professional development school did
not receive favorable consideration by board members and resulted in a lower
promaotion score.

d. Physical Fitness. With very few exceptions, the CMF is physically fit. The
exceptions were immediately noticeable among the eligible population for promotion
and were an immediate negative discriminator. Several non-commissioned officers had
limiting profiles, but maintained height and weight standards and were able to pass an
alternate physical fitness test. For these individuals, the fimiting profile was not a
discriminator for promation.

e. Overall career management. The CMF is adequately managed; however, NCOs
must actively work to maintain a variety of assignments between MTOE and TDA.
Some records reflected Soldiers remaining in TRADOC and other TDA assignments for
an extended period, often back-to-back assighments covering 4 — 6 years at the same
duty location. Soldiers with this assignment pattern were looked upon less favorably
than those who had a good mix of assignments and moved every 24 — 36 months
seeking progressively more demanding positions.

4. CMF Structure and Career Progression Assessment.

a. MOS compatibility within CMF. There were no issues with NCO compatibility; in
fact, compatibility is very strong. The human resources career path and professional
development schools are developing well-rounded Soldiers capable of performing a
variety of duties including Drill Sergeant, Recruiter, Equal Opportunity Advisor,
Provincial Reconstruction and Transition Team, etcetera. As stated eatlier, a variety of
assignments is important in order to develop well rounded and competitive
noncommissioned officers.

b. Suitability of standards of grade and structure. Suitability of standards of grade
and structure is very good. The CMF continues to grow with added duties and
responsibilities. A continual and sustained interaction with force structure is necessary
io keep abreast of future force structure requirements and ensure the CMF is positioned
for future operations as our Army continues to evolve in the 21% century.

¢. Assignment and promotion oppartunity, Assignment opportunities required for
continued development must be monitored by HRC career managers in order to

develop well rounded leaders.

d. Overall health of CMF. Overall health of the Human Resources career field is
good; however, more attention must be given to the assignment process to ensure
future leaders recelve the variety needed  to grow the leaders of tomorrow.

2
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5. Recommendations.

a. Competence. The best indicator of competence is reflected in the NCOER.
Responsibility begins with the rated Soldier and continues through the rating chain, o
include the senior CSM/SGM in the command. The proper oversight is critical to
ensuring the NCOER reflects an accurate picture of the rated Soldier's performance and
potential.

b. CMF structure and career progression. As noted earliet, it is vital to have a
proactive branch management stance to ensure our extremely talented, capable, and
dedicated CMF is well rounded with all due consideration given to developing human
resource providers who possess both outstanding leadership, and the technical skills
required for today’s Army.

6. CMF Proponent Packets.

a. Overall quality. Overall the quality of the proponent packet was functional, but
incomplete. It must include all aspects of the HR arena to include positions mentioned
earlier and contained in the Secretary to the General Staff, Defense Courier Service,
General Officer Management Office, and Joint assignments.

(1) Clarify and group what a CMF specific "hard” job is, with every job special, no
job is special. Specifically, there were several questions regarding the degree of
difficulty of CMF professional job precedence. The guidance provided by the proponent
should include more detailed information on the proponent career path and expanded to
include as many positions as possible to ensure the entire scope of TDA and MTOE
positions are covered. Also, we are looking to promote the best leaders for the CMF
and working outside the CMF for a prolonged period of time is a negative discriminator.

(2) The proponent giving CMF specific examples of what an excellence bullet
looks like on an NCOER gives a clearer picture of what to look for. No generic
examples! The panel is comprised of many different CMFs and what is clear for one

CMF is not clear for another.

(3) A breakdown of SQI/ASI into percentages of Soldiers holding the identifiers
and what percentage of positions require the identifiers to focus on what are the most
important skills to have. Not all SQI/AS| have the same weight to the CMF and panels
may limit them to help discriminate among the best and most capable candidates.
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/47/% 4/// 5{'%%/ .

RICHARD L. SHEPAR
Colonel, AG
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 401227~

AHRC-PDV-SEB 28 February 2011

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

FOR Commandant, US Army Adjutant General’s School, 10000 Hampton Parkway,
Fort Jackson, SC 29207-7045 * ’

SUBJECT: Career Management Field (CMF) 42 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 | v
reviewing records for CMF 42 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.

P

9 a. Performance and potential. The quality of The Noncommissioned Officer (NCO)
records considered for this promotion board allowed the board to select the best '
: qualified NCOs for promotion to Sergeant First Class (SFC). There are numerous

I documents to review in a short period of time, but the three documents that helped
produce the most accurate snapshot of the NCO were the Noncommissioned Officer
Report (NCOER), the Enlisted Records Brief (ERB), and the Department of the Army
(DA) Photo. T

(1) Rater Ratings. Raters and senior raters did not routinely send clear and

; consistent messages. For example “among the best” ratings did not always correlate

' with the performance box check on evaluations. Ratings of all “success’ with potential
ratings of “among the best” sent mixed messages. If NCOs with no excellence ratings
are receiving “among the best” it is difficult to distinguish them from NCOs who have a
majority of “excellence” ratings. On the other hand, raters should also be educated on
the impact of inconsistent messaging. Deeming an NCO “fully capable” when the buliet
comments in the evaluation portray a stronger performance and potential picture puts
the NCO at a distinct disadvantage and leaves the board members having to speculate.

(2) Senior Rater. Statements such as “promote immediately” and “promote now”
should be reserved for the very best NCOs who are considered best qualified for
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promotion. The ratings should correlate with the block checks in part Vc & d. Senior
Raters using terms such as “now” and “‘immediately” but using block ratings of “2” sent
mixed signals. Senior Raters should also understand the negative impact of marking a
“9" or “3” block when accompanied by comments such as “promote ahead of peers’”.
Such inconsistency may not send the intended message. -

b. Utilization and assignments. Board members considered NCOs serving in the
most demanding/high risk assignments in current grade and next higher grade more
favorably. NCOs who served successfully in a variety of demanding and high risk
assignments were seen as having the greatest promotion potential.

