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

7 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 Chemical School, Fort Leonard Wood, MO 65473

SUBJECT: Career Management Field (CMF) 74 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 74 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. Several excellent blocks were checked by the rater
without the adequate amount of justifiable bullets making the rating seem over stated /
inflated. SR Rater comments appeared to be vague and did not address performance
and potential for attending higher NCOES courses nor potential for increased levels of
responsibility and authority. SR comments need to be up front and concise. Not every
NCO should be rated as a 1/1 on potential and performance. This was evident by the
vague bullet comments used to justify the ratings. Board members viewed unclear bullet
statements and ratings by senior raters as useless in determining the true potential for
increased authority and responsibility.

b. Utilization of Assignment. Excessive time spent in staff positions such as BN/
BDE CBRN NCO for prolonged periods was viewed as detrimental to the NCOs
development and promotion potential (core competence capability). Leaders at all
levels, must do a better job of managing NCOs’ careers to allow them to serve in both
leadership and staff assignments.

c. Training and Education. All panel members agreed that continued education
was paramount in developing future leaders. Thus having a two or four year college
degree was viewed as a positive and made some NCOs stand out among their peers
who had little or no college education. It must also be noted that graduating an NCOES
such as ALC and SLC as honor graduate or exceeding course standards was a definite
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plus. However, graduating a course with a marginal rating made the NCO less
competitive for promotion.

d. Physical Fitness. Many NCOERs stated that Soldiers pass the height and weight
requirements of AR 600-9. However many Soldiers appeared to have an over fat
appearance on their DA Photo. Also many Excellence bullets failed to clearly state that
NCOs earned the APFT badge in fithess. Raters need to ensure the NCOERSs reflect
the correct information pertaining to the height and weight of NCOs and rate the NCO
accordingly. If the NCO earned the APFT fitness badge, state so on the NCOER.

e. Overall Career Management. Experience counts. Deployments, Platoon
Sergeant duty, Drill Sergeant duty and instructing assignments such as Small Group
Leaders, help to create a well rounded adaptive leader. However, some NCOs have
stayed in assignments that have not allowed them to explore these other types of
leadership environments.

4. The changing environments and conditions of an Army that has been at war for more
than nine year has resulted in NCOs becoming more competitive. It also has provided
each Soldier opportunities for career advancement and leadership positions and
promotion. NCOs must aggressively seek out different leadership opportunities rather
than remain in the same type of jobs for prolong periods of time.

a. MOS Compatibility within CMF. The standards and grade structure outlined in the
proponent guidance were compatible with the DA Secretariat guidance were accurate
and should be maintained.

b. Suitability of Standards of Grade and Structure. A few cases existed of NCOs
serving in specific positions for too long which could affect them in the future sense.
They may not be getting the overall leadership experience commensurate with that of
their peers. NCOs should continue to ask for the specialty assignments such as Drill
Sergeant, O/C, SGL, and Recruiter. Upon successful completion of that assignment,
NCOs should return to their CMF field and leadership positions such as Platoon
Sergeant, CRD Team Sergeant, and SMU Team Sergeant.

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

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

a. Competence. NCOs should follow the CMF career map provided by CMF
Proponent guidance to stay competitive with their peers. Operational experience for
continued development is essential in creating a well rounded leader. Some NCOs
appeared to have stayed in the same types of positions back to back (i.e. TDA
assignments) for prolonged periods of time.
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b. CMF structure and career progression. NCOs need to actively seek out tough
assignments that will continue to place them in a wide range of environments. Key
leadership billets such as PSG (or PSG Equivalent) are essential for professional
growth to continue to prepare them for follow on assignments such as 1SG or Team
Sergeant. :

c. Other, as appropriate. Although the standard minimum requirement to update DA
photo is five years, it was a clear indication that some NCOs did not care about
competing for the next higher grade as some NCOs had missing photos or photos that
were not updated. Many NCOs did not take time to review and update the OMPF and
DA photo. This sends a negative message to board members that the NCOs did not
think it important to do so. Most files had not been updated and did not have photo.

6. CMF Proponent Packets.

a. Overall quality. The overall CMF74D Proponent Packet was useful and very
accurate. The information was clear and in line with the Army guidance and Board MOI.

b. Recommended improvements. A key recommendation for NCOs competing for
promotion is to ensure they review the records and update their photos regularly. Board
members noted a few files either did not have a photo or had photos dating back to
when they were Staff Sergeants. This leaves the panel members with the impression
that the NCO was not concerned about their career progression.

(==
PAMELA'L. MARTIS

Colonel, MP
Panel Chief
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- MEMORANDUM THRU Headquarters, United States Arrhy Training and Doctrine
Command, Attention: ATTG-P, 3 Fenwick Road, Building 11, Fort Monroe, VA 23651-
1049 . ‘ . , ' :

FOR Commander US ARMY CBRN School, Fort Leonard Wood MO, 65473

~ SUBJECT: Career Management Field (CMF) 74 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 accordahce with the referenced memorandum, the selection board panel
reviewing records for CMF 74 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. Our Leaders need to be upfront, honest and brief -
when rating NCOs. The Rater's bullet comments need to match the rating; do not
inflate ratings. The Senior Rater’s portion, though independent, needs to be consistent
with the overall Raters portion of the NCOER. There were too many inconsistencies;
every NCO is not a 1/1 especially when they were rated all Success or Needs - - PN
Improvement, and promote with peers. On the other hand, NCOs that perform very well
and demonstrate the potential for increased responsibility should be articulated as the
very best through quantitative measures. ' '

b. Utilization and Assignments. Overall, there is a disparity in the balance of
Leadership and Staff positions across our formation. In many cases, there are oo many
NCOs that are stéadfast in a Bn or BCT (Staff) for too long of a period. In the
aforementioned, these NCOs, for the most part, are excluded from any bonafide
Leadership opportunity and fall short of a well rounded Warrior. It is imperative that
L eaders at every level facilitate rotating our Warriors in-and out of Leadership and Staff
positions. It is extremely important that NCOs take charge of their career and strive for
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excellence in a variety of assignments as they pay attention to published CMF career-
pattern guidance. . .

c. Training and Education. In spite of the high OPTEMPO of our Army over the past
nine and a half years, NCOs must continue the quest for higher military and civilian
education. NCOs that exceeded course standards by obtaining Distinguished Honor
Graduates, Honor Graduates, Commandants List, and Leadership Awards during an
NCOES, stood out among their peers as driven toward excellence and were very
competitive. NCOs who completed two or more years of college also reflected
favorably during the selection process. On the other hand, by graduating a NCOES
with a marginal rating or failing an ASI/SQI or career enhancing course made the NCO
less competitive. ’

d. Physical Fitness. It is important to rate “Excellence” for scores that clearly earned
the NCO the APFT Badge. Making progress in the AWCP does not qualify or quantify
an Excellence rating. Again, this portion of the NCOER is totally in the rated NCO
control; hold them to the standard. - : o

e. Overall Career Management. The NCO’s that sought tough assignments stood
out among their peers. Experience in the training, leading, and deployments mattered.
The NCOs that have been the consummate operational leader (Squad Leader/Team
Leader/Team Sergeant; Platoon Sergeant; Detachment Sergeant) and contributed to
ihe Institutional/IET (Small Group Leader, Senior Drill Sergeant, Drill Sergeant, AlT
Platoon Sergeant) environment stood out. Other special assignments including O/C and
Recruiter coupled with the aforementioned were looked at favorably.

