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DEPARTMENT OF THE ARMY
SECRETARIAT FOR DEPARTMENT OF THE ARMY SELECTION BOARDS
STREE1600 SPEARHEAD DIVISION AVENUE
FORT KNOX, KENTUCKY 40121

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, US Army Acquisition Support Center, 9900 Belvoir Road, Building 201,
Suite 101, Fort Belvoir, VA 22060-5567

SUBJECT: Career Management Field (CMF) 51 Review and Analysis

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

2. In accordance with the referenced memorandum, the selection board panel reviewing records
for CMF 51 submits this Review and Analysis to assist you in executing your duties as
proponent for MOS within this CMF.

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

a. Performance and potential: The Noncommissioned Officer Evaluation Report (NCOER)
areas of performance and potential weighed the greatest for this board. Strong excellent bullets
carried a lot of weight; especially in the areas of competence and leadership. There were a
considerable amount of unjustified bullets for excellence ratings. Duty positions as NCOIC of
Senior Contingency Contracting Team (SCCT), Battalion or Brigade Operations NCO or NCOIC
were also given great consideration. Team entry level positions in a deployed environment
carried a greater weight than those CONUS based.

(1) Raters/Senior Rater comments must reflect the true NCO. Ensure that the rater/senior
rater comments do not send mixed messages to the board members. The potential
rating from the senior rater with strong comments were favored very highly. Ratings
such as “among the best” by the rater and 2 or 3 blocks, with bullet comment of
“promote with peers”, definitely send mixed messages to the board member and
doesn’t give a good representation of the NCO.

(2) Due to the fact that this is a new career field, the board found at least 20% of the
personnel without an NCOER in the field. Recommend that NCOs receive a
complete the record evaluation if eligible.

(3) The official DA photograph was also evaluated very highly for consideration to
promotion. Majority of the 51 records had a photograph, but some were found with
deficiencies. Infractions such as, reversed ribbons, uniform to big or small, improper
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SUBJECT: Career Management Field (CMF) 51 Review and Analysis _

make-up or wearing of hair to name a few. A missing or poor DA Photo sends a
message to the board members that the NCO may not care enough about his or her
record to move to the next level.

b. Utilization and assignments: As 51’s there are numerous demands placed on the
Acquisition Field and the majority of the SFC’s that have been serving for the past two to three
years were generally well-rounded. The board did recognize the challenge of being deployed and
responsibility increasing.

c. Training and education. As a 51 education is a requirement for this field, but few Bachelor
degrees were found. The board found favorable action for Soldiers that had 60 credit hours or
higher. If the requirement of a Bachelor degree was met you had a competitive edge over your
peers. Additionally, the board looked favorably on NCOs that exceeded course standards or
taken additional military training such as Battle Staff, Level 1 or Level 2
Accreditation/Certification or CON 353,

d. Physical Fitness: Overall the field appeared physically fit; however, the board did observe
difference in height changes on the NCOER. Although, the record may read one thing, the photo
may depict another and this leaves the board members with questionable thoughts. NCOs and
Raters need to understand that the OMPF holds all documents for review. It is very important
that the NCOER comments are in accordance with AR 600-9 and the DA Photo.

e. Overall career management: Based on the building of this field, the positions were well
managed overall. The board just found slight difficulty in trying to evaluate a newly accessed
SFC that didn’t meet any of the standards set for 51C.

4. CMF structure and career progression assessment.
a. MOS compatibility within CMF: The lack of standardization of duty titles/descriptions
made it difficult for the board to determine the significance of the job. Additionally, some of the

positions may have been the same, but the title or descriptions were different.

b. Suitability of standards of grade and structure: It was understood that some positions may
have been filler positions based on this being a new career field.

c. Assignment and promotion opportunity: A few Soldiers did not have leadership positions
as the NCOIC of a Contingency Contracting Team which is a must at the E-7 level.

d. Overall health of CMF: Considering that this CMF is a growing force, the overall health of
the 51 CMF is good.
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5. Recommendations.

a. Competence: Rater/Senior Raters must ensure that they give an accurate picture of the
NCO being rated. The Soldier must remember to be a valid asset in the development of his or her
NCOER.

b. CMF structure and career progression: It is a must that the Soldier helps develop their
career by being a front runner in the field. It is recommended that they search for leadership
positions in their grade or higher. Ensure that they maintain their deployable readiness; for this is
one of the key assets to this field. Also, to stay competitive they must achieve the degree
requirements and the technical requirement of Level Il Accreditation or Certification.

6. CMF Proponent Packets.

a. Overall quality: The overall quality of the proponent packet was adequate, but could
enhance the duty titles/descriptions. Also, it did not provide guidance for the Contingency
Contracting Officer on the battlefield. Continue to ensure that proponent packets are in line with
guidance from Department of the Army Memorandum of Instruction.

b. Recommended improvements. Recommend future proponent packets give a better break
down of the duty title/description on and off the battlefield. This will allow the board members to
give all Soldiers a fair and balanced look at the job they are performing.