¢. Training.and education. Our NCOs proved to be an educated force. NCO
records were balanced displaying both military and civilian educational
accomplishments. A majority of SSGs had at least 60 semester hours of civilian
education. The board also noticed that many NCOs are seeking professional

* development opportunities by completing courses such as Postal

Operations/Supervisor, Manpower and Force Management and Battle Staff courses.
NCOs who completed these courses and/or performed in these capacities were viewed
favorably by the board as strong indicators of competency and potential.

d. Physical Fitness. NCOERs were most critical in assessihg the level of fithess of

 our NCOs. NCOs who consistently exceeded fitness standards as depicted by clear

rater bullet comments were viewed favorably. The second most useful tool was the DA
Photo. With very few exceptions, our NCO corps looks fit and ready. NCOs projected
the confidence and enthusiasm expected of leaders in today’s operating environment.
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. | ‘

‘e. Overall career management. Considering the high operational tempo of today’s
Army, most NCOs performed in diverse assignments. Soldiers who performed
successfully in non-traditional assignments were viewed favorably by the board: NCOs

should be encouraged to continue seeking challenging non-traditional assignments. For

those who successfully performed in high risk positions such as “Recruiter”, the board
took the difficulty of the mission into consideration. '

4. CMF structure and career progression assessment.

a. Accurate duty titles and descriptions remain critical for properly identifying an

'NCOs utilization and assignment history. The board observed several cases where
 NCOs duty titles did not properly match assignment history on their ERB. ‘
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- | : b. Assignment and promotion opportunity. SSGs performing in diverse éssignments
and in a variety of duties in a broad spectrum of responsibilities were viewed favorably.

¢c. Overall health of CMF. The CMF remains healthy and NCOs continue to serve
well both in and out of combat. To sustain this, NCOs should continue to seek
demanding duties both in and out of combat and in traditional and non-traditional
assignments. -

5 Recommendations.

:. a. NCOs must take an active role in ensuring their OMPF, DA Photo, ERB are

, updated. NCOs awarded the Sergeant Audie Murphy, Sergeant Morales, Soldier of

! Year and other distinctions, should ensure the accomplishment is clearly indicated on -
the NCOER and/or they should be encouraged to send a letter to the President of the
Board. Such awards are not reflected on the NCOs ERB, which may cause the
achievement to be overlocked. The board viewed these distinctions positively.

b. Competence. NCOs should seek divérsity. The board considered the best
qualified future leaders, those who performed well across the full spectrum of military
operations. ‘ o

¢. CMF structure and career progression. NCOs should work closely with their
career managers to ensure they are afforded every opportunity to make themselves
relevant and ready. NCOs should continue to seek a balance of MTOE and TDA
assignments. ‘ '

6. CMF Proponent Packets.

a. Overall, packets were very informative, and allowed board members from diverse
CMFs to gain a better understanding the critical roles and responsibilities of the 42
CMF. The two slides that cover “most demanding” and “non-traditional” duties should
correlate to with the career map.

b. Recommended improvements. Categorize duty assignmeﬁts in the career map
by identifying challenging and demanding positions. Those positions which are deemed






AHRC-PDV-S .
SUBJECT: Career Management Field (CMF) 42 Review and Analysis

ek b A et sk e s BAr a8 s et JR,

“most demanding” should be reflected to give NCOs a clear path to excellence and
allow them to set goals, and provide board members with helpful information.

Lo

14

TRACEY E. NICHOLSON
COL, AG

Panel Chief
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U.S. ARMY HUMAN RESOURCES COMMAND
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AHRC-PDV-S 28 February 2011

MEMORANDUM THRU Headquarters, United States Army Training and Doctrine
Command, Attention: ATTG-P, 3 Fenwick Road, Building 11, Fort Monroe, VA 23651-
1049 ' 2 .

FOR Commandant, US Army Adjutant Geheral’s School, 10000 Hampton Parkway,
Fort Jackson, SC 29207-7045 _

' SUBJECT: Career Management Field (CMF) 42R Review and Analysis

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

2. In accordance with the referenced memorandum, the selection board reviewing
records for CMF 42R submits this Review and Analysis to assist you in executing your '
duties as proponent for MO’S 42R within this CMF.

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

a. Performance and Potential. The selection board carefully reviewed
Noncommissioned Officer (NCO) records to select the best qualified NCOs for
promotion to Sergeant First Class (SFC). 42R Staff Sergeants who displayed both
superior MOS performance and excellence in diverse leadership assignments coupled
with strong recommendations from Senior Raters on their future potential were clearly
the most competitive NCOs. . :

(1) Strengths. Musical excellence as reflected by the ASI C1 was key in
determining those most capable of leading Army Musicians. NCOs with proper
documentation of the ASI C1 were viewed by the selection board as technically
advanced 42R NCOs. Furthermore, NCOs with diversity of assignments who v
demonstrated excellence in a combination of deployable, non-deployable, CONUS and
OCONUS, and developmental assignments were regarded as more versatile and
experienced, possessing Army-wide perspectives necessary in the development of
senior NCO leaders. NCOERSs with strong, well-supported excellence bullets as a
Music Performance Team (MPT) Leader, with additional skills and knowledge in band
administrative staff positions were most competitive. Other factors that strengthened an
NCOs record included physical fitness excellence, honors at NCOES, Sergeant Audie
Murphy, etc, as well as military and civilian education. It should be noted that Army
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Correspondence Courses were not considered by this board since they are migrating off
the Enlisted Record Brief (ERB).

(2) Weaknesses. NCOs who did not have a current photo 1AW MILPER
Message 10-260, para 12 sent a message of indifference to board members.
Unjustifiable bullet comments equating musical performance to the C1 level with no
validation that the Soldier possessed the ASI were misleading and should be avoided.
Additionally, Soldiers who currently possess the ASI C1 must carefully review their ERB
to ensure their ASI C1 is listed. ' -

~ b. Utilization and Assignments. Most Staff Sergeants considered by the board

- served as Assistant Music Performance Team Leaders and/or in band administrative
staff positions.  Those with a pattern of justified excellence bullets in these positions
were easy to recognize and evaluate. NCOs serving above grade as Music
Performance Team Leaders and Staff Section NCOICs were also easy to identify and
evaluate and stood out among their peers, as long as justified “excellence” was '
indicated. Staff Sergeants who led in deployed environments were seen as very
competitive, having gained experiences that make them more versatile and resilient as
leaders.

¢. Training and Education. 42R NCOs set high standards within the Army for civilian
education. A large number of Staff Sergeants possess bachelors and associates
degrees, with some possessing masters degrees. Those who continued to pursue
civilian education were viewed favorably.  Staff Sergeant’'s ERBs that reflected
continuous learning in military schools (apart from NCOES) were also credited for their
self development. Those who earned Distinguished Leader Awards, Distinguished
Honor Graduate, and Honor Graduate at NCOES stood out among their peers.

d. Physical Fitness and Military Appearance. Staff Sergeants who demonstrated
excellence in physical fitness stood out. The DA Photo is the best opportunity to send a
clear message of fithess and military appearance to the board. .

e. Overall Career Management. Generally, 42R Staff Sergeants are well qualified
and well-rounded NCOs. Most Staff Sergeants considered showed diversity of
assignments within the field, however less than half possessed the ASI| C1.

