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ABSTRACT

UNITED STATES COAST GUARD: OFFICER CORPS MILITARY PROFESSIONAL
DEVELOPMENT PROGRAM, by LCDR Rosemary P. Firestine, 143 pages

Senior USCG leaders consistently recognize significant gaps in officer performance. As a
result, leader sponsored studies have delved into the root causes of these gaps resulting in
recommendations to resolve the concerns. This paper will define the profession of the
United States Coast Guard (USCG) officer corps and the officer military professional
development programs currently in place in the USCG. Through research and a brief
comparison with the U.S. Army officer professional development and education
programs, this paper will also draw attention to the previously identified gaps in officer
performance. These performance gaps were revealed in internal USCG studies including
the Junior Officer Needs Assessment (JONA), the Mid-Grade Officer Leadership Gap
Analysis (MOLGA), and the Strategic Capabilities Study. These studies provided senior
USCG leaders with viable recommendations to improve officer leader development
through a continuum of education. After defining the profession of the USCG officer,
revealing the observed performance gaps, studying theorist’s methods of developing and
refining a profession, recommendations toward improving the USCG officer corps
professional military education protocols conclude the report. The USCG should
implement a robust officer development program that includes leadership principles and
case studies, USCG history, and core courses studying National Security Policy, National
Defense Strategy, and National Maritime Strategies. An officer professional development
program should augment, not replace, the existing advanced education and military
service school participation
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CHAPTER 1

INTRODUCTION

What makes the Coast Guard unique is that in executing our diverse
missions we harmonize seemingly contradictory mandates. We are charged at
once to be police officers, sailors, warriors, humanitarians, regulators, stewards of
the environment, diplomats, and guardians of the coast. Thus, we are military,
multi-mission, and maritime.

— U.S. Coast Guard, USCG Publication 1

Background
The above statement illustrates that the United States Coast Guard (USCG) is

both a military service and law enforcement agency. This mixture of authorities coupled
with diverse missions, emerging threats, and large magnitude natural disasters are
catalysts when considering the USCG as a profession. The USCG requires an officer
corps well versed and knowledgeable in the organizations broad authorities and
responsibilities. To understand the USCG, this introduction will briefly discuss the
history of the USCG as well as the thesis problem statement, primary and secondary
research questions, scope, limitations, definitions and acronyms.

The USCG has undergone tremendous change since its earliest days as the
Revenue Cutter Service, or the Revenue-Marine. The Revenue Cutter Service was first
established and subsequently transformed as the nation’s priorities changed based on
threats to national security throughout history. The Revenue Cutter Service was

established in 1790 under the purview of the Department of Treasury in order to enforce



tariffs on vessels transporting goods to the colonies.! After the United States territories
grew, maritime transportation shifted from sail to steam bringing new maritime
challenges with it. The USCG was created when the Revenue-Marine and the U.S. Life-
Saving Service joined forces in 1915 in order to respond to the new environment.? The
federal government continued to reshape the USCG’s authorities and responsibilities as
the U.S. Lighthouse Service merged with the USCG in 1939, followed by the Bureau of
Navigation and Bureau of Marine Inspection in 1946.% In 1967, the USCG was
transferred from the Department of Treasury to the Department of Transportation (DOT)
until 1 March 2003, when the USCG transferred to the Department of Homeland Security
(DHS).* Throughout these numerous reorganizations and transformations including
increased responsibilities, the one constant that has remained steadfast is that USCG
members serve to protect the Constitution of the United States of America. Laying the
foundation for the profession of the USCG officer corps, Alexander Hamilton, the first
Secretary of Treasury and considered the father of the USCG, advised that “the officers’
demeanor and behavior be marked with prudence, moderation, and good temper. Upon

these qualities must depend on the success, usefulness and . . . continuance of the

'Robert F. Bennett, The Coast Guardsman’s Manual, 7th ed. (Annapolis, MD:
Naval Institute Press, 1983), 5-6.

2United States Coast Guard, “History,” slide 3, http://www.uscg.mil/
history/regulations/uscghistory.ppt#337 (accessed 28 April 2011).

3Ibid.

*Ibid.



establishment in which they are included . . . that all personnel should take the oath to
support the Constitution of the United States.””

Today, as changes continue to occur organizationally, USCG senior leaders focus
on developing professionals at every level of the organization in order to effectively
adjust to emerging threats and continue to operate at a high operations tempo
(OPTEMPO) with success. However, as the USCG transforms, no formal officer military
professional development program exists in order to efficiently maintain the knowledge,
expertise and skills required to keep pace with the changes. Research will illustrate that
despite the numerous and broad changes within the USCG and how the USCG interacts
among the other DHS agencies and DoD services, the officer military professional
education has remained optional for USCG officers.