<
/JOSE R. ENRIQUEZ,
Colonel, LG, RA
Panel Chief
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AHRC-PDV-S - o - 22 February 2011

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

FOR Commander, US Army Acquisition Support Center, 9900 Belvoir Road, Buﬂding
201, Suite 101, Fort Belvoir, VA 22060-5567

. SUBJECT: Career Management Field (CMF) 51 Review and Analysis
‘ 1. Reference memorandum, HQDA, DAPE-MPE-PD, 7 January 201 1, Subject:

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

arenad

2. In accordance with the réferenced memorandum, the selection board panel
reviewing records for CMF 51 submits this Review and Analysis o assist you in
executing your duties as proponent for MOS within this CMF.

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

a. Performance and potential:’ These areas of the Noncommissioned Officer
Evaluation Report (NCOER) were the focus of this board and weighed the greatest as
this board evaluated each record. Strong excellent bullets in the areas of competence,
leadership and accountability/responsibility (especially for 51Cs) carried a great deal of
I " weight. The issue of unjustified bullets for excellence ratings continued and seems to
| " be a systemic problem. Duty positions as NCOIC of Contingency Contracting Team
(CCT), Battalion or Brigade level NCOIC were given higher consideration.

(1) Rater/Senior Rater comments and ratings continue to send mixed messages to
the board and do not send a clear picture of the NCO. The performance ratings
from the senior rater with strong and justifiable comments were favored very
highly. Rater and Senior Raters need to be more in sync when completing
NCOERSs in order to portray a clear representation of the NCO.

(2) NCOs that are eligible to receive a complete the record evaluation should submit
the evaluation in lieu of submitting a letter to the president of the board explaining
their reclassification. The board found a large percentage of the 51 C personnel
without an NCOER in the field. Recommend that at least one annual evaluation

4 in the field be on file for promotion consideration to the next rank.
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* (3) The official DA photograph was also evaluated highly for.consideration to
~ promotion. A missing, not current or poor DA photo sent a clear message to the
board members that the NCO did not take the time to prepare his or her records
to compete for promotion. DA photos with Sergeant Rank, missing buttons and
uniforms that were too small or too big were just some of the infractions noted.
Recommend that leaders in the field take a more active role in the preparation
~ and submission of DA photos by their NCOs. - ' -

b. Utilization and assignments: A majority of the SSGs in 51CMF have been
serving for only a year or less. Based on our current structure, leadership positions at
the SSG level are limited. However, the SSGs seemed to be well rounded based on
their evaluations in their MOSs prior to reclassifying. The board did recognize the high
OPTEMPO of the CMF and took that into consideration. '

¢. Training and education: The emphasis on education needed to obtain
certifications within the 51s is high. The completion of 60 credit hours or higher was
* found favorable by this board. A few Bachelor degreés and some Masters degrees were
found as well. The completion of degrees showed that the NCO had made an
- additional effort to place him or herself above their peers. The board also looked
favorably on those NCOs who have taken the opportunity to improve their technical
competence by enrolling and completing additional military training such as Battle Staff
Course, Support Operations Course and Level 1 or 2 Contracting Certification. ’

d. Physical Fitness: Overall the field looked physically fit; however, the board did
observe differences in height changes on the NCOER over time. Although, the record
may read one thing, the photo may depict another, leaving the board members
questioning the records. It is the responsibility of the rater to ensure the NCOER
comments are in accordance with AR 600-9. '

e. Overall career management: ‘Based on our current structure and the continued
growth of the CMF, the field is well managed overall.

4. CMF structure and career progression assessment. .. ..

a. MOS compatibility within CMF: Duty titles/descriptions need to be standardized
in accordance with current MTOES to assist the board in determining the significance
and level of responsibility of the job. Some of the duty titles, such as “Resource and

Contracts Manager” confused board members, and made it difficult to accurately assess
the record. ' . v

b. Suitability of standards of grade and structure: A majority of the positions seen
were aligned with current MTOE; any positions outside of this were understood, based
on the growth of the CMF. :

™
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SUBJECT: Career Management Field (CMF) 51 Review and Analysis

c. Assignment and promotion opportunity: Again, our current structure, limits .
leadership positions for SSGs in CMF 51. Those that find themselves in a Contingency
Contracting Team NCOIC positions are more than likely there due to shortages at the of
SFC level on their respective teams. ‘ ' .

d. Overall health of CMF: As we continue to grow the force, the overall health of the
CMF 51 is good. : ' :

5. Recommendations.

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

b. CMEF structure and career progression: It is critical that the Soldier utilizes the
CMF career map to develop their career. Although leadership positions are limited in ~

 the field, NCOs must continue to seek out leadership positions in the next higher grade.

’

The completion of civilian education and technical requirement for Contracting
Certification Level | go hand in hand. These are required to ensure Soldiers set
themselves apart from their peers and stay competitive within the CMF.

6. CMF Proponent Packets.

a. Overall qu'ality:» The overall quality of the proponent packet was excellent. The
packet did a good job at providing a breakdown the duty titles/descriptions at the SSG

level. Also, the packet provided a detailed description of duties of the 51s in

contingency operations, special mission unit and other non-traditional roles. Continue to

ensure the proponent packets are in line with guidance from Department of the Army
Memorandum of instruction. ' '

b. Recommended improvements.: Recommend future proponent packets providé a
breakdown on the requirements for receipt of Contracting Accreditation.— Level L and 1l .