4. Our Profession of Arms requires the very best o rise to the top during this critical
time period of persistent conflict. As Professional NCOs, it is paramount that we are
physically, mentally, emotionally, and spiritually fit in order to remain ready and
adaptive. Professional NCOs must challenge themselves and their Soldiers personally
and professionally.

2. MOS compatibility within CME. Generally, the criteria outlined in the Proponent's
Promotion Board Packet and DA Secretariat guidance are hardened foundations and
should be maintained for future boards.

b. Suitability of standards of grade and structure. Career enhancing assignments
within the career field exists. It is incumbent on NCOs to aggressively seek those
opportunities for future advancements. There are enough opportunities at the current
grade and one grade up in Leadership and Staff positions to suffice both the Chemical
Corps and Army’s mission. ' ’ .

. Overall health of CMF is extremely strong. Given the current OPTEMPO, NCOs -
have demonstrated the strength required to lead and the professionalism to sustain for
future operations.
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"5. Recommendations. (Proposals keyed to subparagraphs above).

a. Competence. Knowledge, Experience, and Balance are key elements fora
competent NCO. Continue to progress in NCOES, operational participation and civilian
education. An educated NCO is a Professional Warrior; adding professional readings to
* their learning experience will help them put things into perspective and add value to
their skill sets. It will further assist them in balancing the demands of home and work;
they are equal. . - '

- b. CMF structure and career‘progression. Again, NCOs should continue to challenge
themselves with tough assignments. Don'’t be afraid to work outside of your comfort
zone. A true Leader is diverse, adaptive and demanding.

c. NCOs in Key Leadership assignments need to remain in position for at least 18-24
" months. It is important to leave NCOs in position for longer duration when possible, as it
assists in growth and highlights outstanding performance.

d. NCOs must update their records and DA photo. Too many records and photos
were out dated, thus sending a negative message to the board panel. NCOs must take
pride in themselves, their Soldiers and the mission.

6. CMF Proponent Packets.

‘a. Overall quality. The overall CMF 74 Proponent packet cleaﬂy outlined the CMF
and assisted board members in gaining a clear understanding of the career field and
accurately painted the picture for the best qualified Noncommissioned Officer. '

9 S
JOHN D. DROLET
Colonel, EN

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

1049
FOR Commander, US Army Adjutant General's School, Fort Jackson, SC 29207-7045

SUBJECT: Career Management Field (CMF) 79R 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 79R 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 reflected many quality Soldiers competing for promotion to MSG.
Those Soldiers most competitive for promotion performed well in our most demanding
158G positions, Station Commander Positions, as well as additional proponent
demanding assignments. Performance, leadership and potential were best recognized
by viewing NCOERs.

b. Utilization and assignments. The 79R SFC has the opportunity to serve in many
proponent-demanding, career-enhancing, and non-traditional assignments; all viewed
as highly favorable. Many 79R SFC have not led a Station supervising 5 or more.
Once a SFC is successful as a Station Commander supervising 5 or more that Soldier
should follow the 79R career progression model which includes multiple proponent-
demanding or career-enhancing positions.

c. Training and education. In addition to NCOES, functional courses and MOS
enhancing courses broaden the 79R’s development. Station Commander Course is
critical for those assuming the Station Commander position; timely participation and
attendance prior to assuming a station is more beneficial. The restructuring of the 79R
conversion process should alleviate this situation. Soldiers must ensure the Station
Commander course is reflected on their ERB.
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(1) Successful completion of DA/JUSAREC 1SG Course was favorably regarded by
the board. Those 79Rs with advanced degrees were considered favorably and stood
out among their peers.- Civilian education was a favorable indicator toward a 79R’s
overall assessment.

d. Physical Fitness. Consistently maintained physical fithess excellence and
consistent compliance with height/weight standards sends an important message to the
Board.

e. Overall career management. CMF 79R has been effectively managed providing
continued education to the 79Rs as well as providing numerous opportunities to serve in
a variety of assignments. Emphasis has been placed on ensuring our 79Rs SFC is
competitive by USAREC G1 and USAREC Leaders.

4. CMF structure and career progression assessment.

a. MOS compatibility within CMF. CMF 79R do not compete with other MOSs
outside the 79R series for promotion to MSG. All 79Rs compete with each other for
duty positions and assignments based on their competence and experience level.

b. Suitability of standards of grade and structure. CMF 79R Soldiers have many
opportunities for promotion through the enlisted grades. Those Soldiers seeking
promotion through the senior ranks need to focus on strong performance within a
variety of career broadening and challenging assignments that demonstrate a history of
proven performance.

c. Overall health of CMF. There appears to be rnany NCOs that have not followed
the career progression model and have remained in assignments that are not conducive
to career progression. There appears to be many SFC who have not led a Station
(supervising 5 or more) and other Soldiers who have stayed in one position for an
extended period of time. Identification of these Soldiers is critical for their career
development and progression.

5. Recommendations.

a. Competence. Guidance from the proponent was clear; Station Commander
minimum requirement of supervising 5 or more (24 months or more) was a requirement.
It was difficult to determine the required station commander time given poor duty
descriptions and outdated Enlisted Records Brief (ERB). The panel spent an inordinate
amount of time locating qualifying Station Commander time, thus taking some focus
away from the true leadership and technical competence of the NCOs up for promotion.
| eaders at all levels need to ensure the NCOER duty description is IAW USAREC PAM
623-2, Para 2-4, table 2-3. Soldiers are responsible for validating their board file.
Those Soldiers that took the time to ensure all data (including photo) was up to date
sent a positive message to the Board.
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b. NCOs should have updated photographs displaying current rank, awards and
decorations.

6. CMF Proponent Packets.

a. Overall quality. CMF 79R proponent packet was excellent. The packet contained
the most relevant information necessary to educate panel members on the CMF. This
packet served as a foundation for establishing panel standards. Areas which were of
great help to the board members were 79R demanding assignments, 79R special
considerations and potential promotion indicators.

b. Recommended improvements. Education Slide — provide current statistical data
on civilian education level of 79Rs. This will increase awareness of Soldiers’
educational development as well as provide a reference in developing Panel Standards.

RICHARD J. NIEBERDING JR.
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 Adjutant General’s School, 10000 Hampton Parkway,
. Fort Jackson, SC 29207-7045

SUBJECT: Career Management Field (CMF) 79R Review and Analysis

1. Reference memorandum, HQDA, DAPE-MPE-PD, 7 January 2011, subject:

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

2. In accordance with the referenced memorandum, the selection board panel
reviewing records for CMF 79R submits this Review and Analysis to assist you in’
executing your duties as proponent for TQR within this CMF.