When the terror attacks occurred in September 2001, the USCG was an agency
within the Department of Transportation (DOT). While the USCG had tactical law
enforcement teams (Taclets), international port security liaison officers (IPSLO) and Port
Security Units (PSU) around the globe, establishing the DHS and transferring the USCG
to this new agency brought a significant change. It changed the emphasis of the
traditional USCG roles from Search and Rescue (SAR) and Maritime Safety to Maritime
Security and National Defense. USCG mission sets have not changed. The USCG has
always been a multi-mission maritime laws enforcement agency and armed service. The
renewed emphasis, however, began to shift budget priorities, personnel assignments and

resource allocation priorities.

*Donald T. Phillips and James M. Loy, Character in Action: The U.S. Coast
Guard on Leadership (Annapolis, MD: Naval Institute Press, 2003), xi.
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Along with the shifting management priorities, the culture of the USCG changed
as well. A perceived competitive divide developed between those specialty areas that had
traditionally received the bulk of the USCG operational budget, and those communities
that now receive more substantial allocations. For example, in the past, a large amount of
the budget was distributed to cutters and aircraft. However, since 9-11, the small boat
community and its associated law enforcement capacity has grown significantly. Law
enforcement training and equipment for members has become a focal point. Efforts to
ensure that well trained crews operate from capable platforms have resulted in aggressive
crews operating from high speed boats with extremely powerful engines behind them
requiring significant increase in training requirements. In addition to the adjustment in
funding priorities, the shift from Lieutenant Commander led Groups and Marine Safety
Offices to Sectors under the command of a Captain was designed to consolidate the broad
USCG responsibilities into one command in each major port. Further illustrating the
adjustment, Air Stations became responsible for delivery of law enforcement interdiction
teams to vessels from aircraft and training centers such as the Special Missions Training
Center (SMTC) were established to teach these new law enforcement interdiction skills
and methods.

USCG leadership has altered the way business in the service is completed based
on shifting national priorities, fiscal priorities, and capacities requirements. USCG
responsibilities continue to include partnerships with many local, state and federal
agencies, and the DoD services across a wide spectrum of mission. However, the officer
professional military education program has remained hinged to education received at the
commissioning source and optional courses available to those who apply. Through all of

4



the changes associated with reorganization within the USCG and transferring from one
cabinet level department to another, the USCG officer corps has remained vigilant and
dedicated. Reviewing the leadership competencies and studying whether the officers and
their supervisors think they meet the standard is a noble effort. Individual initiative is a
positive attribute but, it alone will not ensure the officer corps is prepared for the future.

The USCG strongly encourages individual initiative towards education and
professional development. Even at the unit level, the USCG leadership requires review of
Individual Development Plans (IDP) by the command cadre for all E-1s to O-4s. This is
an excellent initiative but with little to no organizational follow-up at the O4 level, there
is a limitation on the progress one can make either on his or her own or at the unit level.
At the organizational level, the USCG needs to develop a continuum of education similar
to that of the USA including the Basic Officer Course, the Captain’s Career Course and
the CGSC Intermediate-Level Education that are linked to both assignment and
promotions. Similar to the USA courses, a USCG program needs to be reinforced in the
USCG Officer Evaluations System, the unit leader development programs, promotion
systems, assignment systems and potentially advanced education systems.

The USA is similar to the USCG, in that, each organization is continually
changing and transforming as the national priorities change. Effectively responding to
emerging threats during periods of increasing OPTEMPO, fluctuating budgets and
reductions in forces is challenging. Institutionalized officer professional military
education is critical at all times, and especially, as the landscape continues to change
requiring adaptation to new threats, technological advances and budgetary constraints.
Congruent with the various national and organizational changes, the USCG needs to

5



continually look towards deliberately developing its officers to think, decide, and lead as

the organization changes in order to remain focused on strategic end states.

USCG Education and Training

The USCG defines education as focusing on skills and knowledge that are broad
based and subject matter driven.® Conversely, the USCG defines training as focusing on
skills and knowledge that are job-specific and performance-driven.” Most formal USCG
education and training is focused on technical expertise. On-the-job training (OJT) is
training that is normally conducted at the duty station by unit personnel. OJT provides
unit specific knowledge and skills to improve an individual’s job performance. Even the
most recent officer career guide, while admittedly assignment based, focuses on the
officer’s operational field assignments when considering future assignments.8

Formal service-wide leadership training opportunities reside in a one-week
Leadership and Management School (LAMS) resident training. This one week course is
also available several times a year at various locations across the USCG through “road-
shows.” A “road-show” is essentially the instructors deployed to conduct training
regionally for those units whose OPTEMPO precludes its members from attending the
resident course. LAMS is also part of the accession point curriculum. It is an excellent

introduction to leadership and followership. As officers advance through promotions and

®U.S. Coast Guard, COMDTINST M1500.10C, U.S. Coast Guard Training and
Education Manual (Washington, DC: Government Printing Office, May 2009), 1-1.

"Ibid.