- and/or the Defense Acquisition Workforce Improvement Act (DAWIA) Contracting

Certification- Level 1 and II. This will allow the board members 10 understand the
technical complexity of the CMF and the level of responsibility given to these Soldiers.

i

HARISSE P\RY |
Colonel, LG ‘
Panel Chief, QWAC Branch






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

AHRC-PDV-8 18 November 2010

MEMORANDUM THRU Commandant, US Army Chaplain Center and School, Fort
Jackson, SC 29207

Headquarters, United States Army Training and Doctrine Command, Attention: ATTG-
P, 3 Fenwick Road, Building 11, Fort Monroe, VA 236851-1049

FOR Chief of Chaplains, 2700 Army Pentagon, Washington, DC 20310-2700

SUBJECT: Career Management Field (CMF) 56 Review and Analysis

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

Board.

2. In accordance with the referenced memorandum, the selection board panel
reviewing records for CMF 56 submits this Review and Analysis to assist you in
executing your duties as proponent for MOS 56M within this CMF.

3. Competence assessment of Promotion Zone. The overall strength of the CMF is
strong with the majority of Soldiers considered were highly qualified for promotion.

a. Performance and potential. The chaplain assistants screened for promotion have
limited opportunities to pravide direct leadership; however, there are many significant
opportunities to oversee and provide technical guidance and supervision of subordinate
UMTSs within their organizations. Those chaplain assistants that have an immediate
impact on subordinate UMTs like Operations NCOs, O/Cs, DRU NCOICs, Separate
Brigade NCOICs, etc have the clearest and most demonstrable ability to provide
leadership for panel members to discern. '

b. Utilization and assignments. Those chaplain assistants that successfully
demonstrated the ability to move between operational and institutional positions are the
best qualified for promotion. This variety of assignments proved a significant indicator
of potential to serve at the next level. However, many chaplain assistants would stay at
the same location, most often in the same organization, for extended periods of time
achieving a comfort level of performance — not something that reflects potential for
promotion. Chaplain assistants working outside the CMF have a difficult time
translating that time to actual potential for leadership within the GMF.
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(1} Duty descriptions on NCOERSs are not reflective of actual scope of duties or
spanh of control. They frequently would reflect the command'’s mission but failed to
reflect the UMT mission.

(2) Duty titles on NCOERSs were creative in many cases, but not reflective of the
actual duty position held. Duty titles rarely matched the ERB and the “stock” CMF duty
titles give no indication of what the job actually entails.

{3) CMF 56 is an extremely small branch that DA directed positions have a
significant impact on. With the high quality of CMF 56 Soldiers, there was no
discernable difference in duty performance or requirements between the normally
managed chaplain assistant duty positions and the thirteen DA directed positions,

c. Training and education. CMF is an extremely well educated and trained branch.
The overwhelming majority of chaplain assistants have at least 60 semester hours of
college with many holding advanced degrees. Chaplain assistants take advantage of
the many training opportunities available to them; however, the utility to the CMF is
sometimes suspect and not keeping within the guidance of DACH (Master Resiliency

Training).

d. Physical Fitness. With few exceptions, the CMF is physically fit. Those not
meeting the standards are noticeable in the small, eligible population for promotion and
. were an immediate negative discriminator. The panel observed significant
discrepancies between the height/weight/APFT recording of unit and NCOES schaols
that reflected negatively on the NCO.

e. Overall career management. The CMF is adequately managed but a more
proactive stance to provide a greater variety of assignments to all eligible chaplain
assistants would enhance the strength and capability of the CMF. Staying at one
location without a distinct, fundamental change in assignment from institutional to
operational is a negative discriminator for the panel.

4. CMF structure and career progression assessment. The CMF structure is sound
and career progression is sustainable. There are many opportunities to serve in a
variety of assignments with ample opportunity for new and varied positions of
responsibility. However, many chaplain assistants are not getting or taking the
opportunity to stretch their abilities within the branch.

a. MOS compatibility within CMF is very strong. Other than the DA directed jobs
(Platoon Sergeant, Recruiter, EOA, etc) the MOS is working to support the branch in a
variety of jobs and positions that directly tie into, support, and strengthen the mission of

the chaplaincy.

b, Suitability of standards of grade and structure is very good. The CMF is small but
continuing to grow with added duties and responsibilities constantly evolving. A
continual and sustained interaction with force structure is a necessity to keep

2
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abreast of the future changing religious support environment to ensure the CMF keeps
abreast of standards of grade requirements and force structure.

c. Assignment and promotion opportunity remains to be seen. How large of an
impact the redesign of the Sergeant’s Major program has on a very small CMF remains
to be seen. However, chaplain assistants are weli posmoned to continue to provide
quality religious support to the Army.

d. Overall health of CMF is very strong. The CMF has incredibly talented and
dedicated Soldiers in all areas and will continue to represent the branch with honor into
the future. Chaplain assistants have redefined their role in the religious support arena
and it's evident in the exceptional performance reflected by the chaplain assistants
eligibie for promotion selection.