4. CMF Structure and career progression assessment. MOS compatibility within the
CMF. 42R Soldiers do not compete for promotion with Soldiers outside the 42R series.
There are no compatibility issues. -

b. Suitability of standards of grade and structure. Equal consideration was given to
all Staff Sergeants in the zone for SFC. Board members reviewed all leadership
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positions in both the band team structure ahd'in band administrative staff positions
across the full spectrum of band assignments

“¢. Assignment and promotion opportunity. Abundant assignment and promotion
opportunities exist for those Staff Sergeants who seek them. Those who sought diverse
assignments and performed exceptionally well in their assigned duties were viewed
favorably. Equally those who maintained exceptional musical skill (as indicated by ASI
C1) set the standard for musical excellence, which indicates they are ready for
additional leadership responsibilities.

d. Overall health of CMF. The health of MOS 42R remains generally strong.

5. Recommendations.

a. Competence. The importance of diverse assignments, including leadership
opportunities with deploying bands is resonating with Soldiers in the field, as evidenced
by most records; however, less than half the NCOs considered on this board had -
earned the ASI C1. With the new C1 audition standards set forth by the Army School of
Music, Soldiers who are proficient on other instruments or who possess vocal skills
should be reminded that they can earn extra points that may assist them in earning their
ASL. : ~ : .

b. CMF structure and career progression. Recommend that the Proponent for MOS
42R revise and update the NCO Professional Development Model that is posted online
to compliment the new band force design. | :

6. CMF Proponent packets.

a. Overall quality. The overall qualify and content of the Proponent Information
Packet was useful and assisted board members in capturing the best qualified Staff
“Sergeants for promotion to senior NCO.

b. Recommended improvements. As mentioned above the NCO Professional
Development Model as posted online on the Reimer Library website needs to

correspond with the Proponent packet with regard to duty titles and educational goals '
for NCOs. o

yic
TRACEYE. NICHOLSON

COL, AG
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 Adjutant General's School, Fort Jackson, SC 29207-7045

SUBJECT: Career Management Field (CMF) 42R 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 42R submits this Review and Analysis to assist you in
executing your duties as proponent for MOS within this CMF.

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

a. Performance and potential. The Noncommissioned Officer (NCO) records
reviewed by the Board reflect a highly qualified and diverse group of NCOs in MOS 42R
competing for promotion to MSG. The most competitive MOS 42R Soldiers displayed
strong leadership in proponent demanding assignments. Strong NCOERSs that
demonstrated successful performance as a Musical Performance Team (MPT) leader
with additional skills and knowledge in collateral duties were very competitive. Likewise,
consistent strong leadership in demanding duty positions and diverse assignments
demonstrated strong leadership potential.

(1) Musical competence was key in determining those most capable of leading
Army Musicians and organizations with a mission to provide musical support and
entertainment for our forces. NCOs whose records reflect the awarding of Additional

Skill Identifier (ASI) C1 through proper documentation were viewed as technically
advanced NCOs in MOS 42R.

(2) Diversity of assignments and positions were seen as highly favorable. NCOs
who demonstrated leadership in diverse assignments, deployments, and developmental
positions were regarded as versatile and resilient.

b. Utilization and assignments. Awarding ASI C1 as a career enhancer, and NCOES
requirement in SL.C provide SFC’s ample opportunities to serve in assignments that
provide leadership and developmental roles in MOS 42R. '
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c. Training and education. The average Army musician at the rank of SFC should
have at least the equivalent of an Associate’s degree and be progressing towards a
Bachelors Degree. Those who continued to seek additional education beyond an
Associate’s Degree while on active duty were acknowledged for continued self-
improvement. Successful completion of NCOES up to Senior Leaders Course to
include earned ASI's C1 was acknowledged. Those who exceeded the standards at
NCOES stood out among their peers.

d. Physical Fitness. SFC who demonstrated excellence in their personal fitness as
well as interest in maintaining a high level of fitness in their organization stood out.
The DA Photo was a great tool which allowed board members to view the NCOs being
considered for promotion. Those files that lacked a DA Photo missed an opportunity to
present themselves and send a clear message to the board.

e. Overall career management. Assignment opportunities, to include deployment
and developmental assignments at the SFC and MSG rank in CMF 42R, remain
diverse. The development of Army Band Medium provides Army Band Senior NCOs
with ample opportunity to develop their leadership and musical skills. Army Band Small,
Medium, Large and other career enhancing assignments provide a wide array of duty
positions for Army Bands Soldiers to diversify their career path. Soldiers who broaden
their assignments as an Army Bands Soldier also broaden their potential.

4. CMF structure and career progression assessment.

a. MOS compatibility within CMF. MOS 42R does not compete with other MOSs
outside the 42R series for promotion. All Army musicians compete with each other for
duty positions and assignments based on their MOS competence level, tactical and
technical performance evaluations.

b. Suitability of standards of grade and structure. Recent development of medium
size bands and our established large bands provide HRC managers the opportunity to
manage qualified SFCs through a progression of SFC and developmental positions.
This will greatly assist in the development of well-rounded MSGs.

c. Overall health of CMF. CMF 42R continues to be very healthy with an abundance
of highly skilled and capable Army musicians ready to assume the top leadership
positions. The recent initiative of an aggressive recruiting plan is attracting the highest-
quality and most-skilled musicians we have ever seen in the Army Bands Program.
This, in conjunction with combat-seasoned Senior NCOs and Commanders, has the
potential to propel the Army Bands Program to new levels of competence and service to
our nation.

5. Recommendations.
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a. Competence. Successful performance while serving in a high demanding duty
position and collateral duty was a critical factor in promotion. The ASI (C1) was also a
good indicator of technical skills needed to compliment leadership attributes. It is highly
recommended that NCOERs clearly articulate leadership positions up front with strong
supporting bullets and ASI C1 annotated on the Soldier's ERB.

b. CMF structure and career progression. CMF 42R continues to develop in both
quality and structural adjustments that strategically allocate our resources in locations
with the greatest need of musical support and adjust structure to better meet
performance objectives. As the Army Bands Program adjusts structure to better meet
the demands of entertaining large audiences of deployed Soldiers, those with highly
developed leadership, management, and musical skills will become the next generation
of leadership. Those most valued will take an active role in leading change and
providing vision and direction during the process.

6. CMF Proponent Packets.

a. Overall quality. The quality of the proponent packet for CMF 42R is excellent.
The MOS 42R packet is well developed and clearly articulates the most relevant
information necessary for panel members to begin establishing standards that pertain to
Army musicians. The information enclosed clearly identified the most challenging SFC
level positions in our CMF. Of the information presented in this packet, the description
of Demanding Assignments, Special MOS Considerations, MOS Characteristics, and
Promotion Potential Indicators were most helpful.

b. Recommended improvements. Remove slide “Modularity Impacts”. The slide has
no relevance on the selection process. Move Overseas Contingency Operations
Assignments to 42R demanding assignments. Additionally, adding a slide which
identifies the Army bands (Large, Medium and Small) by nomenclature and location
would be an effective tool when assessing an NCO duty description and responsibilities.