8U.S. Coast Guard, “Developing a career as a Coast Guard Officer,” June 2007,
http://www.uscg.mil/psc/opm/opmdocs/Developing_a Career_as a CG_Officer.pdf
(accessed 28 April 2011).



gain assignment to higher responsibility positions, the LAMS training remains static.
Progression in responsibility warrants training on a commensurate level. Static training
produces static performance. A one week training course does not adequately meet the
needs of the entire organization. Those already selected for cadre positions (Engineer
Petty Officer, Executive Officer, Executive Petty Officer, Officer-in-Charge or
Commanding Officer) have the option of attending a one-week Command Cadre course.
Lieutenant Commanders (O4s) and selected civilian employees may attend the one-week
Senior Leaders Program.

Drawing attention to the fact that these courses are optional is not to say that the
USCG does not value education for its members. The USCG demonstrates a profound
commitment to education and training. This is evidenced in its’ relentless pursuit of
leveraging technology to accomplish Mandated Training (MT), i.e. Substance Abuse
Awareness Training or Civil Rights/Human Relations Awareness Training. Additionally,
the USCG supports more than fifty graduate school programs each year for officers who
apply and are selected. Typically, this competitive process focuses on the officer’s
performance evaluations and college entrance exam scores. The training and education
endeavors are important and cannot be discounted. However, they do not necessarily
expand the military cultural aspect of the USCG profession. A more comprehensive
approach includes augmenting these endeavors with an institutionalized professional
military educational element within the system. This thesis will address the apparent lack
of the USCG officer corps education dedicated to developing officers to be adept in many
areas. Starting with conceiving short and long term organizational strategy, critical
thinking, and understanding the intricacies of how the USCG works within DHS and

7



alongside other federal, state and local government agencies and departments in order to
achieve national strategies.

The importance of ensuring opportunities for self, unit, and organizational leader
growth cannot be understated. One needs to have an understanding of the current USCG
officer systems. This understanding, coupled with a discussion of how other
organizations have responded to organizational professional development concerns, will
provide alternatives to relying on self-initiative and unit level training. Self initiative and
unit level training is inadequately instilling the professional ethic and military culture
within the USCG.

The USCG administers training and education through the USCG Headquarters
Office of Reserve and Leadership (CG-13) which oversees the renowned U.S. Coast
Guard Academy (CGA), the Leadership Development Center (LDC), numerous Training
Centers (TRACENS) and several training teams that underpin unit level training. The
USCG does not have an institutionalized officer professional development program
encompassing officer corps leader development. This study will explore the concept of an
institutionalized program that transcends the various officer specialties and directly
impacts both promotion and assignment opportunities.

While the LDC conducts required entry level leader development training and
entry-level command cadre training, there is no continuum of officer professional
education or training. Not only does the LAMS training not include a progression through
advanced training, but the optional Command Cadre courses are only applicable to those

entering a command cadre position. The Command Cadre course is not required nor



offered for all officers. The TRACEN’s are dedicated to mainly specialized training such
as initial entry level and journeyman equivalent programs.

USCG senior leaders recognize gaps exist in officer professional development.
Demonstrating both concern and desire to close the gap, the USCG has conducted several
internal studies pertaining to whether junior and mid-grade officers are meeting the
standards of their supervisors. Surveys indicate junior and mid-grade officers feel they
are obtaining the requisite knowledge to succeed in the USCG. Clearly, the disparity
between how officers assess their performance compared to how their superiors assess
their performance is concerning. The results of the USCG internal studies will illuminate

the gaps and potential methods to minimize the gaps through structured approaches.

Purpose and Problem Statement

The USCG officer professional military education program needs improvement.
In addition to the performance gaps identified in the internal studies, this paper will
consider the perception of an increase in officer misconduct. Recent experience as a
Commanding Officer (CO) of an operational field unit and the opportunity to attend the
U.S. Army (USA) Command and General Staff College (CGSC) have provided the
insight, education and opportunity needed to pursue research to explore whether a
relationship exists between officer misconduct, as well as job performance, and an
education system built upon self-initiative. The budget constraints, personnel shortfalls
and resource gaps may not directly lead to officer misconduct. However, these factors
likely influence focused efforts to establish a more robust professional military education

program that would explore leadership challenges before they occur.



The perception that the number of officers removed from command positions
across the USCG due to misconduct has increased definitely fosters the need for a critical
evaluation. An evaluation of how to improve officer educational opportunities. A focused
and systematic officer professional military education program is needed. This program
should include assignment and promotion implications would foster an officer corps of
critical thinkers and politically adept leaders. Leaders who understand how the USCG
interfaces with the larger strategic and operational functions of the National security

picture.

U.S. Army Officer Professional Military Education

A review of USA studies conducted will reveal identified gaps in officer
performance and the USA’s actions to close the gaps. For example, the USA recognized
pattern of officers leaving the service after their five year obligation and an increase in
outsourced military positions to contractors. USA leadership decided to take a close look
at developing their most important resource—their people. For officers, one course
established was the USA Command and General Staff College (CGSC). Today the USA
requires every Major (O4) to attend and complete the intermediate level education as a
condition of promotion and assignment. This program educates field-grade officers in
joint (more than one component in DoD), interagency (DoD, DHS, Department of State)
and multinational operations. The USA CGSC education is one of several career
enhancing leader development courses that the USA administers. USA Basic Officer
Leader Course and the Captain’s Career Course precede CGSC. After CGSC completion,
select officers attend the School of Advanced Military Studies (SAMS). These are highly

sought after and rewarding USA programs dedicated to the continuing education of the
10



organizations professional military officer. These are the type of programs the USCG
needs to establish in order to provide a continuum of professional development required

to remain experts in USCG organizational strategic and operational policies.