- 3. Competence assessment of Promotion

a. Performance and potential. Noncommissioned Officer records reviewed by this
year's board panel members adhered strictly to the requirements outlined in the 79R
-proponent information packet. Successful rated time in Station Commander, Center
Commander, Medical Recruiting Station Commander, Special Operations Recruiting
Station Commander, Assistant Center Commander and Team Leader supervising 5 or -
more Soldiers were considered best qualified. Additionally, Staff Sergeants that held

aforementioned duty positions supervising two or more Soldiers were considered
favorably. ' :

b. Utilization and assignments. Approximately twenty percent of Staff Sergeants
competing for promotion were rated as Station Commanders, Center Commanders,
Medical Recruiting Station Commander or Team Leaders. Over forty percent were
, ’ credited on their ERB as serving in a proponent demanding duty as recent as one
month prior to the board however had not received an evaluation. Staff Sergeants
currently serving in the aforementioned duties were viewed positively. The largest
population of available Staff Sergeants ERBs and evaluations indicated duty as a Field
Recruiter. Staff Sergeants records appearing before the board receiving a complete the
record evaluation illustrating successful Commander time provided clarity for board
members allowing members to determine the most qualified for selection.
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Staff Sergeants that did not have the opportunity to serve in proponent demanding

- duties remained competitive based on strong performance and potential evaluated on -

NCOER's.

¢. Training and education. Minimum requirement for available population of Staff
Sergeants was (completion of ALC phase |l and Station Commanders Course). Staff
Sergeants that did not complete ALC records were not available for selection. Staff
Sergeants that did not complete the Station Commanders Course were viewed.
unfavorably. There were cases in which Staff Sergeants had a strong records served in
proponent demanding positions and were not considered competitive without

. completion of Station Commanders Course. Staff Sergeants who completed over sixty

semester hours were viewed favorably. Less than twenty percent of 79R Staff
Sergeants had completed more than 80 semester hours of college. Staff Sergeants that
exceeded standards on their 1059 made a favorable impression on the board however,
marginal 1059's for APFT and HT/WT failures, were not viewed favorably.

d. Physical Fitness. The majority of the records reviewed appeared to meet Army
HT/WT and physical fitness standards. Board members regarded the individual
accomplishment of the Army physical fitness badge or a combination of high APFT
scores over a five year period positively. The DA Photo is an essential part of a NCOs'
promotion file. Soldiers are not authorized to physically appear before the Centralized
Promotion Board, so the photo is the only opportunity the NCO has to make a *first
impression” with board members. Having a photo allowed the board to determine a
Soldiers professional appearance and military bearing. An NCO that does not make an
effort to submit a DA Photo was viewed as having a lack of professionalism, discipline,
and self-motivation, and their files had a negative impact on the board.

e. Overall career management. In order for USAREC to maintain positive
momentum with regard to career management, Soldiers converted to 78R should be
given opportunities to have rated leadership time. Squad leader or team leader
equivalent time would provide them a distinct advantage.

- 4. CMF structure and career progression assessment.

a. MOS compatibility within CMF. There were compatibility issues regarding Team
Recruiting, Pinnacle Recruiting and Legacy Recruiting. Terms varied such as Station
Commander, Team Leader, Center Commander, Assistant Center Commander, Future
Soldier Leader, Squad Leader, Fire Team Leader, Recruiter —Prospector, Recruiter-

| Processor. Another concern was 79R40 positions that supervised 3 or less Soldiers and

79R30 that supervised 3 or more Soldiers. Board members focused on number of
Soldiers supervised in order to determine most qualified Staff Sergeant. Future Soldier
Leaders were given credit for supervising. Increased emphasis should be piaced on
clarifying duty descriptions. USAREC provides opportunities for Recruiters to have a

2
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variety of assignments based on needs, availability of assignments and Soldiers’
desires. Soldiers should continue to seek out diverse assignments to help round out
their career and distinguish themselves from their peers.

b. Suitability of standards of grade and structure. Station Commander’s positions
were viewed as the most critical position in USAREC. Therefore, standardization of
duty description on all evaluations should clearly describe duties and responsibilities
necessary to develop a Soldier for service at the next higher grade to include number of
Soldiers supervised. Standardization is addressed in the proponent information packet,
however not consistently documented on NCOERs.

c. Assignment and promotion‘ opportunity. Most records reviewed showed that' 79Rs

- gttended Station Commander NCOES. Recommend continued emphasis be placed on

the requirement to complete the Station Commander Course with follow-on to a
proponent demanding position upon graduation. Staff Sergeants that were in
demanding positions were viewed as most qualified. Many assignment and promotion

~ opportunities exist for Staff Sergeants who seek them. Those who have sought diverse

assignments and performed exceptlonally well, were favorably considered.

d. Overall health of CMF. The overall health of CMF 79R is strong. The professxonal

- development model provides a clear outlook for USAREC to develop technically and
- tactically proficient profess:onals that will strengthen the next generat:on of leaders in

CMF 79R.

5. Recommendations.

~ a. Competence. Ensure all Soldiers and their raters understand the standards of
grade and that their duty titles/positions should be IAW DA PAM 611-21. This has a

direct impact on how the board viewed the Soldiers record.

(1) Raters should be educated on the impact of inconsistent messaging. .

Deeming an NCO “Fully Capable” when the bullet comments in the evaluation portray-a

stronger performance and potential, puts the NCO at a distinct disadvantage and leaves
the board members having to speculate. Senior Raters should also understand the
negative impact of marking a “2” or “3” block when accompanied by comments such as
“promote now, immediately, or ahead of peers”. Such inconsistency may not send the
intended message, whether positive or negative.

(2) 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 NCOs ERB, which may cause the achievement to be overlooked
The board panel viewed these distinctions positively.

3
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b. CMF structure and career progression. Overall structure is strong. It is critical
that USAREC leaders continue to scrutinize the conversion process and base
conversions on demonstrated proven critical skills, leadership and core competencies
regardless of Recruiter awards and accomplishments.

- ¢. Other, as appropriate. Soldiers are responsible for their records and expected to |
keep records current and updated. Many Soldiers did not have a current DA photo and
several records were without a photo. Several Soldiers uniforms fit poorly, were in need
of tailoring, and/or lacked proper military appearance. Photos and uniform fit should
continue to be emphasized. On many occasions bullets were recycled to the next rating
period, such as “earned Recruiter Ring or Glen E. Morrell Awar ", Often these
comments were accompanied by a “fully capable” or “successful” rating which sent a
conflicting message to board members. '

6. CMF Proponent Packets.

a. Overall quality. The quality of the proponent information packet was excellent.
The 79R brief to the board members gave clearly defined examples of what the
Recruiting Command viewed as leaders with the greatest potential. The MOS 79R duty
descriptions, demanding positions, professional development model and promotion
potential indicators were particularly helpful. '

b. Recommended improveménts. Standards are in place and working.
Recommend leaders remain vigilant in keeping CMF 79R current with standards
outlined in the proponent information packet.