ICHARD J. NIEBE w{cﬁ

Colonel, AG
Panel Chief






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

A
REPLY TO
ATTENTION OF

AHRC-PDV-S 18 November 2010

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

FOR Commander Office of the Chief, Public Affairs, 1500 Army Pentagon, Washington,
DC 20310

SUBJECT: Career Management Field (CMF) 46 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 46 submits this Review and Analysis to assist you in
executing your duties as proponent for MOS within this CMF.

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

a. Performance and Potential. It was evident that the majority of NCOs in the CMF
possess the leadership skill at their current grade and the next higher level. Many
records set themselves apart not only by their diverse assignments but by the
documented manner of performance in these leadership opportunities. One area to
address involves Senior Rater comments in that the comments need to be up front and
clear. Not every Soldier can be among the best, and not all NCOERs can be Senior
Rated as a 1/1 on potential and performance. Addressing this will greatly assist the
promotion panel in selecting the best NCOs for promotion.

b. Utilization of Assignment. For the most part NCOs were seeking assignments
consistent with their career progression within their PMOS. The use of career enhancing
opportunities also gave some NCOs the opportunity to set themselves apart from their
peers in exhibiting demonstrated performance and potential in demanding assignments.
One area to keep an eye on centers on is that of deployment opportunities. In this,
several of the NCOs competing for promotion have at least two deployments or more of
experience whereas some have yet to deploy. Those who followed the published CMF
career map were viewed as best-qualified suited for promotion.
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c. Training and Education. The panel members agreed that the majority of NCOs
had an adequate amount of civilian education and military training according to their
MOS. CMF 46, in particular, had one of the higher civilian education rates although a bit
lower in military training. Those who aggressively sought military education tended to
further separate themselves from their peers.

d. Physical Fitness. The panel observed too many inflated bullets on the APFT
portion of the NCOERs. Many of the bullets referencing the APFT did not support the
Excellence rating received, nor did the Soldier exceed the standard or meet the
standard for the APFT Badge. Raters need to ensure the NCOERSs reflect the correct
information pertaining to APFT, height, weight and rate the NCO accordingly. The
overall physical fithess of the CMF was good. A few Soldiers appeared to be
overweight, but the NCOERs stated they were in compliance.

e. Overall Career Management. There were only a small portion of NCOs who have
not followed career management guidance. Those who did not appeared to be less
competitive for promotion than their fellow NCOs. It appeared that HRC is doing a good
job placing NCOs in locations of opportunity. Overall, the career management within this
CMF is strong.

4. The structure of the MOS encourages NCOs to become more competitive. It also
provides each Soldier the same opportunities for career advancement, leadership
positions and for promotion. Duty positions in grade band for the MOS appeared to be
in line with commensurate levels of responsibility.

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. Sampling of the records for this board revealed
that assignments opportunities and leadership positions helped to enhance promotion
competitiveness and is available across the CMF.

c. The overall health of the CMF appears to be very strong. NCOs are excelling in
demanding assignments and demonstrating remarkable leadership skills both in
garrison and deployed environments.

d. A few cases existed of NCOs serving in specific positions for too long, which could
affect them in the long run since they may not be getting the overall leadership
experience opportunities of their peers. When NCOs step up and seek the difficult
specialty assignments, such as Drill Sergeant and Recruiter, upon completion of those
specialty assignments, an observation would be for the hard-charging NCOs to be
placed back into leadership positions in their specific career field to remain competitive
and maintain MOS proficiency.
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5. Recommendations. (Proposals keyed to subparagraphs above).

a. Competence. NCOs should continue to follow the MCF career map to capitalize
on operational experience as the keystone 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 n 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 (or comparable) 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.

c. NCOs who served in multiple short duration duty positions did not appear to have
adequate time to display performance and show potential. 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. The board saw several “NO” ratings in values, which equated to NCOs no longer
being competitive for promotion.

e. Several NCOERs contained “created” duty titles and DMOS. If the NCO is serving
in a created position, it is imperative to clearly describe the duties and scope of
responsibilities in the “Daily Duties and Scope section” of the NCOER to determine the
level of responsibility of the NCO serving in the position.

f. Some NCOs were missing photos or displayed SSG photos on their records.
Although the standard is that a photo is valid for five years before an update is required,
it was viewed negatively by board members when the NCO did not attempt to update
their DA photo — especially with significant additions to award accommodations or a
change of rank. This gave board members the impression that the reviewed NCO did
not care. Additionally, a portion of the records were not reviewed and signed off on by
the NCOs. This left a lasting impression on the board members as well.

6. CMF Proponent Packets.

a. Overall quality. The overall quality of the CSM46 Proponent Packet was very
good. Information was clear and in line with CMF and Army guidance. Recommend the
proponent packet identify what the proponent considers to be leadership positions
commensurate in responsibility to “green tab” positions, such as those that are
essentially Platoon Sergeant equivalent.

b. Recommended improvements. Recommend review to determine if CMF 46 is in
the appropriate panel board for promotion review. It is currently aligned with CMF 31, 21
and 74, which have career paths very similar to each other. CMF 46 is somewhat

3
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unigue in that its career path differs from these because it is not necessarily designed in
the squad and platoon sergeant models for advancement. There may be other CMF
structures more in line with the CMF 46 force structure for review of commensurate duty
position and career paths.

!ﬁm o\ b //%/VKL -/

PAMELA L. MARTIS
Colonel, MP
Panel Chief
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MEMORANDUM THRU Heédduarters, United States Army Training and Doctrine
Command, Attention: ATTG-P, 3 Fenwick Road, Building 11, Fort Monroe, VA 23651-
1049 ' : _ - . '

FOR Commander, Office of the Chief, Public Affairs, 1500 Army Péntagon, Washingtion,
DC 20310 ' ,

SUBJECT: Career Management Field (CMF) 46 Review and Analysis

1. Reference memorandum, HQDA, DAPE-MPE-PD, 7 January 2010 subject:
Memorandum of Instruction for the FY11 Sergeant First Class Promotion and Selection
Board. v , S '

