PCRE- B






 

         23 June 2003 

MEMORANDUM FOR Commander, U.S. Army Military Police School, Fort Leonard Wood, Missouri 65473

SUBJECT:  Career Management Field (CMF) 95 - Review and Analysis

1.  Reference.  HQDA, DAPE-MPE-PD, Memorandum of Instruction (MOI) dated 29 May 2003, Subject: MOI for the CY03 Sergeant First Class Selection Board.

2.  In accordance with the referenced memorandum, the selection board panel reviewing records for CMF 95 submits this Review and Analysis to assist you in executing your duties as proponent for MOS with this CMF.

3.  Competence assessment (strengths and weaknesses).


a.  Primary Zone.



(1) Performance and potential (particularly leadership opportunities).



(a) The files considered for promotion to Sergeant First Class reflect that our NCOs are taking the tough demanding duties and performing well in any assignment. 



(b) The majority of the primary zone had performed in leadership positions (Skill Level 4) and continued to develop themselves personally and professionally.



(c) The records reflecting quantified or measurable performance and potential information were selected for promotion over soldiers with a high number of non-quantified achievements.



(d) The high quality of Staff Sergeants in the MP Corps also means there is little room for serious individual mistakes.  



(e) Adverse action that occurred while the soldier was a NCO was considered by the board and may have impacted the potential for promotion. 



(2) Utilization and Assignments.
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(a) There were few incidents of improper utilization that surfaced during this board.  Performing duties outside the CMF for long periods of time were not considered favorably.  Staying in one type of job for long periods of time also suggested the lack of versatility.   NCOs should pursue a variety of jobs when remaining at one location for an extended period.



(b) NCOs serving in Instructor/SGL positions were critical to the success of the MP Corps mission.  However, it is imperative that an Instructor/SGL have a successful tour and then return to operational duty assignments.



(c) There were occasions where soldiers were rated in skill level 40 positions on several reports, and on later reports were rated as skill level 30 positions without ever changing duty positions.  Examples of these include the following duty positions: Detachment Sergeant, Guard Commander, Kennel Master, Military Police Investigations Supervisor, Physical Security Inspectors, and Rear Battle NCO. 



(d) Many NCOs in the primary zone still do not have DA photographs.

Some of those also had derogatory information in their files (e.g. Ht/wt or APFT failures).     



(e) The NCOERs of soldiers performing recruiting duties often had lower ratings particularly on initial reports.  The panel recommends Recruiting Command give consideration to the “total soldier concept” versus “meeting mission” requirements particularly initial reports.



(f) Adverse actions in the files were not consistently reflected on NCOERs. These soldiers may have received Article 15s or General Officer Memorandum Of Reprimands (GOMORs) during the rating periods.  All violations of the Army Values should be reflected on evaluations. 



(g) Raters and Senior Raters should carefully consider giving Complete the Record (CTR) NCOERs.  Many CTR NCOERS did not enhance the soldiers' abilities to be promoted and could also potentially hurt the soldiers in future boards.



(3) Training and education.



(a) The panel noted the high percentage of NCOs that were pursuing civilian education and other career enhancing educational opportunities such as correspondence courses.  The availability of tuition assistance, on-line and various independent study agencies, make the pursuit of additional education available.  Individuals who did not pursue additional education opportunities were clearly at a disadvantage in the selection process. 
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(b) Soldiers exceeding standards for military schools were given favorable consideration.  The DA Form 1059s for BNCOC often failed to clearly spell out the leadership, Honor Graduate, APFT and Distinguished Honor Graduate Awards.



(4) Physical Fitness.  



(a) APFT scores were a strong element of consideration for this board.  Many NCOs scored 270 or higher on the APFT.  NCOERS need to reflect APFT scores when NCOs are awarded the APFT badge.  This award was viewed favorably.



(b) Profiles did not hinder a soldier’s potential for selection.  Leaders consistently commented on the performance and ability of those profiled soldiers.



(5) Overall career management is effective and reflects in the files. The Corps is extremely well trained.  Despite the high OPTEMPO soldiers continue to excel in all leadership positions.  This was reflected in the form of education and board competition.   Our NCOs are seeking the tough demanding duties and performing well in assignments. 


b.  Secondary Zone.



(1) Performance and potential (particularly leadership opportunities).



(a) The secondary zone files were particularly strong on this board.  Several NCOs have performed in leadership positions (Skill Level 4).  Their NCOERs have truly reflect their overall performance.



(b) Many excellent secondary files were missing photos, or other critical board information that diminished their competitiveness.



(c) The files considered for promotion to Sergeant First Class reflect that our NCOs are taking the tough demanding duties and performing well in any assignment. 



(2) Training and education.  The majority of the secondary zone usually exceeded standards in the formal military education schools and performed in nominative positions.   



(3) Physical Fitness.  Those considered competitive for promotion typically 

excell on their APFT and in competitive sports.



(4) Overall career management is effective and reflects in their files. 

4.  CMF structure and career progression assessment.
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a.  Assignment and promotion opportunity.  Leaders must continue to be proactive in assigning NCOs to leadership positions and balancing their careers.


b.  Other, as appropriate.  Memorandums to the President of the Board were valuable if they contained information not available in the current files.  Recent selection into the Sergeant Morales or Sergeant Audie Murphy Club, or recognition as the Top Cop Award were favorably considered.  


c.  Memorandums were not helpful if the information simply reflected what was contained in the file, and hurt the individual if it drew attention to a particular negative issue or adverse action.  Too many soldiers wanted to tell the board members why they deserved to be promoted…these letters are unnecessary.

5.  Recommendations (proposals keyed to subparagraphs above)


a.  Competence.


b.  CMF structure and career progression.


c.  Other(s) as appropriate.  The records management at EREC is outstanding.  Soldiers need to take advantage of the staff at EREC…very friendly and helpful.  EREC accepts input through fax, postal mail, or electronic mail and were extremely diligent in ensuring the records were updated.  There are no excuses for not reviewing and updating records.

6. CMF Proponent Packets. 


a. The MP Proponent Guidance was beneficial for this panel’s deliberations.


b. Some NCOERs had MOSC 31B instead of 95B.


c. Recommend the Proponency Office reemphasize the importance of the CMF Professional Development Model to MACOMs.  







TIMOTHY D. LIVSEY







Brigadier General, U.S. Army







Board President