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, US Army Adjutant General's School, Fort Jackson, SC 29207-7045

SUBJECT: Career Management Field (CMF) 79S 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 79S 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 that
were reviewed for promotion displayed a high level of competency and potential. Many
NCOs in each zone possessed outstanding records with a considerable amount being
in the secondary zone. Most of the NCOs reflected strong leadership traits and a wide
range of diversity of assignments which is key in molding an agile and adaptive leader.
L.eadership opportunities within the 79S career field were evident by the NCOERs
reviewed. Those leaders serving in proponent demanding positions were succeeding or
performing extremely well. Superior performance was best captured by viewing
NCOERs with specific attention on duty assignments/positions/ rater and senior rater
bullet comments and the numerical markings evaluating performance and potential.

b. Utilization and assignments. Most of the Career Counselors appeared to be in
valid positions; however there were many NCOs whose duty positions/titles conflicted
with evaluations and/or Enlisted Records Brief (ERB).

c. Training and education. All CMF 79S records reflected the required MOS
proficiency training; however only a few possessed an Associate’s Degree or higher.

d. Physical Fitness. Career Counselors serve as special staff advisors to the
Commanders and Command Sergeants Major on all matters relating to retention, career
development, separations, and attrition management. A professional, physically fit
appearance is important and reflects highly among CMF 79S. The Career Counselors’
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evaluations reflected that they were in compliance with Army height/weight standards.
Some NCOs exceeded the Army Physical Fitness Standards by earning the Army
Physical Fitness Badge. Additionally, most of the NCOs presented a positive image
and physically fit appearance on their Official DA photographs.

e. Overall career management. HRC provides opportunities for Career Counselors
to have a variety of assignments based on Army needs, availability of assignments and
Soldiers’ desires. It is critical that HRC continues to assign Career Counselors to
diverse assignments within the Institutional and Operational Army. This undoubtedly
will broaden Senior NCO’s experience, enhance their technical skills, and enable them
to operate across full spectrum operations.

4. CMF structure and career progression assessment. The career pattern is well
structured based on the records reviewed; Career Counselors have a strong sense of
understanding what is required to excel in tough jobs under austere conditions.

a. MOS compatibility within CMF. All Army Career Counselors compete with each
other for duty positions and assignments based on their competence level and the
performance evaluation of their tactical and technical proficiency. Each NCO should be
afforded the opportunity for diverse assignments.

b. Recent Critical Task Site Selection Board (CTSSB) refinement was apparent and
beneficial when considering NCOs for promotion.

c. Assignment and promotion opportunity. CMF 79S opportunities clearly exist for
assignment and promotions; however 79S must continue to seek proponent demanding
positions and diversity of assignments in order to make them more competitive.

d. Overall health of CMF. CMF 79S remains healthy with an overwhelming amount
of talented and capable Career Counselors. These sound professionals are
unquestionably needed inside our operational and institutional organizations.

5. Recommendations.

a. Competence. Ensure that all CMF 79S understand the standards of grades and
that their duty titles/positions are IAW DA PAM 611-21. In addition, 79S who are
serving in new duty positions (especially proponent demanding) should request a
‘Complete the Record” NCOER IAW AR 623-3. This sends a strong message to the
Board.

b. CMF structure and career progression. Stress the importance of having updated
ERBs prior to validating their records. It is critical that NCOs’ duty positions on their
ERB mirror what is displayed on the evaluation.

c. NCOs should have updated official photographs displaying current rank, awards
and decorations.
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6. CMF Proponent Packets.

a. Overall quality. CMF 79S proponent packet was clear and highly effective in the
selection process. '

b. Recommended improvements. Within the proponent packet for CMF 798, the
duty position of Rear Detachment Career Counselors should be added along with its
responsibilities placing emphasis on the importance of this key position. The diversity
of assignments should be stressed. Self-development: Civilian education (completion
of an Associates or Bachelors degree) should be encouraged since promotion to MSG
is very competitive and education level could make the difference between two
otherwise equal NCOs.

RICHARID J. NIEBERDNG JR.
Colonel, AG
Panel Chief
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MEMORANDUM THRU Headquarters, United States Army Training and Doctrine
Command, Attention: ATTP-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 Ménagement Field (CMF) 79S Review and Analysis

1. Reference memorandum, HQDA, DAPE-MPE-PD, 7 January, 201 1subject:
Memarandum of Instruction for the FY11 Sergeant First Class Promotion and Selection
Board. :

2. In accordance with the referenced memorandum, the selection board panel
reviewing records for CMF 79S submits this Review and Analysis to assist you in
executing your duties as proponent for MOS within this CMF.

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

a. Performance and potential. The selection board process is a pivotal tooi for
determining the most deserving and best qualified Soldiers for promotion to Sergeant
First Class. There are numerous documents to review in a short period of time, but the
three documents that helped produce the most accurate snapshot were the

" Noncommissioned Officer Report (NCOER), the Enlisted Records Brief (ERB), and the

Department of the Army (DA) Photo. The Soldier, rater, and senior rater all have a role
in ensuring these documents are updated and present an accurate description of the
Noncommissioned Officer (NCO) being considered. "In addition; senior leaders must
present a unified performance and potential assessment. The board is looking for
NCOs that demonstrate the qualities, behaviors, performance and have the potential to
serve in positions of greater responsibility. As such consistency among raters and
senior raters is critical to the selection process. Some of the inconsistencies in this

* CMF are outlined below.

(1) Principle duty titles were not always accurate or consistent with the ERB. -
Numerous duty titles did not exist in accordance with (IAW) applicable CMF manpower
documents and appeared to be created to lend more credibility to the rated NCOs
position, duties, and responsibilities. Such efforts, while descriptive, were confusing
and cast doubt on the accuracy of the evaluation. An example was the use of “Senior”
or “Brigade” Career Counselor, while the rater was also listed as the “Senior” or “BDE”

.. -1600-SPEARHEAD.DIVISION.AVENUE — === S
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Career Counselor. This sent a confusing message to the board and suggested that the
rated NCO is the Battalion Career Counselor rather than the higher level. Duty titles
should be accurate and clearly indicate the level of responsibility.

(2) Raters should be educated on the impact of inconsistent messaging.
Deeming an NCO “Fully Capable” when the bullet comments-in the evaluation poriray a
stronger performance and potential picture puts the NCO at a distinct disadvantage and
leave the board members having to speculate. Senior Raters should also understand
the negative impact of marking a “2” or “3” block when accompanied by comments such
' as “promote now, immediately, or ahead of peers”. Such inconsistency may not send
" the intended message, whether negative or positive.