5. Recommendations.

a. Competence. The best indicator of competence is the NCOER. Responsibility
starts with the rated Soldier and continues up through the senior CSM/SGM in the
command. Senior CMF NCQO oversight is critical to ensuring the NCOER reflects an
accurate picture of the rated Soldier. A well trained, informed Rater and Senior Rater is
critical to NCOER development. This was not evident in a review of promotion eligible
chaplain assistants.

(1) “Among the best" is the norm with “fully capable” acting as a minus to
selection. Raters must ensure they aren't sending mixed signals/sending a message fo

the board (we aren’t mind readers lll).

(2) Senior Rater’s blocking and comments are important and are a major factor in
promotion selection. A "2" block may kill any ¢hance for promotion. The normis a “1"
block. The Senior Rater comments should reflect the blocking. Now is not the time to
send a mixed message or unclear signal to the board.

b. CMF structure and career progression. As noted above, it is vital to have a
proactive branch management stance to ensure and enhance our extremely talented,
capable, and dedicated CMF which is well rounded with all due consideration given to
developing all chaplain assistants into potential leaders.

6. CMF Proponent Packets.

a. Overall quality of the proponent packet was functional but incomplete. This may
be a systemic issue with format/guidance from DA Secretariat but the information was
incomplete and not very user friendly outside the CMF. Other panel members may not
have a working knowledge of the CMF and the packet should be as descriptive and

user friendly as possible.

b. Recommended improvements,
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(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 promate the best [eaders for the CMF
and working outside the CMF for a prolonged period of time is a negative discriminator.
One thing to keep in mind is that DA listed thirteen jobs that they considered important.
It is redundant to put them on a CMF specific list as the board panel will assign a
qualitative ranking of those positions.

(2) The proponent giving CMF specific examples of what an excellence bullet
looks like on an NCOER gives a clearer picture of what to lock 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 SQU/AST have the same weight to the CMF and panels
may limit them to help discriminate among the best and most capable candidates.

Oohwld] Shase)

RICHARD L. SHEPARD
Colonel, 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 Commandant, US Army Chaplain Center and School, 3392 Magruder Avenue,
Fort Jackson, SC 29207-5140 : '

SUBJECT: Career Management Field (CMF)'56M Review and Analysis

1. Reference memorandum, HQDA, DAPE-MPE-PD, 7 January 201 1 subject:

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

Board.

2. In accordance with the réferehced memorandum, the selection board reviewing
records for CMF 56M submits this Review and Analysis to assist in executing the duties
as proponent for this CMF. :

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

a. Performance and potential. Chaplain assistants working in demanding
assignments outlined in the CMF NCO Professional Development Map and/or
performed successfully in higher level positions, demonstrated a clear ability to serve at
the next higher grade level and were viewed favorably. -

b. Utilization and assignments. The NCOs in this CMF served in both operational
"and institutional positions. NCOs serving in a wide range of demanding positions, both
in MTOE and TDA environments in the current grade and at Sergeant First Class Level
with multiple deployments were highly competitive. In addition, Soldiers who performed
successfully in non-traditional assignments were viewed favorably by the board. NCOs-
should be encouraged to continue seeking challenging and rewarding non-traditional
assignments. For those who successfully performed in the high risk position of
Recruiter, the board took the difficulty of the mission into consideration.

(1) Duty description on NCOERs did not give an accurate or clear description of
the NCO’s daily duties and scope.

B (2) Duty title on NCOERSs should reflect the level of the duty position. The board
" had a difficult time determining the NCO’s level of responsibility. For example, If the
NCO is assigned to the brigade chaplain assistant slot, the principle duty title should
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read Brigade Chaplain Assistant NCO. This provides the board panel with accurate
information of the duty: position and correct grade.

¢. Training and education. 56Ms continue to pursue both military and civilian
education. The majority of chaplain assistants had 30-60 semester hours. A few
chaplain assistants completed degrees with a very small number having less than 15-20
semester hours. NCOs performing well in military schools by exceeding the course
standards and/or achieved Distinguished Leadership Awards or Honor Graduate status
were viewed favorably by the board. Failure to achieve course standards or “marginally
passing’ course standards was also noted and had an impact on overall record
assessment. :

d. Physical Fitness and Military Appearance. ‘The CMF is physically fit and the
majority of NCOs are within the Army standards of AR 600-9. Earning the physical
fitness badge was considered positive among the board panel. NCOs without a photo
were viewed negatively and a missing photo indicated to the board that NCOs lacked

 the discipline, professionalism and/or the attention to detail to ensure a complete record

was presented to the board.

e. Overall career management. The CMF is effectively managed. A significant

~ amount of NCOs served between MTOE and TDA assignments and had a diverse

assignment history in demanding positions. Successful performance in diverse
assignments was also an indication of experience and proven performance in a variety
of challenging environments. ‘

4. CMF structure and career progression assesément. The CMF structure is stror;g

“and career progression is healthy. There are many opportunities to serve in a variety of

assignment and positions. NCOs should be encouraged to continue to take advantage
of the opportunities that are available, so that they can become effective leaders.

a. MOS compatibility within CMF is very good. 56Ms appeared to be versatile .
Soldiers, capable of performing in the MOS and in non-traditional -duties such as Drill -

‘Sergeant, Platoon Sergeant, Recruiter and Equal opportunity Advisors.- NCOs that seek

these assignments and performed successfully should remain competitive for

- promotion.