2 In accordance with the referenced memorandum, the selection board panel
reviewing records for CMF 46 submits this Review and Analysis to assistyou 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 panel members found that the majority of NCOs
in this CMF-possess the leadership skills necessary at their current grade and many are
already demonstrating the skills required at the next higher level. Many records set
themselves apart not only by their diverse assignments but by the well documented
manner of great or outstanding performance in these leadership opportunities. Rater -
and Senior Rater comments were imperative to the selection process. Rater and Senior |
Rater comments need to be up front, clear, concise and quantitative. Raters must
ensure Excellence bullets are justified. Raters do NCOs more damage than good by
producing inflated unjustified Excellence bullets. For Senior Raters, not every Soldier
can be among the best and not all NCOERSs can be Senior Rated as a 1/1 on the
potential and performance. Addressing this will greatly assist the promotion panel in
selecting the hest qualified NCOs for promotion.
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b. Utilization and Assignment. For the most part NCOs were seeking assignments
within their PMOS consistent with their career progression. The use of career enhancing
opportunities also gave some NCOs the opportunity to set themselves apart from their
peers by demonstrating outstanding performance and potential in demanding
assignments. At the local level, leaders must ensure NCOs are being afforded the
opportunity to serve in positions of greater responsibility; in particular on large
installations with numerous CMF46 units. NCOs who were challenged and excelled at
positions of greater responsibility were regarded as more well-rounded than their peers.
Those who followed the published CMF career map were viewed as best-qualified and
suited for promotion : -

c. Training and Education. The panel members agreed that the majority of NCOs
review for selection had an adequate amount of civilian education and military training
according to their MOS. CMF 46 had one of the higher civilian education rates therefore
those NCOs who did not possess any civilian education were not seen as positively as
those who did.’ :

d. Physical Fitness. The panel found this area to be lacking across the CMFs
considered. Senior leaders must make physical fitness excellence a priority. NCOs who
excelled on the APFT regularly stood out across the spectrum of rated NCOs. CMF46
NCOs fared well but those who pushed themselves towards physical excellence stood
out amongst their peers.

e. Overali Career Managemént. There were only a small portion of NCOs who had

" not followed career management guidance. Those who did not follow the career

management guidance appeared to be less competitive for promotion than their peers.
HRC is doing a good job placing NCOs in locations that provide professional
development opportunities. Overall, the career management within this CMF is
proficient. : :

4. The structure of the MOS encourages NCOs to become more competitive. It also
provides each Soldier the same opportunities for career advancement, leadership
positions, and promotion. Duty positions in current grade for the MOS appeared to be in
line with the commensurate levels of responsibility.

" 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. Sampling of the records for this board revealed
assignment opportunities and leadership positions helped to enhance promotion
competitiveness. . ' ’
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¢. Assignment and promotion opportunity. A few cases existed of NCOs serving in
specific positions for too long, which could affect them in the long run since they may
not be getting the overall leadership experience opportunities of their peers. When
NCOs step up and seek the difficult specialty assignments such as Drill Sergeant,
Recruiter, Small Group Leader and operationally tough assignments such as PAD
NCOIC, they were more competitive and better prepared to take on the responsibilities
of NCOs at skill level 40. :

d. Overall health of CMF. The overall health of the CMF appears to be very strong.
NCOs are excelling in demanding assignments and demonstrating remarkable
leadership skills both in garrison and deployed environments.

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 keystone to development. This is an-area NCOs and
their leaders need to take ownership of to ensure individual development. NCOs cannot
wait to be handed these opportunities; they must seek them out in bold form.

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
and development and serve to prepare NCOs for the demands of 18G-level (or

‘comparable) responsibilities. Leaders need to provide NCOs the opportunities to serve

in these leadership positions and NCOs need to be assertive in their efforts to serve.

c. Several NCOERSs contained “created” duty titles and position. Raters do not do
justice to NCOs by inventing duty positions, especially those who title an NCO as
Commander. NCOs are not commanders, even if they serve as the acting
OIC/Commander. Duty positions on the NCOER should be reflective of legitimate TDA
or TO&E positions. Rater bullets should highlight the NCOs’ ability to serve in an
officer's absence which is common in the CMF, but the duty title should not. Created or

-~ invented titles only serve to confuse board members as they strive to rate NCOs against
their peers. It is also imperative to clearly describe the duty scope and responsibilities in

the Daily Duties and Scope section of the NCOER. The board members use this area to

- determine the level of responsibility of the NCO serving in the position.

d. Some NCOs were missing photos or displayed dated photos on their records. No
photo in an NCOs file reflects unfavorably and speaks volumes to the board members.

" Also, although the standard is a photo is valid for five years before an update is

required, it was viewed negatively by board members when the NCO did not attempt to
update their DA photo; especially with significant additions to award accommodations or
a change of rank. This gave board members the impression that the reviewed NCO did
not care. '
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6. CMF Proponent Packéts.

a. Overall quality. The overall quality of the CMF46 Proponent Packet was
outstanding. Information was clear and in line with CMF and Army guidance. The panel
especially appreciated the additional memorandum which specified exactly what duty
positions were of greatest weight to the CMF.

b. Recommended improvements. Recommend a review to determine if CMF 46 is in
the appropriate panel board for promotion review. It is currently aligned with CMFs 31,
12 and 74, which have career paths very similar to each other. CMF 46 is somewhat
unigue in that it's career path differs from these because it is not necessarily designed
with the squad and platoon sergeant models for advancement. There may be other
CMF structures more in line with the CMF 46 force structure for review of
commensurate duty positions and career paths.

c. Areas of concern, some NCOs in the zone for consideration had recently changed" -~ -
their PMOS to CMF 46. Of those NCOs who were new to the CMF, some had no rated
time in their current PMOS. Recommend proponent provide guidance on whether there
- should be an acceptable time-in-MOS requirement for these NCOs. The time-in MOS
requirement would ensure NCOs are afforded enough time in the field before
consideration for promotion to Sergeant First Class and the responsibilities inherent at
skill level 40. : :

N

JOHN D. DROLE
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, United States Army John F. Kennedy Special Warfare Center and
School, 2502 Ardennes Road, Fort Bragg, North Carolina 28310-9610

SUBJECT: Career Management Field (CMF) 38 Review and Analysis

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

2. In accordance with the reference memorandum, the selection board panel reviewing
records for CMF 38 submits this Review and Analysis to assist you in executing your duties
as proponent for MOS within the CMF.

3. Executive Summary. The panel established high standards for the CMF, areas of
emphasis included leadership, Jumpmaster, foreign language proficiency, and initiative to
further civilian education. Favorable consideration was also given to those who served in
key leadership position (1SG or positions at a higher level) and broadening assignménts.
NCOERSs were the cornerstone of determining best qualified in the CMF and an area where
additional leadership emphasis is required throughout the Civil Affairs Regiment.