Research Questions

This thesis focuses on the primary research question: how would the USCG
benefit from an institutionalized officer professional development program? In order to
thoroughly exam and provide evidence to support findings, several secondary research
questions will be pursued. Secondary research questions include: what is the profession
of the USCG Officer? What is the current USCG officer professional military education
regiment? How does the current USCG officer military professional education influence
assignments and promotions? What improvements can be made to the USCG military
professional education program in order to improve USCG officer performance?

Comparatively, how has the USA addressed officer professional military education?

Scope

This paper will only consider the professional military education of the USCG
officer corps. Much is expected of officers of the USCG. The expectations increase as the
OPTEMPO and level of responsibility of the Service increases. Defining the USCG’s
military profession is critical in determining the value of professional military education
and achieving a professional identity. Unofficially defining career progression points as
commissioning, promotion to lieutenant and lieutenant commander, and upon assignment
to a command position based solely on subjective performance evaluations is not

adequate. Instead, official career progression points should be defined by completion of
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tangible and measurable tasks, such as completion of required internal USCG military
professional education courses, and assignment to command cadre and other positions of
increased responsibility in addition to performance evaluations. Professional military
educational opportunities are critical to developing the future officer corps prepared to
lead the organization through inevitable change and complex environments.

To demonstrate existing programs, this study will use examples of the USA’s
progress toward institutionalizing officer professional development. The USA has
conducted several studies including the U.S. Army Staff College Level Training Study
(Final Report) completed by Colonel Huba Was de Czege in June 1983. While Colonel
Was de Czege’s report is somewhat dated and other studies have taken place since his
report was finalized, it gives validity and context to formal military education including
performance gaps that needed to be addressed at the time of the report. The Colonel Was
de Czege report was a precursor to the Goldwater-Nichols Department of Defense
Reorganization Act of 1986 as both the report and Goldwater-Nichols Act are products of
an identified performance gap within both the USA and DoD.°

Not unlike the USA, the USCG as a whole is required to meet multiple and
disparate mandates. The USCG members performing these missions must have unity in
purpose and profession. There must be a sense of Coast Guardsman first and specialty
second. The USCG Core Values of Honor, Respect and Devotion to Duty must be the
foundation of all mission sets for all members: military, civilian, and auxiliary. When

considering the wider overarching profession of the DHS, it is clear that the stakes are

Huba Wass de Czege, “Final Report: Army Staff College Level Training Study”
(Report, U.S. Army War College, Carlisle, PA, 1983).
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higher. The demographics of its members continue to change and disparity in mission-
sets grow even vaster. There must be a connection amongst the agencies within DHS that
helps to define the profession. The agencies must be able to work alongside or together
(augmenting or integrating) to include the DoD. All involved must first understand the
organization internally and externally in order to most effective. The educational system
must be able to define, instill, and promote the USCG’s profession. The USCG is the
only military service within the agency. Logically, the DHS and USCG should consider
the benefits of establishing an officer education system modeled after the USA. This
would include the accession point (Service Academy, Officer Candidate School, other
commissioning source), Basic Officer Leader Course, Captain’s Career Course,
Intermediate Level Education, Advanced Operations Course, War College, and
CAPSTONE courses. These USA programs are all officer specific. This paper will
explore the potential benefits and address identified and anecdotal gaps in the current
USCG systems pertaining only to the USCG officer corps.

Augmenting the USCG service wide core values, guardian ethos, mission sets and
the special trust and confidence of the American public will require the USCG would to
define and maintain the profession. This can be done by establishing a formal,
methodical, institutionalized officer professional education system. The USA has
aggressively pursued identifying, defining and codifying the USAs Professional Military
Ethic. This has been done with the understanding that the profession hinges on a
performing and conducting oneself to a certain standard. Countless articles, books, and
papers have been written. Many conferences and symposiums have been held. All in
order to determine the definition of and codifying the profession in order to bring

13



together and recognize its expertise, guiding principles and esprit de corps of the
profession. The USCG has the opportunity to establish a similar path having already

studied the existing gaps in officer performance.

Limitations

This study will not consider the infrastructure of how to institutionalize a formal
leader program in the USCG. Funding, housing classrooms and barracks, developing
curriculum, timing of training and education, and many other factors will undoubtedly
impact any attempt to formalize a step program to institutionalize leader development. By
drawing comparisons to the USA, this study will methodically validate the benefits of
integrating an officer professional military education program with leader development.
There is not enough time in this accelerated program to conduct in-depth surveys.
Completed surveys and studies already and the organizations interpretations of the results
will be studied to draw upon as evidence of positive impacts.