- b. Suitability of standards of grade and structure is good. The CMF appears to be
growing and evolving. It is necessary to keep current force structure and standard of
grade requirements, particularly as responsibilities, changes and duties are added.

c. Assighment and promotion opportunities are trending with the rest of the Army.
However, it is imperative that NCOs be ' made aware of the challenging positions for
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upward progression to allow 56M NCOs to compete in the new redesign of the
Command Sergeant's Major Program. '

d. Overall health of CMF. The overall health of the chaplain assistants’ career field
is good. CMF is producing quality, competetive NCOs.

5. Recommendations.

a. Competence. The NCOER is one of the most effective tools used to measure
competence. The NCOER should not be inflated, but used to communicate to the NCO
and the board. It should be consistent and create a shapshot of the rated NCOs
performance and their potential for promotion. The rater, senior rater and reviewer are
all responsible for reviewing the NCOER and ensuring it is accurate.

(1) Rater assessment of performance on evaluations appears to be inflated and
excellence ratings were not always justified. Ona few NCOERSs, the rated NCO had
identical reports with only the date changing. Ratings should be used as feedback for
performance and not simply reproduced with the same verbiage from year to year. This
sends a poor signal to the board and an improper message to the rated NCO.

(2) Senior rater assessment of overall performance and potential also appeared
inflated. The majority of the NCOERS were marked 1 and 1 in sections Vc and Vd for.
senior rater performance and potential. The bullet comments stated “promote ahead of
peers or promote now.” A rating of 1/1 and promote ahead of peers should be given to
the absolute best performing NCOs and those with the most potential for increased
responsibility. These comments were very important to the board and when consistent,
provided them with clear rater and senior rater intent. .

(3) NCOERs which had “no” checkéd in values or a “needs of improvement”,
were not clearly explained by the rating chain. This made it difficult for the board to
assess the severity of the issue and the NCOs potential or ability to recover.

(4) NCOs awarded the Sergeant Audie Murphy, Sergeant Morales, Soldier of
Year and other distinctions, should be clearly indicated in the NCOER and/or NCOs
should be encouraged to send a letter to the President of the Board. Such awards are
not reflected on the ERB, which may cause the achievement to be overlooked. The
board viewed these distinctions positively.

b. CMF structure and career progression. The career managers should stay
proactive by ensuring NCOs are challenged with diverse assignment opportunities
which will allow them fo stay competitive for promotion. :

6. CMF Proponent Packets.,

(F3]
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a. Overall quality. Overall, the proponent information packet was thorough and
provided the necessary information to prepare the board members to review and vote
the 56M CMF records.

b. ‘Recommended improvements. Recommend the proponent review the proponent
packet for positions considered to be the highest risk and most demanding. As the
Army reduces the force, and Soldiers redeploy, 56Ms who serve on CONUS
installations will have the difficult mission of assisting with the healing mission and
reintegrating combat veterans. v

A
TRACEYE. NICHOLSON
COL, AG~ '
Panel Chief
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AHRC-PDV-S , 18 November 2010

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

FOR Commander, USAMEDCOM, Fort Sam Houston, TX 78234

SUBJECT: Career Management Field (CMF) 68 Review and Analysis

1. Reference memorandum, HQDA, DAPE-MPE-PD, 8 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 68 submits this Review and Analysis to assist you in
" executing your dufies as proponent for MOS within this CMF.

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

a. Performance and potential: The files of those in the promotion Zone clearly set
them apart from their peers. The performance and potential of this elite group was
clearly articulated. The strongest performers also received the best leadership
. opportunities. :

b. Utilization and assignments (particutarly in PMOS): Many, if not most, of the
selectees were in positions of responsibility above their skill level; Those performing in -
their skill level had clearly articulated performance and potential that stood out. Too
many files had duty title, duty MOS, daily duties and scope of respons;b:lity that were
- inconsistent.

c. Training and education: College degree was a discriminator. Too many NCOs
had several college hours but no degree. These NCOs should focus on completing
their associate degree. Several NCOs had no additional training outside of NGOES.
Many files were missing NCOERs because the NCOs were in IPAP, OCS, or nursing
school. The nursing schools supplied 1058s to justify the absence of NCOERs. IPAP
and OCS candidates need this too.
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d. Physical Fitness: This is the cornerstone of combat readiness. Selectees
consistently performed well in this arena. NCOERSs need to reflect that the NCO earned
the Army Physical Fitness Badge when they did. Excellence blocks in Physical Fitness
~ need appropriate justification; ie 270 or above |

e. Overall career management: The vast majority of the population experienced a
proper balance between MTOE and TDA experience. Additionally, niche assignments
such as recruiter, drill sergeant, observer-controller, and instructor writer were well
represented across the force.