4. Competence and Assessment for Selection to Training.

a. Performance and Potential. There are a wide variety of duty positions including
(First Sergeant) being provided to the majority of 38 CMF to either excel, meet, or fall below
the standards expected of a Senior Noncommissioned Officer. This input is provided to
inform leaders at all levels for use in mentoring and coaching NCOs (and officers) in the
career management.

b. NCOERs. The NCOER continues to be the most important document in the
selection/promotion file. NCOERs which did not accurately capture a Soldier’s performance
and potential, both positive and negative, were observed during the board. In some 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 senior rater. These ratings placed
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the rated Soldier at a disadvantage by making the panel members assume what the
leadership was trying to say in the NCOER. Leaders need to ensure they are fairly and
accurately capturing the rated Soldier's performance on the NCOER. Soldiers who achieved
high scores on the APFT that where written out numerically stood out among their peers,
soldiers that did not put in a score where looked as being not as fit like 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.

c. DA Photo. Leaders need to ensure their Soldier's have a current and correct DA
photo (soldier had wrong rank - SFC, or MSG while serving as a 1SG) in their file. Lack of
photo as a senior NCO sent a message to the members to the board that a solider did not
care about their records.

d. Enlisted Record Brief (ERB). The Board Members observed some ERBs that were
not updated and duty positions didn’t match those on the NCOER or were not entered at all.
Overall this wasn’t a significant probiem, but leaders must continue to assist their Soldiers in
properly and accurately updating this important document.

e. Physical fitness. The MSG’s in the CMF where in good shape. The common APFT
score was 270 or higher. Those individuals without an annotated score looked as if they did
not meet unit standers.

f. Professional Development. Board files reflecting continued military and civilian
education and foreign language skills were locked upon favorably to the board members.

5. CMF Proponent Input. Information provided by the proponent was solid and complete.
It was a good packet that helped the panel members in the development of panel standards
for the CMF. Reviewing and updating proponent guidance is important to assisting panel
members ensure the best qualified NCOs are recognized during the board process.

/7
AN /”’ y 74
{»w,,,,.&—v“"’“ / “"/*fZ»M //i g«/
DAVID M. MILLER
COL, IN

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

FOR Commandant, U.S. Adjutant General’'s School, 10000 Hampton Parkway, Fort
Jackson, SC 29207-7045

SUBJECT: Career Management Field (CMF) 42A Review and Analysis

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

2. In accordance with the referehced memorandum, the selection board panel
reviewing records for CMF 42A 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 quality of the Noncommissioned Officer (NCO)
records considered for this promotion board allowed the board to select the best
qualified NCOs for promotion to Sergeant Major and for attendance at the Sergeant
Major Course (SMC). There are numerous documents to review in a short period of
time, but the three documents that helped produce the most accurate snapshot of the
NCO were the Noncommissioned Officer Evaluation Report (NCOERY), the Enlisted
Records Brief (ERB), and the Department of the Army (DA) Photo.

(1) Evaluations: In general, evaluations sent a clear message on skills,
knowledge and attributes of an NCO.

(a) Some raters and senior raters did not routinely send clear and consistent
messages. For example “among the best” ratings did not always correlate with the
performance box checked on evaluations. Ratings of all “success” with potential ratings
of “among the best” are also difficult to assess. Moreover, deeming an NCO “fully
capable” when the bullet comments in the evaluation portray a stronger performance





and potential picture puts the NCO at a distinct disadvantage and leaves the board
member having to speculate.

(b) Enumeration by Senior Rater sends the clearest message on potential.
Statements such as “promote immediately” and “promote now” should be reserved for
the very best NCOs who are considered best qualified for promotion. The rating should
correlate with the block checks in part Vc & d. Senior Raters using terms such as “now”
and “immediately” but using block ratings of “2” sent mixed signals. “Such
inconsistency may not send the intended message.

(2) ERB: Those with accurate ERBs were able to inform board members of the

_ skills, knowledge and experiences outlined in board and proponents guidance. NCOs
projected the competence, confidence and enthusiasm expected of leaders in today’'s
operating environment. An NCO that does not take the time or make an effort to submit
a DA Photo and an ERB were viewed as having a lack of professionalism, discipline,
and self-motivation, and had a negative impact on the board.

(3) DA Photo: The DA Photo was a vital part of the board assessment process.
Missing photos, although not held against the NCO, did not give a favorable impression
to board members. Photos of Soldiers wearing SFC rank or not wearing uniforms in
accordance with established guidance left an unfavorable impression.

b. Utilization and assignments: Board members considered NCOs serving in the
most demanding/high risk assignments in current grade and next higher grade more
favorably. NCOs who served successfully in a variety of demanding and high risk
assignments in modular/expeditionary Brigades and Divisions were seen as having the
greatest promotion potential. Those with a pattern of justified excellence bullets in
these positions were easy to recognize and evaluate. 1SGs and MSGs who led in
deployed environments were seen as very competitive, having gained experiences that
make them more versatile and resilient as leaders.

c. Training and education: Our NCOs proved to be an educated force. NCO
records were balanced displaying military and civilian educational accomplishments. A
majority of 1SGs/MSGs had at least 60 semester hours of civilian education. The board
also noticed that many NCOs are seeking professional development opportunities by
completing courses such as Postal Operations/Supervisor, Manpower and Force
Management and Battle Staff courses. NCOs who completed these courses and/or
performed in these capacities were reviewed favorably by the board as strong indicators
of competency and potential. However, proponent and leaders need to put greater
emphasis on new skills generated through modularity by attendance at new courses
such as HR Operations Leaders Courses.

d. Physical Fitness: Soldiers that met height and weight standards and consistently
earned the physical fithess badge were viewed as highly competitive by the board.
NCOs who consistently exceeded fitness standards as depicted by clear rater bullets
were viewed as most competitive. APFT excellence bullets not stating if the APFT
patch was earned left the panel members room to interpret the justification rating.
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e. Overall career management: Considering the high operational tempo of today’s
Army, most NCOs performed in diverse assignments. Soldiers who performed
successfully in modular Brigades and Divisions in addition to non-traditional
assignments were viewed favorably by the board. NCOs should be encouraged to
continue seeking challenging assignments in modular units first and then follow with
professional development non-traditional assignments. Duty on DA Staff or Joint Staff
or in key positions developing concepts or doctrine at the Soldier Support Institute (SSI)
or any Special Mission Unit is looked upon favorably by the board members. For those
who successfully performed in high risk positions, the board took the difficulty of the
mission into consideration.

4. CMF structure and career progression assessment:

a. MOS compatibility within CMF: There did not appear to be any challenges with
MOS compatibility within the CMF 42A.

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

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

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

e. Overall health of CMF: The health of MOS 42A remains strong and NCOs
continue to serve well both in and out of combat. To sustain this, NCOs should
continue to seek demanding duties both in and out of combat and in traditional and non-
traditional assignments.