Although there is an abundance of USA professional information available
through open sources, in comparison, there are a limited number of USCG related books
and articles. Further research using official USCG documentation from assignment
panels, promotion boards, special boards and advanced education panels may lend more
accurate and current facts. Information obtained relating to individuals was gathered
through internet searches of open source documents. Further, somewhat dated USCG
information regarding officer pitfalls and reliefs could be more detailed and accurate
through a Freedom of Information Act request or a USCG sponsored research project

where the information would be made more readily available.
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Information pertaining to USCG officer reliefs and misconduct was obtained
through open source media outlets. Complete details of incidents, investigations and
outcomes are not typically forthcoming through the media. As a result, additional
research using official USCG documents would be required if more detailed information
is desired. This study is not specifically reliant on the details of the incidents so much as
recognizing the potential benefits of identifying with a profession and establishing a
formal officer professional military education program.

Lastly, this study pertains to the USCG officer corps professional military
education programs. Although highly important to the USCG, the enlisted, reserve,
civilian, auxiliary and contract workforces are not discussed. This study briefly discusses
literature pertaining to the DHS department level education merely to recognize the

efforts at the department level to determine skill sets and performance desires.

Summary

The USCG is once again at a crossroads of executing operations on a limited
budget with an increased OPTEMPO, and reduced forces. It is imperative that the
profession be defined and codified in order to ensure the men and women of the USCG
officer corps are prepared to face the challenges of the future.

Chapter 2 will consist of an explanation of sources used to identify patterns or
trends, and the general relevance to this study. This review will include limited number of
books, journals, USCG and USA studies and doctrine, magazines (Proceedings), service
newspapers (Navy Times, Army Times), independent articles, and previous studies
including CGSC thesis and monograms. Chapter 3 will describe the methods used to

connect the literature with the research questions in order to completely understand how
15



each source related to the discussion. Chapter 4 will present, interpret, and analyze
evidence produced through the research methods. The impact of the research will become
evident in this chapter. Finally, chapter 5 will explain the importance of this study as well
as present recommendations regarding implications of a USCG officer military

professional education program.
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CHAPTER 2

LITERATURE REVIEW

For over two centuries the U.S. Coast Guard has safeguarded our Nation’s
maritime interests in the heartland, in the ports, at sea, and around the globe. We
protect the maritime economy and the environment, we defend our maritime
borders and we save those in peril. This history has forged our character and
purpose as America’s Maritime Guardian—Always Ready for all hazards and all
threats.

— U.S. Coast Guard, USCG Publication 1

Purpose
The purpose of this study is to provide evidence that the USCG would benefit

from an institutionalized officer military professional development program. The
literature review is used to divulge the documents, theorists, studies and the findings and
recommendations therein to determine similarities, patterns and trends already published
relating to the same or similar topic. Based on assertions and facts found within these

sources, conclusions will be formed.

Background

The USCG has a history of transformation and change in order to preempt, to
respond to and to overcome emerging threats and exploit advances in technology. While
organizationally the USCG continues to operate at very high standards of expertise and
stewardship, senior leaders need to consider an adjustment to the way in which the USCG
trains and educates its officer corps. This paper will discuss USCG officer performance
shortfalls recently observed both anecdotally and through the evaluation and assessment

of various studies and surveys conducted internally.

17



This literature review will include a limited number of books journals, previously
completed internal service studies and surveys, USCG doctrine and policies, USA
doctrine and policies independent articles, magazines (Proceedings), and service
newspapers (Navy Times).

The primary question, “how would the CG benefit from an institutionalized
professional military education program?”” may appear to have a simplistic answer. This
paper will delve into why the question and its answers are not simplistic. The fact that the
USCG leadership has conducted two studies to determine leadership and professional
development gaps within the officer corps over the past ten years demonstrates senior
leader concern regarding officer corps professional and leader development.

Additionally, the research will answer secondary research questions including:
what is the profession of the USCG Officer? What is the current USCG officer
professional military education regiment? How does the current USCG officer military
professional education influence assignments and promotions? What improvements can
be made to the USCG military professional education program in order to improve
USCG officer performance? Comparatively, how has the USA addressed officer
professional military education?

Identifying and studying the answers to these questions will help to articulate the
current methods of officer professional development within the UCSG, impacts on the
USCG and how other organizations including military and civilian organizations address

leader development.
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What Constitutes a Profession?

In order to provide a fundamental context for the discussion, the first task is to
validate and to define the profession of the USCG officer corps. This study will consider
several theorists who have contemplated and discussed professions and the professional
person. The theories espoused by Dr. Andrew Abbott, Samuel Huntington, and Don
Snider demonstrate how professionals are developed and maintained, and how they come
together to form a profession. The literature pertaining to the military profession is
extensive. These three theorists were chosen to illustrate the concept of a profession, how
the concept applies to the military officer corps, and the determination of whether the
USCG officer corps meets the established criteria found in the literature.