4. CMF structure and career progression assessment: All MOSs experience
appropriate opportunity for positions of increased responsibility and leadership.
. Standards for grade and structure remain thoroughly suitable and appropriate. The
overall health of the CMF remains strong. :

5. Recommendations:

a. Raters and senior raters must be consistent with ratings by matching comments
with the blocks checked. Senior raters should provide quantifiable bullet comments that
support the ratings provided.

b. Duty descriptions should be clear, concise, and consisteht across the force.
Descriptions should also specifically state the level of responsibility or echelon.

¢. 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. )

~ d. 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 was adequate for the panel and did
not contradict guidance from the Secretariat's MOI.

Coionel., MC
Panel Chief






e s £ it s # 05

i s ety

DEPARTMENT OF THE ARMY
U.S. ARMY HUMAN RESOURCES COMMAND
SECRETARIAT FOR DEPARTMENT OF THE ARMY SELECTION BOARDS
1600 SPEARHEAD DIVISION AVENUE

— o= FORT-KNOX,-KY-40422————

AHRC-PDV-S - 28 February 2011

MEMORANDUM THRU Headquarters, United States Army Training and Doctrine Command,
Attention: ATTG-P, 3 Fenwick Road, Building 1 1, Fort Monroe, VA 23651-1049

~ FOR Commander, USAMEDCOM, Fort Sam Houston, TX 78234

SUBJECT: Career Management Field (CMF) 68 Review and Analysis

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

2. In accordance with the referenced memorandum, the selection board panel reviewing records
for CMF 68 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 wealmesseé). ~

a. Performance and potential: The caliber of records for those Soldiers in the promotion zone
represented a qualiﬁed force of noncommissioned officers ready for increased responsibilities. It
was clearly evident that the strongest performers were functioning in a skill level above their
current grade and represent the elite of the force. -

b. Utilization and assignments (particularly in PMOS): Many of the selectees were
performing in positions of greater responsibility in the TOE and MTOE operational environment.

. There were a significant number of selectees whose duty title and responsibilities were

inconsistent with their enlisted record brief and NCOER.

~ ¢. Training and education: Many records demonstrated a lack of military education
progression and college is being actively pursued despite OPTEMPO. Soldiers are seeking
college opportunities, however very few actually had a degree. Many files were missing 1059°s
for all phases of NCOES and some files had an unexplained gap between NCOER’s while others
were missing numerous NCOERs. -

d. Physical Fitness: This analysis indicates that despite the OPT EMPO of the curtent
operational environment, high levels of physical fitness continues to be the predominate theme.

‘[t was also noted that selectees made significant contributions towards the increase of the overall

team, squad and section physical fitness standards.
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e. Overall career management: There was a balanced distribution between MTOE and TDA
for the high density CMF; however the low density CMF’s were predominately TDA positions.
A major negative across the board was Staff Sergeants rating Staff Sergeants and raters |
inexperience in writing NCOER’s. Also, a significant number of records lacked a DA photo.
And lastly, a distinct segment of the force held demanding positions such as Instructor,
Recruiter, Military Transition Team Advisor, Dnll Sergeant, Warrior Transition Platoon
Sergeant and Master Resiliency Trainer.

4. CMF structure and career progression assessment: The overall health of the CMF is relatively |
strong with ample opportunity for positions of increased responsibility and leadership.

5. Recommendatmns

a. The selectee should ensure their NCOER duty title matches the ERB duty title. In

| addition, responsibilities and duties need to be captu:ed under special emphasis and other areas
of the NCOER

b. The requirement should change to mandate ifa Soldler is missing an evaluation, he/she
must write a letter to the President of the Board explaining the missing evaluation. In addition, it
is incumbent upon a Soldier to ensure their record is validated as much as possible prior to -
consideration. Concurrently recommend that a record lacking a DA Photo is not e11g1b1e for
promotmn consideration unless it is waivered.

¢. Recommend that in all cases, where it can be avoided, NCOs should not rate NCOs of the
same grade unless one is in a promotable status. It was evident that same grade raters did not
have the experience or the maturity to rate their peers using the total Army Soldier concept, and
 therefore the rating appeared to be inconsistent with other evaluations the Soldier received. A
Rater of the same grade of the rated individual is in essence competing with the rated NCO and
does not provide a complete and unparnal assessment to the rated individual.

6. CMF Proponent Packets: The proponent packet was sufficient and should be upda’ced o

reflect current demanding assignments.

EARLE SMITH I
COL, MS ‘
Panel Chief
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MEMORANDUM THRU Headquarters, United States Army Training and Doctrine
Command, Attention: ATTG P, 3 Fenwick Road, Building 11, Fort Monroe, VA 23651-

1049

FOR Commandant, US Army Acquisition Support Center, 9900 Belvoir Road, Building
201, Suite 101, Fort Belvoir, VA 22060-5567

SUBJECT: Career Management Field (CMF) 51 Review and Analysis

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

2. In accordance with the referenced memorandum, the selection board panel
reviewing records for CMF 51 submits this Review and Analysis to assist you in
executing your duties as proponent for MOS 51C within this CMF.