5. Recommendations:

a. This is a modular and expeditionary force, NCOs must actively take action to
work assignments that give experience in supporting expeditionary units and gaining
experience in performing key aspects of ARFORGEN.





b. NCOs must take an active role in ensuring their OMPF, DA Photo, ERB are
updated. NCOs awarded the Sergeant Audie Murphy, Sergeant Morales, Soldier of the
Year and other distinctions should ensure the accomplishment is clearly indicated on
the NCOER and/or they should be encouraged to send a letter to the President of the
Board. Such awards are not reflected on the NCOs ERB, which may cause the
achievement to be overlooked. The board viewed these distinctions positively.

c. Competence: NCOs should continue to seek diversity. The board considered the
best qualified future leaders, those who performed well across the full spectrum of
military operations. However, experiences that draw from a supporting
modular/expeditionary units provide a full understanding of the ARFORGEN process
and furnish the best foundation for a diverse background.

d. CMF structure and career progression: NCOs should work close with their career
managers to ensure they are afforded every opportunity to make themselves relevant
and ready. NCOs should continue to seek a balance of MTOE and TDA assignments.
Catalyst to success is action taken by career managers to inform/recommend to NCO
assignment opportunities that will give -a diverse background.

6. CMF Proponent Packets:

a. Overall quality: The overall quality and content of the Proponent Information
Packet was useful and assisted board members in capturing the best qualified NCOs for
selection for SMC and promotion to SGM.

b. Recommended improvements: As mentioned above, the NCO Professional
Development Model in AR 600-25 needs to correspond with the Proponent Packet with
regards to duty titles and educational goals for NCO’s. Recommend continued
emphasis on changes in demanding positions driven by modularity. Instructions about
importance to Brigade S-1 were clear, insightful and extremely useful. Recommend
clarity on demanding positions within the G-1 as position titles have changed. Strongly
recommend the proponent take action to inform field of importance of using new names
of key positions. The same applies to key positions in sustainment units and those in
the HRSC. This will assist the chain of command with professionally developing the
force. Moreover, it will make it easier for boards and career managers to identify those
with best experiences.
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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 Commandant, U.S. Adjutant General’'s School, 10000 Hampton Parkway, Fort
Jackson, SC 29207-7045

'SUBJECT: Career Management Field (CMF) 42R 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 42R 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 carefully reviewed
Noncommissioned Officer (NCO) records to select the best qualified NCOs for
attendance at SMC and promotion to Sergeant Major. 42R First Sergeants and Master
Sergeants who displayed both superior MOS performance and excellence in
challenging leadership positions coupled with strong recommendations from senior
raters on their future potential were clearly the most competitive NCOs.

(1) Strengths: Musical excellence as reflected by the ASI C1 was key in
determining those most capable of leading Army Musicians. NCOs with proper
documentation of the ASI C1 were viewed by the selection board as technically
advanced 42R NCOs. Furthermore, NCOs who demonstrated excellence in the most
challenging leadership assignments as shown by strong, well-supported excellence
bullets were most competitive. Other factors that strengthened an NCO'’s record
included physical fithess excellence, honors at NCOES, Sergeant Audie Murphy, etc, as
well as military and civilian education. It should be noted that Army Correspondence
Courses were not considered by this board since they are migrating off the ERB.





(2) Weaknesses: NCOs who did not have a current photo IAW MILPER
Message 10-260, Para 12 sent a message of indifference to board members.
Unjustifiable bullet comments equating musical performance to the C1 level withno
validation that the Soldier possessed the ASI were misleading and should be avoided.

b. Utilization and assignments: Most NCOs considered by the board served as
First Sergeants, Detachment Leaders or in band administrative positions. Those with a
pattern of justified excellence bullets in these positions were easy to recognize and
evaluate. 1SGs and MSGs who led in deployed environments were seen as very
competitive, having gained experiences that make them more versatile and resilient as
leaders.

c. Training and education: 42R 1SGs and MSGs set high standards within the
Army for civilian education. A large number of 1SGs and MSGs possess bachelors and
associates degrees with many possessing masters degrees. 1SG/MSG ERBs that
reflected continuous learning in military schools (apart from NCOES) were also credited
for their self development. Those who earned Honor Graduate and Exceeded Course
Standards at NCOES stood out among their peers.

d. Physical Fitness: Master Sergeants and First Sergeants who demonstrated
excellence in physical fitness stood out. The DA Photo is the best opportunity to send a
clear message of fithess and military appearance to the board.

e. Overall career management: Generally, 42R 1SGs and MSGs are well qualified
and well-rounded NCOs. Most considered showed a diversity of assignments within the
field and a significant percentage possessed the ASI C1.

4. CMF structure and career progression assessment. MOS cdmpatibility within the
CMF. 42R Soldiers do not compete for promotion with Soldiers outside the 42R 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 42R.

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 band
assignments.

c. Assignment and promotion opportunity: Assignment and promotion opportunities
exist for those First Sergeants and Master Sergeants who seek them. Those who
sought the most challenging assignments and performed exceptionally well in their
assigned duties were viewed favorably. In addition, those who maintained exceptional
musical skill (as indicated by ASI C1) set the standard for musical excellence.





d. Overall health of CMF: Overall health of CMF. The health of MOS 42R remains
strong.

e. Other, as appropriate: None
5. Recommendations:

a. Competence: The importance of challenging assignments, including leadership
opportunities with deploying bands is resonating with NCOs in the field, as evidenced by
most records; however, not all NCOs considered on this board had earned the ASI C1.
With the new C1 audition standards set forth by the Army School of Music, Soldiers who
are proficient on other instruments or who possess vocal skills should be reminded that
they can earn extra points that may assist them in earning their ASI.

b. CMF structure and career progression: Recommend that the Proponent for MOS
42R revise and update the NCO Professional Development Model that is posted online
to compliment the new band force design.

6. CMF Proponent Packets:

a. Overall quality: The overall quality and content of the Proponent Information
Packet was useful and assisted board members in capturing the best qualified NCOs for
selection for SMC and promotion to SGM.

b. Recommended improvements: As mentioned above, the NCO professional
Development Model as posted online to the Reimer Library needs to correspond with
the Proponent Packet with regards to duty titles and educational goals for NCOs.
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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 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, Office of the Chief, Public Affairs, 1500 Army Pentagon, Washington,
DC 20310

SUBJECT: Career Management Field (CMF) 46 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 memora‘ndum, the selection board panel
reviewing records for CMF 46 submits this Review and Analysis to assist you in
executing your duties as proponent for MOS 46Z within this CMF.