In The Systems of Professions, Dr. Andrew Abbott discusses professions in what
he refers to as jurisdictions. Abbott discusses the concept of jurisdictions in terms of
expertise, education, processes and ethics, and what ties them together.'® He further
explains that within each profession there must be competition within the jurisdiction
both locally and nationally.** General themes of professional development include
systems of instruction and training, examinations and prerequisites, a code of ethics, and
a client—professional relationship.> Much of Abbott’s theory of professions and the
system that ties them together internally and externally centers on medical and legal

professions, however he does discuss the internal competition of the U.S. Army and U.S.

Andrew Abbott, The System of Professions: An Expert on the Division of Expert
Labor (Chicago: Chicago University Press, 1988), 1-2.

Hbid., 2.
21hid., 4-5.
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Navy as their air power capabilities grew. Abbott uses the military example to show the
internal struggles that led to the independence of the U.S. Air Force and the external
expectations of meeting an emerging threat to the national security while maintaining the
character of the profession.*®

Another prolific military studies theorist, Samuel P. Huntington, discussed the
unique civil-military relationship the armed services and their civilian supervisors
embody in his book The Soldier and the State. After providing a brief historical account
of the genesis of a professional officer corps through a detailed discussion of Prussian,
French, British, and German systems and the advent of military institutions, Huntington
delved into the defining point of the military profession. Maintaining that the military
officer’s profession is underpinned by his service to a nation, he further connects loyalty
to a single institution, or nation in this case, that is generally accepted as embodying the
authority of the nation.™

Defining the military profession is critical to understanding the civil-military
relationship between the professional officer corps and the civilian supervisors of that
corps. In order to clearly define the military as a profession, Huntington further identifies
the first professionalization of an officer corps as that of Prussia."® He cites the Prussian
initiative to introduce conscription for its enlisted members, abolish class restrictions to

entry into the officer corps and require a minimum of general education as the earliest

Babbott, 192.

“Samuel P. Huntington, The Soldier and the State (Cambridge MA: The Belknap
Press of Harvard University Press, 1957), 35.

Bibid., 37.
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attempts of professionalization.'® Further development during the 1800s and 1900s
included rank systems, education systems, and methods to obtain a commission through
superior service in the enlisted ranks and entry to military institutions through
competitive examinations.'” Variants of the same systems are used to organize, develop
and maintain today’s U.S. Armed Services, including the USCG.

In the book The Future of the Army Profession, Don Snider draws on some of the
ideas of Huntington’s ideas as he studied the state of the Army profession. Included in
Snider’s study is a great deal of analysis pertaining to the military profession of the early
1990s compared to the present profession. Having completed the first edition during the
late 1990s, in the second edition, Snider discusses the impacts of resource constraints and
declining budgets coupled with the increase in deployments as a catalyst for questioning
what the Army profession is today. Snider draws a clear connection within the Army
Officer Corps as he explains that without the direct connection to service to the nation
and the national populace, the military profession would fail to exist as it does today.®

Additionally, Snider’s comments illustrate a particular relationship between the
officer and the profession that enables the profession to remain intact. His discussion
centers on whether changes in the environment (e.g. political strategies, technological

advances, national will, and societal influences) affect changes within the officer’s corps

¥1bid., 39.
Y\bid., 41-42.

¥Don M. Snider and Lloyd Matthews, eds., The Future of the Army Profession,
2nd ed. (Boston, MA: McGraw Hill Custom Publishing, 2005), 12.
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culture. He concludes that, yes, there is a relationship due to the very definition of the
USA profession’s relationship to serving the American populace.

Interestingly, Snider makes a sharp distinction between the DoD Armed Forces
and what he refers to as an emerging national security profession characterized as “a
nebulous entity” not yet worthy of recognition as a profession in the same sense of the
military profession.'® Snider’s distinction is noteworthy for two reasons. First, the DoD
services seem more likely now than ever before to engage in direct Homeland Security
missions. And, secondly, because the USCG has always been responsible for the security
of the homeland regardless of the DHS establishment in 2003. The nuances of roles,
responsibilities, jurisdiction and authority, however, is precisely why the confusion exists
and gives credence to the establishing an institutionalized USCG officer professional
military education program.

Dr. Abbott, Samuel Huntington, and Don Snider provide a small sampling of
literature dedicated to defining and exploring the military profession and those
professionals within each field. Each author has identified specific factors that
characterize professions. Their commonalities include an education and training system,
rank system, and a client—professional relationship. These factors assist in defining the
USCG officer corps as a professional organization. The next section will specifically
focus on maritime military professional perspectives from the U.S. Navy and USCG.
These leaders provide an internal perspective of the profession and the expectations of

those officers who belong to it.

Ybid., 18.
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U.S. Naval and USCG Leadership Perspectives

Similar to those previously discussed, additional theories and discussions of
leader development are found in Naval Leadership, Voices of Experience, a compilation
of advice, guidance and anecdotal examples illustrating how hundreds of influential US
and foreign Naval officers define good leadership.?’ Throughout the book, Naval officers
across a wide spectrum of specialties provide thoughts on leadership and recount
experiences that either validated or made them question their thoughts of Naval
leadership. Discussions pertaining to leadership philosophies or models directly impact
how we think of the military professional. Leadership underpins all professional
development regardless of specialty, field, branch or service. In other words, the line that
separates leadership and professional development is not clear cut. As a result, this study
will focus on the opinions and theories of prolific military officers who have served with
distinction and are considered great leaders and professional military officers.