(3) The DA Photo is an essential part of a NCOs promotion file. Soldiers are not
authorized to physically appear before the Centralized Promotion Board, so the photo is
the only opportunity the NCO has to make a “first impression” with board members. |t
allows the board members to determine a Soldier’s professional appearance and
military bearing. An NCO that does not take the time or make an effort to submit a DA
Photo were viewed as having a lack of professionalism, discipline, and self-motivation,
and had a negative impact on the board. .
: b. Utilization and assignments (particularly in PMOS). NCOs serving in a variety of
- assignments were viewed more favorably by the board. Soldiers successfully serving in
‘various units in the MTOE, TDA, SOC, SMU and joint communities demonstrated -
diversity, potential and ability to serve in higher operating environments.

¢. Training and education. All CMF 798 records indicated that Soldiers had the
required MOS proficiency training; however, there was a significant gap in those close
or pursuing an AA/AAS or higher. This could be due in part to the high amount of
deployment time. Continued emphasis should be placed on continuing their civilian
education. . ‘

d. Physical Fitness. The majority of Career Counselors evaluations were in
compliance with the Army height/weight standards. Additionally, most of the NCOs
presented a positive image and a physically fit appearance on their Official DA .
photographs. ' .

e. Overall career management. Career Counselors appeared to have a variety of
assignments. Continuing to seek out diverse assignments helps round out a Soldiers
career and in most cases was viewed favorably when trying to distinguish NCOs with
the best potential for promotion. ' SRR

4. CMF structure and career progression assessment. The career pattern and structure
" was well documented. Career Counselors are pursuing challenging positions in a

2
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variety of units and organizations and doing what it takes to excel and get promoted.
The sheer number of CMF 798 Soldiers working in high risk jobs, some under austere
conditions or on back to back deployments is a testament to the caliber of Soldiers
selected to serve in the 79S MOS.

a. MOS compatibility within CMF. All Army Career Counselors compete with each
other for duty positions and assignments based on their competence level and the
performance evaluation of their tactical and technical proficiency. Each NCO should be

- afforded the opportunity to serve in diverse assignments.

 b. Suitability of standards of grade and structure. Equal consideration was given to
all Staff Sergeants in the zone for consideration for SFC. Board members reviewed key
documents in their records and made decisions based on leadership potential and

performance in both MTOE and TDA staff positions as outlined in the 79S Proponent
information Packet. , . .

c. Assignment and promotion oppdrtunity._Many assignment and promotion
opportunities exist for those Staff Sergeants who seek them. Those who have sought
diverse assignments and performed exceptionally well were viewed favorably by the
beard.

d. Overall health of CMF. The overall health of CMF 798 is strong. The CMF has a
proportionately large number of technically and tactically sound professionals which. will

~ put them in a position to successfully serve as future leaders in our Army. The vast

majority of Soldiers were extremely competitive for promotion and had stellar

‘evaluations, accomplishments and records of exceptional performance both in and out
of combat. '

5. Recommendations.

a. Competence. Ensure duty titles are accurate IAW DA PAM 611-21. A Soldier
performing successfully in their grade should be reflected. If they are performing a level
above, that should be clearly stated and annotated in the duty description/ MOS.

A solid battalion level duty title, capturing the great achievements during the rating

period stands out against another solid record on a Soldier whose duty title was inflated

whether intentionally or unintentionally.

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

with clear rater and senior rater intent. S :

b. Other. Soldiers should be reminded of the requirement to have an updated DA
Photo in the proper uniform. Although not prevalent in this CMF, it should continue to be
reinforced. A Soldier who is or was deployed normally has ample opportunity to take a
photo between deployments. The board reviewed packets on several Soldiers with over
40 months of deployment time with photos; so those without a photo did little to
enhance their chances. ' :

6. CMF Proponent Packets.

a. Overall quality. CMF 79S proponent packet had all the required information for
board members to make the best possible promotion recommendations.

b. Recommended improvements. None. CMF 79S as a whole is an extremely

. competitive career field. The majority of these Staff Sergeants served in diverse,

challenging, and demanding positions both in and out of combat. The board recognized
the caliber and quality of the NCOs that are selected for and serve as career
Counselors throughout our Army. CMF 79S generally had the highest standards of
uniform appearance, physical fitness, and service in high risk positions.

A .
TRAC . NICHOLSON
COL, &G
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 Transportation Center and School, Fort Lee, VA
23801-2102

SUBJECT: Career Management Field (CMF) 88 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 88 submits this Review and Analysis to assist you in
executing your duties as proponent for MOSs within this CMF.

3. Competence assessment of Promotion Zone.
a. Performance and potential Indicators.

(1) Strengths: NCOs in leadership positions did well during the review and voting
process. Sergeants First Class are seeking the tough jobs such as First / Detachment /
Platoon Sergeant, Truckmaster, Senior / Drill Sergeant, Recruiter, Senior / Instructor,
Military Transition Team, Observer / Controller, White House Transportation Agency,
First Mate, Harbor Master, etc. A good number of NCOs took the time to have a current
photo (reflecting current grade, awards, etc), updated / correct and reviewed Enlisted
Record Briefs (ERB). This was viewed favorably by the Board Members (BM).

(2) Weaknesses.
(a) NCOERs.

(1) Lack of Quality Control was evident throughout CMF 88. Command /
Sergeants Major must review all NCOERs IAW policy. Rated NCOs are an essential
part of the process and must review the report for accuracy, to include administrative
data. As for ratings, many excellence ratings were not justified, and on several
occasions an excellience rating would have been justified, but the rater gave only a
success rating. In several instances, when the Rater and SR sent conflicting
messages, the Reviewer (REV) failed to non-concur and provide enclosures to clarify
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the situation. In cases where the REV non-concurred, it played a significant part in the
BMs ratings. SRs must address performance and potential. In many instances SRs
were not clear as to promotion of ‘now / immediately’; ahead of peers’; ‘with peers’.
Also, SRs sent inconsistent messages by giving a ‘1 / 1’ rating, but giving a bullet of
‘promote with peers’, or vice versa.

(2) Disciplinary, Values and Needs Improvements. For most of the files,
which had disciplinary data (GOMOR / Art 15), it was not reflected in the NCOERs
covering that rating period in which the infraction occurred. Also, many NCOERs would
have a ‘NO’ in values, but no corresponding bullet, or a ‘NO’ in APFT or HT/WT without
‘Needs Improvement’ marked. In addition, in these instances, as well as those reports
which were marked appropriately, the rater would still give a rating of ‘Fully Capable’
and / or the SR would mark the ‘1’, ‘2’, or ‘3’ blocks in performance and potential with
bullets of promote ‘ahead’ or ‘with peers’. NCOs who do not meet the standards, should
be blocked accordingly by the rater and SR.

(8) Missing NCOERS. There were a number of board files missing
NCOERSs, which left BMs guessing at the status of the NCO. Several files had
duplicated NCOERs (same as previous report with only date changes). Many of the
reports also still made reference to service school performance which are covered by
the Academic Evaluation Report (AER). This is in violation of AR 623-3. Also, many
reports stated that they were for a full 12 months of rated time, even though the rated
NCO attended one or more service schools and had several AERs on file during that
same rated period. One file contained an SR Option NCOER, which only covered two
rated months. However, the rater is still required to rate the NCO for at least 90 days.