3. Competence assessment of Promotion Zone.

a. Performance and Potential. The panel members found that the majority of the
NCOs in CMF 46 possess the technical competency to accomplish the mission, but the
NCOs who sought out multiple leadership opportunities stood out. Attention was given
to quantifiable leadership time that made an impact in the mission. Clearly not every
Soldier is among the best, but the rater needs to accurately reflect where the Soldier
should be placed between Among the Best and Fully Capable. The panel paid attention
to the amount of responsibility, overall performance and impact recorded on the
NCOER. A 1/1 with the traditional three comments of “promote now/immediately,”
“select for USASMA now/immediately” and “ready for positions of greater responsibility”
in the senior rater block does not set that NCO apart. The panel looked to select the
best qualified from others with the same traditional bullets. Strong comments such as
“top 5% of the Master Sergeants in the Task Force,” or “best 1SG | have worked with in
my 20 year career” set that NCO apart. '

b. Utilization and assignments. The CMF’s Career Map outlined the progression of
assignments needed for success. NCOs who followed that path were competitive while
those who stayed in TDA positions for multiple assignments were not looked at as
favorably as those who had a successful and varied career. Successful MTOE
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leadership opportunities stood out when they were quantified by the senior rater on the
NCOER and not just on the ERB.

c. Training and education. The panel found that many members of CMF 46 had
civilian education that followed the proponent’s Career Map. NCO’s with advanced
degrees stood out from their peers with little or no civilian education. Military education
beyond the scope of NCOES was not as prevalent in CMF 46 as in other CMF’s on this
panel. While ERB’s reflected many technical CMF 46 schools up to the rank of Staff
Sergeant, NCOs with Combatives, Battle Staff, the First Sergeant Course, and other
schools within their current grade were viewed as furthering themselves. For this panel
it was noticed that NCOs who came up through the ranks as a 46Q had more MOS
related schooling than the 46R NCOs.

d. Physical Fitness. The panel found this area to be average across the CMF's
considered but senior leaders must make physical fithess excellence a priority. CMF 46
NCOs who excelled on the APFT regularly stood out across the spectrum of rated
NCOs. Fitness is not limited to the garrison environment and has always been an
individual responsibility and raters need to capture how the NCO's fitness equates to

deployments if applicable.

e. NCOs serving in key positions during deployments received evaluations with
more clearly defined and measurable ratings. Many NCOs had multiple deployments,
and while the deployment itself was not a factor in the panel’s consideration it did lead
to more clearly defined comments in the competence and leadership blocks along with
quantifiable senior rater bullets.

e. NCOERs. Of the eight CMFs represented in this panel it was noted by the panel
members that the CMF 46 NCOER’s stuck out clearly in two ways:

(1.) They were hardest group of packets to clearly understand the scope of
responsibility for the rated NCO (except for 1SG’s and the DIV PA NCOIC). Garrison
technical jargon or specific deployment/Task Force/or other “responsibility” did not
clearly define the scope of responsibility the rated NCO had.

(2.) Excellence blocks were not adequately quantified and did not in many
cases substantiate strong senior rater comments. Raters across the CMF need to
ensure that the standard of excellence is defined differently than success.

f. Overall career management. There were very few NCO’s who chose not to follow
the career map. NCOs who served outside the career field in some capacity were not

kept away too long.

4. CMF structure and career progression assessment.
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a. Suitability of standards of grade and structure. The standards of grade structure
outlined in the proponent guide were compatible with the DA Secretariat guidance and
should be maintained. Sampling of the records for this board revealed assignment
opportunities and leadership positions helped to enhance promotion competitiveness.

b. Assignment and promotion opportunity. Leadership in grade is key to
advancement. The career field as a whole seems to have multiple opportunities to get
to the positions outlined in the career map. As an example, serving as an E6 Drill
Sergeant could be a help for a Sergeant First Class promotion, but having the badge
alone didn’t demonstrate leadership at the E8 Senior NCO level. There are ample
opportunities for NCOs in this CMF to serve in valid leadership positions and NCOs
desiring to be competitive for continued promotion need to seek those slots.

c. Overall health of CMF. The health of the 46 career field appears to be strong.
NCOs are excelling in leadership opportunities while deployed and in garrison
environments. There are many NCOs with multiple deployments in this CMF who
continue to seek civilian and military education.

5. Recommendations.

a. Competence. In the panel’s view, the CMF 46 career map is the key tool to
understanding the road to success for NCO'’s in that field.

b. CMF structure and career progression. NCOs need ic seex cut the “hard” or
“Branch Qualifying” jobs within the CMF. Again, the proponent’s Career Map outlines
the positions and there are opportunities for multiple leadership positions at a current
grade within the Career Map. Serving within a TDA/staff position for multiple or back to
back grades may be an option for the Soldier, but will not set that NCO up for success
at the senior grades. NCOs need to be aggressive in seeking out the BDE PAO NCOIC
and 1SG positions to be considered competitive.

c. Many NCOER’s had “created” duty titles and positions. Supervisors do not help
NCOs by inventing duty positions. A PAO NCOIC can mean many things and needs to
fully outline what the job required the NCO to do. The NCO needs to ensure they have
the correct title and position listed.

d. Military Education. Attendance and performance at military schools needs to be
stressed as to not only attend, but to attempt to exceed the course standards. This is
one of the only ways an NCO can clearly set themselves apart from their peers. Those
who continually exceeded the standard made an impression on the panel.

e. Photos and ERBs. An NCO who updates his photo and ERB before the board
shows that the NCO is taking an interest in their career. The importance of a good photo
cannot be stressed enough. Both current authorized uniforms were looked at equally.
As an example, while a photo may be current within five years it is a disadvantage to
have a SFC photo if you have been a MSG since 2007. Documentation needs to
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accompany the award in the file and if it cannot be accounted for when the ERB is
validated. Multiple instances of “Incoming Personnel” listed on the ERB are not to the
NCQO’s advantage. Additionally, the ERB and NCOER duty descriptions should match.

f. Letters to the President of the Board. These letters were beneficial when they
addressed notable items missing from the ERB or OMPF. Examples the panel saw from
all CMF’s include civilian education when the work had been completed but the degree
conferral date was the beyond the board cut-off date, inductions into the Audie Murphy
and Sergeant Morales clubs, and instances when photos could not be updated due to
deployments when ERB items were top loaded or changed (GCM, unit awards and

service/combat stripes).
6. CMF Proponent Packets.

a. Overall quality. The packet provided to the panel was a great example of what
right looks like. The information was presented clearly and showed that NCOs needed
to have accomplished in order to be considered competitive for selection. Duty
descriptions within the CMF are quite similar and sometimes became quite creative.
Knowing the career “BQ” positions that were weighted in the eyes of the proponent was
an advantage to the panel. The packet addressed the use of a balanced methodology in
selecting Public Affairs Sergeants Majors while stressing that leadership was a major
factor needed in the future of the CMF. It was obvious that in many cases the “created”
positions and structure were not at the direction of the proponent.

b. Recommended improvements. The CMF needs to address the raters and senior
raters to more adequately capture and articulate the achievements of the NCOs within
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