Former American Chief of Naval Operations (CNO), Admiral Thomas Hayward
conveyed his thoughts on the naval officer’s profession as one that requires the officer to
be responsible for his behavior, his conduct and his work at all times.?* He listed five
critical elements of the profession as: pride, expertise, loyalty to country, pleasure in
work, and self-improvement.? These traits are further explained as they pertain to how

the officer interacts with his seniors, his peers and his subordinates, his commitment to

2K arel Montor, ed., Naval Leadership, Voiced of Experience (Annapolis, MD:
Naval Institute Press, 1987), xvi-xvii.

l1bid., 32.
221hid., 32-36.
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service to his country and his motivation towards continued education. Directly linking
an officer’s conduct to his profession, and therefore service to the Nation, Admiral de
Cazanove commented on an officer’s moral responsibility, in that, “you cannot live in
two different worlds, but rather must meet the same standards in both your personal and
professional life, for without a high sense of moral responsibility, you will negate
everything you have achieved by your personal example in other areas.”?

Further discussion of the professional service to the nation is garnered from past
and present USCG leaders such as Admiral James Loy. A glimpse of USCG
professionalism is found in Character in Action, written by Admiral Loy, USCG retired,
who served as USCG Commandant from 1998-2002. Admiral Loy clearly articulates his
belief that the USCG is a profession with a cause and that the professionals that make up
the USCG are stewards of the American citizen’s interests. He further exclaims that the

USCG’s honor is to serve humanity itself.**

These comments, while broadly including
service to all civilization, are echoed daily within the USCG. At all-hands training,
commissioning ceremonies, and other traditional military honors and ceremonies, the
culture and sentiment Admiral Loy conveys in his book are lauded as the backbone of the
USCG. When Admiral Loy, his predecessors and his successors discuss and point
directly to the profession of a Coast Guardsman, individuals exposed to the remarks

determine their own perspective of what a USCG officer embodies based on their

previous training, education and experiences.

21bid., 11.

24James M. Loy and Donald T. Phillips, Character in Action: The U.S. Coast
Guard on Leadership (Annapolis, MD: Naval Institute Press, 2003), 11.
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Similarly, when Admiral Robert Papp, Jr, succeeded Admiral Thad Allan as the
24th Commandant of the USCG on 25 May 2010, Admiral Papp made brief remarks as is
customary of the newly appointed Commandant. He spoke of the sacrifices his family
endured over his 35 year career thus far and thanked both his family and the men and
women of the USCG for their sacrifices in order to serve the people of the United States.
With his inspiring words, he admitted that it is challenging to define the profession of
USCG member referred to as “Coastie”;

And ... To my Shipmates . . . Active duty, Civilian, Reserve and Auxiliary (and
the retired versions of all of the foregoing): We are privileged to be members of a
very unique Service that, due to our collection of missions, and legacy agencies,
sometimes defies logic when someone attempts to classify us, or to place a label
on us. As we continue this voyage over the next 4 years, we will be defined by
our missions, people and heritage. We will selflessly serve our country, and
perform our duties in a manner that secures the trust and confidence of mariners
and citizens alike. We will set a course that Steadies the Service, Honors our
Profession, Strengthens our Partnerships, and Respects our Shipmates. So when |
am pressed for an answer by those who try to define, classify, characterize or
label us . . . whenever I’ve been asked to describe what | am, | have always relied
definitively, succinctly, accurately, sincerely and with pride: I . .. am a Coast
Guardsman. . .. We . . . are the men and women of the United States Coast Guard.
So, All ahead standard . . . steady as you go . . . stand a taut watch. Semper
Paratus! Thank you!®

Six months later, the Commandant made his annual remarks to the USCGA Corps of
Cadets on 6 January 2011. In these remarks, Admiral Papp discussed his interpretation of
the Oath of Office, its connection to the Constitution of the United States of America and
a commissioned officer’s relationship to the U.S. Constitution through his Oath of Office.
Further, Admiral Papp impressed upon the future leaders of the USCG that “these

documents [the U.S. Constitution and Oath of Office] constitute the basic and

25 Admiral Robert J. Papp, Jr, “Change of Command Remarks” (USCG Change of
Command Ceremony, Fort Lesley J. McNair, Washington, DC, 25 May 2010).
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fundamental bond which unites not only the Coast Guard Officer Corps, but the entire
Officer Corps of our Armed Forces.”?® To conclude his remarks, Admiral Papp
commented “This is our chosen profession. This is our way. This is what we do. We are
Coast Guardsmen. We are the men and women of the United States Coast Guard. And,
proudly so0.”*" The Commandant stressed the commitment officers must demonstrate in
order to defend the constitution. No doubt, his inspiring words, echoing back to those of
Alexander Hamilton, resonated with the Corps.