(b) Current Photos. Many of the files had either no photo or no current photo
(still at former grade, or not representing all authorized awards and decorations 1AW
those on the ERB). This was not viewed favorably by the BMs. Also, NCOs should
have their uniforms looked at / take someone with them when having their photo taken.
(US and Branch Brass was wrong, no DUIs, Drivers / Mechanics / Marksmanship
badges without clasps, badges / awards placed in incorrect order, oak leaf on Good
Conduct Medal instead of knot / s, incorrect number of oak leaves denoting second and
subsequent awards, etc.).

(c) ERB. Although the BMs saw a significant improvement with the quality of
ERBs, continue to emphasize to NCOs that they must update and review. The BMs
observed a number of ERBs that were not updated and found that duty positions did not
match those on the NCOERs.

b. Utilization and assignments in CMF 88: ‘Homesteading’ is not a significant issue.
However, a fair number of NCOs are spending more than 48 months in the same
position. A handful of CMF 88 NCOs spent upward of six-plus years performing White
House duty. NCOs need to understand that this could significantly impact their
relevance and promotion opportunities.
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c. Training and Education. Board files, which reflected continued military and
civilian education, were looked upon favorably by the BMs. NCOs are furthering their
education despite the OPTEMPO. AERs which were marginal for any reason were not
viewed favorably by the BMs.

d. Physical Fitness. Many NCOs are in excellent physical condition, as is
evidenced by the many excellence blocks, attaining scores above 270 / consistently
scoring above 300 / earning and / or maintaining the Physical Fitness Badge.

4. CMF structure and career progression assessment.

a. BMs invested a significant amount of time and effort in reviewing types of
positions held at the Sergeant First Class level. The BMs favorably viewed NCOs who
served / are serving in CMF 88 positions mentioned in par 3.a.(1) in Division / Brigade
Combat Teams / Battalion Headquarters. Continue to encourage Staff Sergeants and
Sergeants First Class to seek the tough traditional and non-traditional CMF 88
positions.

b. Quality of NCOERs continues to improve. However, the Chain of Command must
review NCOERSs for correctness, timeliness and accuracy. Rater and SR need to
ensure that ratings are justified and consistent. Remember, the NCOER remains the
most important vehicle for the rater and SR to communicate to the BMs performance at
the current, and potential for increased responsibility at higher grades.

d. Overall health of CMF 88 remains strong and viable. NCOs in the field have
accumulated a wealth of knowledge and experiences in varying positions / levels / types
of organizations which will be of benefit as our Army continues to transform and adapt
for the future.

5. CMF 88 Proponent Packets.

a. The quality of the packets was good and served as a good tool for the BMs. The
career maps were very specific as to positions, key and important assignments.

b. Improvement: The Proponent recommended that NCOs in MOS 88K and 88L
should not be favorably considered if they did not have two 1059s for ANCOC (Water
Craft Operator / Engineer and the Theater Deployment Distribution courses). However,
until CMF 88 comes up with a suitable way to communicate this to HRC, these NCOs
are eligible to compete along with their peers, if their file is a part of the board files.
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6. Conclusion. There were many highly qualified Sergeants First Class considered.
The field was very competitive; those selected were the best qualified.

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 Commander, United States Army Transportation Center and School, Fort Lee, VA
23801-2102 '

SUBJECT: Career Management Field (CMF) 88 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 referencéd memorandum, the selection board panel
reviewing records for CMF 88 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 (partié‘ﬂlarly leadership opportunities).

(1) Strengths: Most NCOs with multiple and demandin.g leadership positions-did

well during the review and voting process. Staff Sergeants who are seeking the tough

and diverse jobs, where considered favorably by Board Members. (BM), such as Platoon .
Sergeants, Squad Leader, Section Sergeant, Recruiter, Drill Sergeant, Instructor,

. Military Transition Team, Observer Controlter, Cargo Operations NCO, Marine

Operations NCO, Marine Maintenance Supervisor, Truck Master, Chief Movement

~* Supervisor, Senior Movement NCO, Trans Logistics NCO, Patch Foreman, Marine

Maintenance Sergeant, and First Mate. The new ASU uniform although not mandatory
demonstrated an investment on individuals own career, and was looked upon favorably.
Inductions into Audie Murphy, and competition into NCO boards, such as NCO of the
Year, Instructor of the Year, and Drill Sergeant of the Year, demonstrated the NCOs
desire 1o excel. As for ratings, many excellence ratings would have been justified, but
the rater gave only a success rating. - The clear cut justifiable/quantifiable excellence
bullets were most effective in communicating to the BM the performance level of the
NCO. ' '
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(2) Weakness:
(@) NCOERs.

(1). Lack of Quality Control was evident throughout CMF 88 however, this
was especially prevalent in the 88N MOS in which Rater/Senior Rater (SR) provided an
incoherent message as far as clarity, and there was no clear determination of
performance trends. CMF 88 misconduct was often not captured in the NCOER,
leadership failed to document the ratings that follow administrative and disciplinary
actions i.e., weight control, and UCMJ. SRs must address performance and potential.
In many instances SRs were not clear on stating whether the SM was to be promoted

““nowfimmediately”; “ahead of peers”; “with peers”. Also, SRs sent inconsistent

messages by giving “1 / 1” ratings, but giving a bullet of “promote with peers”, or vice
versa. :

(2). Missing NCOERs. The board took a neutral stance on missing NCOERs -
and other key documentation from the Soldiers file. ' '

(3). Current Photos. There should be leadership involvement during the DA
photo appointment. NCOs should have their uniforms looked at; take someone with
them when having their photo taken. Board Members noticed blatant muitiple uniform
violations, i.e. combat badge, drill sergeant, and recruiter badge.

{4). ERB. The Board Members observed numerous ERB’s that were not

updated and found that duty positions did not match those on the NCOERs or, were not
entered at ALL. - ' , _

b. Utilization and assignments in CMF 88: A fair number of NCOs are spending
more than 36 months in non-demanding positions, i.e. chauffeur, training NCO, human
resource NCO, and PAC clerk. This was viewed as non-favorably by the Board
Members. NCOs need to understand that in today’s high OPTEMPO, and ever
changing environment this could significantly impact their relevance and promotion

opportunities.

_¢. Training and education. Board files, which reflected continued military and civilian
education, were looked upon favorably the Board Members. NCOs are furthering their
education despite the OPTEMPO. There was a disappointing lack of effort to attain
civilian education by 88L, 88K, and 88N. :

“d. Physical Fitness. Board Members observed a sharp downward trend in the
pursuit of physical fitness excellence as demonstrated by the small number of NCOs
obtaining and maintaining the APFT badge.

e. Overall career management.
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(1). Working outside the core competency of the MOS for extended periods,
was looked upon unfavorably by the Board.