3. Competence assessment of Promotion Zone.

a. Performance and potential. The quality of the Noncommissioned Officer (NCO)
records considered for this selection board allowed the panel to select the best qualified
NCOs for 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 (NCOER), the Enlisted Records Brief
(ERB), and the Department of the Army (DA) Photo.

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

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

b. Utilization and Assighments.

NCOs who served successfully in a variety of demanding and high risk
assignments were seen as having the greatest promotion potential. Those with a
pattern of justified excellence bullets in these positions were easy to recognize and
evaluate. Favorable consideration was given to these positions. Based on 51CMF
current structure, leadership positions are limited; however, NCOs must continue to
seek out leadership/responsibilities in their current and next higher grade.

c. Training and Education.

Both Military and Civilian education were taken into consideration. The emphasis
on education needed to obtain certification within 51s is high. The completion of a
BA/BS or higher degree was found favorable. The panel looked for a demonstrated
level of devotion to their profession through measureable and continuous self-
improvement. Master Sergeants that were able to continue to further their education
during these times of constant deployments gave the panel a good indicator of the
Soldiers determination and willingness to improve, whether it is through technical
certification, or formal civilian education. The panel took into consideration those
Noncommissioned Officers that excelled during NCOES. Those NCOs that exceeded
course standards were given significant credit for their accomplishments.

d. Physical Fitness:

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

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

2
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and special skills badges worn incorrectly, not wearing appropriate rank, and ribbons
not in the correct order. NCOs that did not have a valid photo on file made it very
difficult for panel members to make an accurate assessment of the NCOs overall
appearance and bearing.

e. Overall career management.

Based on our continued growth and structure, the field is well managed. Finally,
the NCOER, ERB, and DA Photo were all vital parts of the board assessment process.

4. CMF structure and career progression assessment.

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

b. Assignment and promotion opportunity.

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

c. Overall health of 51CMF.

As we continue to grow the force the 51CMF 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.

d. Other, as appropriate.
None
5. Recommendations.

a. ltis essential that NCOs ensure that their “My Board File” is up-to-date,
complete, and validated.

b. Competence. NCOs should continue to seek diversity. The panel considered
the best qualified future leaders, those who performed well across the full spectrum of
military operations. Catalyst to success is action taken by career managers to
inform/recommend to NCO assignment opportunities that will give a diverse
background.
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c. CMF structure and career progression. It is critical that the Soldier utilizes the
CMF career map to develop their career. NCOs must continue to seek out leadership
positions/responsibilities in the current and next higher grade. The completion of civilian
education and technical requirements for Contracting Certification Level Il and Il go
hand in hand. These are required to ensure Soldiers set themselves apart from their
peers and stay competitive within the CMF.

d. The NCOER still remains the most important document that the board uses to
assess the overall performance and potential of the Noncommissioned Officer.

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.

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

/%@/@fﬁi& /{l}b
RICHARD B. DIX
Colonel, LG

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

FOR Commandant, US Army Chaplain Center and School, 3392 Magruder Avenue,
Fort Jackson, SC 29207

SUBJECT: Career Management Field (CMF) 56M 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 56 SGM 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). Overall
NCO records show 56M’s working in demanding positions and performing well. The
panel considered several important discriminators to determine promotion selection,
including photo in current grade, military and civilian education levels, awards and
honors and physical fitness. The board took into consideration the fact that not all 56M
NCOs are called upon to serve in traditional leadership positions or in combat zones.

a. Performance and potential (particularly leadership opportunities): As in the past,
exceptional performance of duty in the most challenging assignments at the current
grade was of primary importance to panel members during deliberations. Clearly
articulated statements regarding future potential were key to the selection process.
Overall raters and senior raters provided a clear picture of overall performance and
potential.

b. Utilization and assignments (particularly in PMOS): NCO'’s who served in a
variety of assignments at the current and previous grade were competitive for selection.
Panel members viewed NCOs who had served in a position of the next higher grade





and received a rating as demonstrating a significant indicator of potential for
advancement.

c. Training and education: NCOs continue to pursue higher levels of education.
The majority of NCOs had at least a Bachelors Degree with several attaining a Masters
Degree. Performance in military courses was also viewed as important. NCOs, who
exceeded course standards, as annotated on NCOs 1059s (Service School Academic
Evaluation Report), were considered favorable.

d. Physical Fitness: Only a few NCOs maintained APFT scores that exceeded the
Army standard. NCOs that demonstrated a trend of excellence in physical fitness stood
out to the panel members. Would like to see more NCO'’s attain 270 or above with 90 in
each event in order to achieve excellence in this area. Also, the NCOER must reflect
whether or not the NCO attained the physical fitness badge.

e. Overall career management: Most 56Ms are following the NCO Professional
Development Model provided by the proponent. There is also flexibility and adaptability
displayed throughout 56M career progression. -

4. CMF structure and career progression assessment:

a. MOS compatibility within CMF: Not applicable as MOS 56M is the only specialty
within CMF 56.

b. Suitability of standards of grade and structure: The standards of grade and force
structure are appropriate and compatible with other CMFs on the panel.

c. Assignment and promotion opportunity. There are adequate opportunities to
serve in the most challenging positions within the CMF and to attain subsequent
promotion to SGM.

d. Overall health of CMF: The health of the CMF is seen to be excellent. The panel
review of 56M records indicates a career field of highly motivated NCOs who clearly
demonstrate the Warrior Ethos and Army Values in their potential to serve at the SGM
level.

5. Recommendations.
a. Competence: Recommend Chaplaincy leaders at all levels encourage NCOs to
seek service in the most challenging MOS 56M positions. The manner of performance

in these jobs is indicative of both competence and potential for greater responsibility.

b. CMF structure and career progression: The panel found that career developing
opportunities and progression were fair and equitable.

c. Other as appropriate:





(1) The NCOER is the main source document to measure leadership,
performance and potential for future service. The rating chain must justify “excellence”
and spell out the promotion and leadership potential the NCO has demonstrated during
the rating period.

(2) Leadership Opportunities: 56M NCOs should be encouraged to seek out
opportunities for service within their units. For example, serving as “Acting 1SG” while
the unit 1SG is on leave would give panel members valuable indicators to evaluate
leadership abilities and versatility of the NCO.

(3) Enlisted Records Brief (ERB) Update: File discrepancies do not reflect
favorably. Therefore it is critical that NCOs when not deployed review and update their
records so board members have accurate and current information for their deliberations.
Several NCOs did not validate their ERB; this sends a message to the board members.

(4) Photos: Most of the photos were updated. It is imperative that NCOs update
their official photo whenever there are changes to the uniform (i.e., rank, service stripes,
and awards) even if the current photo is less than five years old. This is especially
critical for NCOs competing for promotion.

(5) CMF Proponent Packets: The Proponent Packet contained excellent
information that prepared panel members to review and vote MOS 56M records to
standard. The packet was very detailed, easy to read, and was followed by all board
members. The panel submitted an inquiry though the DA Secretariat to provide
clarification of a position listed in the proponent packet in order to vote the record with
fairness. Recommend proponency provide clarification of description for all demanding

(Q \\(/

OBE TC WHALQEY J
Colonel, AG G
Panel Chlef A
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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, USAMEDCOM, Fort Sam Houston, TX 78234

SUBJECT: Career Management Field (CMF).68 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 68 submits this Review and Analysis to assist with future
selection process.

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

a. Performance and potential: The caliber of records for those Soldiers in the
promotion zone represented a qualified force of noncommissioned officers ready for
increased responsibilities. Strong performers were functioning in a skill level above
their current grade and represent the elite of the force.

b. Utilization and assignments: Many of the selectees were performing in positions
of greater responsibility in the TDA and MTOE operational environment. There were a
significant number of selectees whose duty title and responsibilities were inconsistent
with their enlisted record brief and NCOER.

c. Training and education: Self development to include civilian education is being
actively pursued despite OPTEMPO. Some files were missing 1059’s for all phases of
NCOES and some files had an unexpected gap between NCOER’s.

d. Physical Fitness: This analysis indicates that despite the OPTEMPO of the
current operational environment, high levels of physical fitness continues to be the
predominate theme.





e. Overall career management: There was a balanced distribution between MTOE
and TDA for the high density MOS. However, low density MOS’s were predominately
TDA positions.

4. CMF stfucture and career progression assessment. The overall health of the CMF is
relatively strong with ample opportunity for positions of increased responsibility and
leadership.

a. MOS compatibility within CMF: There did not appear to be any challenges with
MOS compatibility within the CMF 68.

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: Soldiers serving in a CSM or SGM
position and serving in a 1SG position were viewed as most competitive by the board.
As mentioned earlier, more command and control of assignments appears to be needed
to control the amount of time Soldiers are staying in Staff positions vs 1SG positions.
Also, recommend USAREC look at the amount of time Soldiers are staying in one
geographic area or Battalion.

d. Overall health of CMF: It appears that the overall health of the CMF is good
based on the number of competitive packets that were viewed by the board.

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

a. CSM'’s at all levels must be actively involved in reviewing every NCOER in his/her
lane of responsibility. They should be their units SMEs to advise and mentor members
of the rating chain to ensure accuracy in evaluations and that counseling is being done.

b. Concerning variety of assignments: It was noted that a certain percentage of
Senior NCO'’s both TDA and MTOE have homesteaded for periods of up to six years or
more. We need to ensure that we rotate Soldiers between TDA or TOE assignments on
a timely basis in order to obtain the diversity in assignments needed to prepare Soldiers
to served and remain competitive at higher levels.

c. CSM'’s should utilize current HR procedures and work closer with Regional G-1 to
scrub Senior NCO rosters, then provide assignment recommendation to HRC. This
action will ensure NCOs obtain a variety of assignments and experience needed to
develop a total leader. This approach will also identify those NCOs sitting in current
positions beyond their normal length of tour.





6. CMF Proponent Packets:

a. Overall quality: The proponent packet was very detailed and easy to read. No
recommendations to change the proponent packet.

b. Recommended improvements: None.

! N /E L{

ROBERT C. WHALEY %/
Colonel, AG Q"‘%ﬁf}l&\
Panel Chief