(2). Quality of NCOERs. The Chain of Command must review the NCOERs for
correctness, timeliness, and accuracy. The quality of the NCOER was lacking. It is the
most important vehicle for the rater and SR to communicate to the BMs performance at
the current, and potential for increased responsibility at higher grades. Reviewer needs
to ensure rater/SR ratings are justified/quantified and consistent.

4. CMF structure and career progression assessment. Many of the NCO in the zone of

consideration displayed a general apathy towards the maintenance of their own records,
* and board files.

a. MOS compatibility within CMF. Soldiers within their MOS were competitive.
However, the disparity between the quality of records within 88 CMF will likely place
" them at a disadvantage for future 88Z boards. Quality of the record; i:e. civilian
education, military education, and general strength of the NCOER rating, proved to be
the most important criteria for the BMs. :

b. Other, as appropriate. There were an excessive number of files without photos;
the Chain of Command needs to be involved with Soldiers board records preparation.
Records were looked unfavorably by BMs if individuals did not have viable reason for an
absent photo. Secondly, letters to the board were welcomed when they clearly and
concisely addressed deficiencies on their record.

5. CMF Proponent Packets. Up front guidance tailored to the SFC and future boards
needs to be given by component elements and level of quality for each MOS. The
proponency needs to highlight characteristic special skills, attributes and mandatory
requirements, in each individual MOS.

S oeeid

MARTIN B. PITTS
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, U.S. Army CBRN School, 401 Manscen Loop, Fort Leonardwood,
MO 65473

SUBJECT: Career Management Field (CMF) 74 Review and Analysis

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

2. In accordance with the referenced memorandum, the selection board panel
reviewing records for CMF 74 submits this Review and Analysis to assist you in
executing your duties as proponent for MOS 74D.

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

a. Favorable attention was given to those positions that are common at the Master
Sergeant level or higher, which required the Senior Noncommissioned Officer to
perform in a manner that would warrant recognition, not only to the overall level of
responsibility, but included the number of Soldiers supervised, as well as the overall
performance within that position. These positions included First Sergeant, Sergeant
Major, Rear Detachment Sergeant Major, Command Sergeant Major, Battalion and
higher level Staff Positions.

b. Special attention was given to Noncommissioned Officers who opted to serve in
positions that required leadership and or limited guidance, such as, Special Mission
Units, Military Transition Team (MiTT), Detachment Sergeant, Team Sergeant, Small
Group Leader, Equal Opportunity Advisor, and Senior Career Advisor.

c. Attention was given to those positions that Master Sergeants held that are
normally within their current rank that allowed them to grow and mature in their careers
for potential advancement. Panel members paid particular attention to the overall level
of responsibility, number of Soldiers supervised, and the overall performance and
potential within their particular career field.
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d. Consideration was given to those Master Sergeants who held non-standard
positions and Warriors in Transition. Non-standard positions are not supported by
Modified Table of Organization and Equipment (MTOE) or Table of Distribution and
Allowances (TDA), but are necessary in the professional development of
Noncommissioned Officers, as well as essential to the unit’s success. Warriors in
Transition may have many months of nonrated time resulting from extended recovery
periods. During recovery periods, wounded warriors may not have a current DA photo
on file due to injuries that prevent wearing the Army Service Uniform or the Class A
Uniform. They may be unable to pursue their career paths as set forth by proponent
guidance.

e. Panel members used the guidance outlined within the Department of the Army G1
Memorandum of Instruction for the FY11 United States Army Sergeant Major Academy
Training and Selection Board, as well as the recommended guidance contained in the
CMF 74 Proponent Packet, in deciding which standards would be appropriate for CMF
74.

f. Utilization and Assignments. Noncommissioned Officers demonstrated
exceptional proficiency and potential in their core competency as well as non-standard
positions. They also displayed agile and adaptive leadership in full spectrum operations
across a wide variety of demanding assignments. Solid performance in key leadership
positions is essential. Noncommissioned Officers that served in a variety of challenging,
demanding, or high risk positions were considered more favorably than those that
stayed in, or were assigned to, less demanding or less critical duties.

g. Performance and potential. Senior Raters must be consistent in matching
comments with the blocks checked. Senior Raters must provide quantifiable bullet
comments that support the rating provided. There were too many cases of both positive
comments with low ratings blocks as well negative comments with high ratings blocks.
Actions that led to disciplinary actions should be reflected on the NCOER. Senior Raters
must address promotion potential, schooling, and overall performance in the bullet
comments. There were many deviations between Rater and Senior Rater, for example,
the Rater rated the Noncommissioned Officer as “Among the Best” but the Senior Rater
says, “Promote with Peers.” Reviewers should address these differences. Panel
members observed unjustified excellent ratings as well as too many “cut and paste” and
recycled bullets in succeeding NCOERSs. Little effort was placed in articulating and
describing the Noncommissioned Officers’ accomplishments and potential in the Senior
Rater bullets. Senior Rater bullets must be quantifiable and direct to the point. Senior
Raters must stratify within their bullet comments, for example, (Top 2 of 6, | Senior
Rate) to clearly identify to the panel members, as well as the rated Noncommissioned
Officer, who the best performers with the greatest potential are.

h. Military and Civilian Education. Panel members looked for a demonstrated level
of devotion to their profession through measurable and continuous self-development.
Noncommissioned Officers that exceeded course standards during NCOES stood out
among their peers, as well as those who completed two or more years of college toward

2
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pursuing a college degree or obtained a college degree reflected favorably.
Noncommissioned Officers who obtained a marginal rating during NCOES or had less
than two years of college or no college were less competitive.

i. Physical Fitness. Army policy requires every Soldier be physically fit regardless of
age or duty assignment. Weight control and physical appearance are important
indicators of a Noncommissioned Officers physical fitness. Noncommissioned Officers
who failed to meet height and weight standards or failed to pass their record APFT were
not viewed favorable for consideration. Noncommissioned Officers who consistently
strived for excellence on the APFT and met height and weight standards were viewed
favorable for consideration. The Physical Fitness and Bearing block on the NCOER
should clearly state the reason for an “Excellence” block, for example, “earned the
physical fitness badge,” when addressing physical fithess. Consideration was given to
those Noncommissioned Officers with certain medical profiles who have been found fit
to remain on active duty by a Medical Retention Board that had partial disabilities that
were the result of disease, wounds, or injury that did not interfere with the individual’s
performance of duty.

j- Derogatory information. It appeared that in some cases that certain derogatory
information was intentionally left off the NCOER that was later discovered in the
Noncommissioned Officers’ performance file. In many cases there was derogatory data
in the Noncommissioned Officers file but was not mentioned on the NCOER. Actions
that led to disciplinary actions should be reflected on the NCOER

k. Board Preparation. Enlisted Record Briefs (ERBs) were not updated.
Noncommissioned Officers must update their board records. A significant number of
ERBs had missing data or “incoming personnel,” “surplus Soldier,” and “known loss”
instead of actual duty position. ERBs must match the NCOER in terms of duty
description and time in position. Rated Noncommissioned Officers must verify their
Board Files. The rated Noncommissioned Officer is responsible for correcting all
administrative data. Noncommissioned Officers who took time to update their records
set a positive tone, for example, current DA photo on file, ERB updated, Letters to
President, etc. While on the other hand, missing or old information, such as, missing DA
Form 1059s, old DA photo or no DA photo, and incorrect ERB entries, set a negative
tone to panel members. It is the Noncommissioned Officers responsibility to ensure they
have an updated photo in their board file. Understanding that the OPTEMPO is high,
many Noncommissioned Officers were back for 12 months or more and should have
had the time to provide an updated photo.

3. Recommendations.

a. Solid performance in key leadership positions is essential. Noncommissioned
Officers should continue to serve in a variety of challenging, demanding, or high risk
positions. They should have diverse expertise in the operating force, generating force,
and other demanding assignments.
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b. Leaders must fully document all derogatory information on the NCOER if the
unfavorable event happens during the rating period.

c. Noncommissioned Officers must update their records and DA Photo. Too many
records and photos were outdated, thus sending a negative message to the panel
members.

4. CMF Proponent Packet: The CMF 74 proponent packet clearly outlined the CMF
and assisted panel members in gaining a clear understanding of the career field and
accurately painted the picture for the best qualified Noncommissioned Officer.

PATRICK J. DONAHOE

Colonel, AR
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, USA HQ USAREC, United States Army Recruiting Command, 1307
3" Ave., Fort Knox, Kentucky 40121-2726

SUBJECT: Career Management Field (CMF) 79R 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 pane'l
reviewing records for CMF 79R 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 most competitive Soldiers were those that had
majority of their time spent in proponent demanding positions. Their NCOERS reflected
Among the Best Performance within these demanding positions and consistent strong
rating by both the rater and the senior rater. Moreover, the Soldiers not only had bullets
that reflected strong production, their evaluations and comments reflected strong
leadership by their ability to develop and take care of Soldiers.

b. Utilization and assignments: The file consisted of Soldiers who had a deep
experience as both a First Sergeant and staff jobs at the Brigade and Battalion level.
Those who had minimum time as a 1SG were perceived as checking the block.

c. Training and education: There were a few Soldiers that graduated from
USASMA, but the majority was 1SG course graduates. The board found a substantial
number of marginal and failed ratings while reviewing 1059’s. Education credentials
seem to really be lacking based on the records reviewed for this board; Soldiers had
credit hours and no degree, or no college at all. :





d. Physical Fitness: Soldiers that met height and weight standards and consistently
earned the physical fitness badge were viewed as most competitive by the board.

e. Overall career management: Soldiers have the opportunity to serve in a variety
of assignments and experience the opportunity to deploy in small numbers and fill
positions outside the United States Army Recruiting Command.

4. Utilization and assignments: Packets reviewed revealed that the 79R’s are being
utilized properly and serving in a variety of assignments thoughout the recruiting
command. Those NCO's that had a variety of assignments while spending the majority
- of time in proponent demanding positions were viewed as the most competitive.

a. MOS compatibility within CMF: There did not appear to be any challenges with
MOS compatibility within the CMF 79R.

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. 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.

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.

e. Other, as appropriate: None.
5. Recommendations (Proposals keyed to subparagraphs above):

a. Competence: Recommend the command place more emphasis on continuing
military and civilian education.

b. CMF structure and career progression: Structure is adequate; would emphasis
the need to go to a 1SG position after serving no more than 24 months in a staff
position. Soldiers that were most competitive had a variety of assignments with the
majority of time spent in a 1SG position.





6. CMF Proponent Packets:

a. Overall quality: The proponent packet was very detailed and easy to read.

recommendations to change the proponent packet.

b. Recommended improvements: None.
T

Rl

ROB TC WHALEY K

Colonel, AG
Panel Chief S
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AHRC-PDV-S 20 June 2011

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

1049

FOR Commander, USA HQ USAREC, United States Army Recruiting Command, 1307 -
3" Ave., Fort Knox, Kentucky 40121-2726

SUBJECT: Career Management Field (CMF) 79S 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 79S 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 most competitive Soldiers were those that had
majority of their time spent in proponent demanding positions. Their NCOERS reflected
“Among the Best” Performance within these demanding positions and consistent strong
ratings by both the rater and the senior rater.

b. Utilization and assignments: Packets reviewed revealed that 79S’s are being
utilized properly and serving in a variety of proponent demanding positions. Soldiers
who served in demanding assignments at modular and expeditionary Battalions and
Brigades were seen as having very good leadership experience and experts with
supporting the ARFORGEN process.

c. Training and education: There were a few Soldiers that graduated from
USASMA, but the majority were 1SG and SLC graduates. Education credentials seem
to really be lacking based on the records reviewed for this board, quite a few Soldiers
with either credit hours and no degree, or no college at all.





d. Physical Fitness: Soldiers that met height and Weight standards and consistently
earned the physical fitness badge were viewed as most competitive by the board.

e. Overall career management: Would place more emphasis on getting the 79S
career model out to the field to reinforce what it takes to be competitive during the board
selection process.

4. CMF structure and career progression assessment. CMF 79S Soldiers do not
compete for promotion with Soldiers outside the 79S 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 79S.

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. Assignment and promotion opportunity: Soldiers serving in a SGM position and
serving in a proponent demanding position were viewed as most competitive by the
board.

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.

e. Other, as appropriate: None.
5. Recommendations. (Proposals keyed to subparagraphs above).

a. Competence: Recommend the command place more emphasis on continuing
military and civilian education. '

b. CMF structure and career progression: Structure is adequate: NCO’s need to
stay in positions identified as proponent demanding. Physical fithess and appearance,
civilian education and military education were identified by the board as areas of
improvement for career progression.





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.

ey

ROBE‘RTC WHALEY ‘f
Colonel, AG i

Panel Chief N
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AHRC-PDV-S 17 June 2011

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

FOR Commandant, US Army Transportation Center and School, 2221 Adams Avenue,
Fort Lee, VA 23801-2102

SUBJECT: Career Management Field (CMF) 88 Review and Analysis

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

2. In accordance with the referenced memorandum, the selection panel reviewing
records for CMF 88 submits this Review and Analysis to assist you in executing your
duties as proponent for MOS 88Z within this CMF.

3. Competence assessment of Promotion Zone.

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

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

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

b. Utilization and Assignments.

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

c. Training and Education.

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

d. Physical Fitness.

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

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

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

e. Overall career management.

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

4. CMF structure and career progression assessment.

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

b. Assignment and promotion opportunity.

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

c. Overall health of Force Sustainment .

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

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

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

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

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

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

6. CMF Proponent Packets.
a. Overall quality.

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

b. Recommended improvements.

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

Runfandd O ’Qﬁ
RICHARD B. DIX

Colonel, LG
“Panel Chief