Beyond the Naval and USCG senior leadership, some information regarding the
labor of the USCG profession is found in The Coast Guardsman’s Manual. The Coast
Guardsman’s Manual is a tool provided to new members of the USCG including the
officer corps. It provides in-depth information regarding the history, missions,
organization, leadership, discipline and personal standards upheld in the organization.
Chapter 1 begins with history and how the USCG history demonstrates the organizations
desire to fulfill national purposes.?® Further details include how to wear the uniform,
seamanship fundamentals, weapons training, navigation and damage control systems.

Connecting on-duty expectations with the off-duty way of life, Chapter 4 of The
Coast Guardsman’s Manual is dedicated to personal standards. The overarching
message, stated in its introductory paragraph is that the USCG will provide the training

and education necessary to complete assigned military and professional duties. But, it

26 Admiral Robert J Papp, Jr, “Annual Leadership Address to the Coast Guard
Academy Corps of Cadets” (Lecture, Roland Hall Gymnasium, USCG Academy, New
London, CT, 7 January 2011).

"|bid., 7.
28Bennett, The Coast Guardsman Manual, 3.
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goes on to say that an individual’s mental and physical conditions are precursors that
enable effective performance.?’ While neither the military nor a professional ethic is
discussed, Chapter 4 starts to lay a foundation for taking care of oneself and others across
a broad range of characteristics that all Coasties embarking on their career in the
organization must possess or obtain quickly.

The character of a Coastie at all levels of the organization is critical to the success
of the organization as a whole. As the theorists discuss in their ideologies of what defines
a military officer, the concept is clear. The military officer must be an expert in his field
and must be a person with integrity who is capable of making decisions based on logic
and experience. The military officer must study the history of the organization and of past
leaders and heroes in order to build upon lessons learned and continue to develop the
future leaders of the organization.

Theorists and senior military professionals’ remarks pertaining to the military
profession assist in understanding how the profession developed over time and the factors
required to maintain it. The following section will explore anecdotal information and

internal USCG studies in order to determine shortfalls within the profession.

USCG Officer Misconduct

All Service members will openly confirm that being in the Service is a twenty-
four hour a day, seven day a week, three hundred sixty-five day a year commitment.
While many employed members of society are obligated to a forty - sixty hour work

week, shift work, and salary’s dependent on the company profits, military Service

2%Bennett, The Coast Guardsman Manual, 3.
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members have a different connection to their employment. Military members serve to
protect and defend the rights of the Nations citizens. This fact is not specific to
commissioned officers; however, this study will only consider the implications of this
notion as it applies to the officer corps. As conveyed by senior leaders in the previous
section, a very high personal conduct expectation exists for commissioned officers in all
Services. The USCG is no different. Unfortunately, a perceived increase in the number
and egregiousness of recent officer misconduct has manifested in the relief or reprimand
of several senior USCG officers.

A USCG Personnel Command, Officer Assignment road-show presentation in
2005 included slides discussing officer pitfalls and reliefs. Figures 1 through 3 illustrate
an increase in officer pitfall incidents pertaining to both misconduct and professional
competence during the specified time period. While these figures are somewhat outdated,

recent publicized cases of senior officer reliefs indicated further misconduct.

Officer Pitfall Trends
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Figure 1. USCG Officer Pitfalls, FY02-FY05
Source: U.S. Coast Guard, Coast Guard Personnel Command, “Officer Assignment
Roadshow” (Arlington, VA: Government Printing Office, 2005).
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Source: U.S. Coast Guard, Coast Guard Personnel Command, “Officer Assignment
Roadshow” (Arlington, VA: Government Printing Office, 2005).

The increase in pitfalls from 2002 to 2005 depicted in figures 1 through 3
illustrate that more than thirty percent of the incidents were due to misconduct.

Additionally, twenty percent of misconduct related separations during this time period
29



were O4s, O5s, and O6s. When O3 separations due to misconduct are considered in
addition to O4-06 separations, the percentage jumps to fifty percent of all officer
separations due to misconduct.

The raw data behind the numbers projected in figures 1 through 3 is not readily
available through open source documentation. This is particularly important due to the
subjectivity of the categories contained in the illustrations. For example, Figure 1 does
not provide a definition of pitfall. It can be surmised that a pitfall is a misstep either in a
professional competence or misconduct realm. Further, Figure 2’s method of categorizing
the pitfall fails to define each category. It is difficult to know for certain if a failure in
performance was defined as merely not meeting the standard expected of the supervisor
(e.g. not qualifying in a timely manner), or if the performance was a more egregious
performance concern. For these reasons, the information is considered anecdotal.
However, the venue at which this information was divulged gives validity to the
information. The take-away from this presentation is that officer reliefs due to
misconduct increased between 2002 and 2005.

Recent media reports indicate the continued trend of officer misconduct at senior
levels of the organization. Gathering data from newspaper and magazine articles provides
additional anecdotal evidence as the misconduct continues to increase in number and
severity. For example, in May 2009, the O6 Commander of a major USCG Sector was
temporarily relieved of command as reported by The Navy Times.*® The article reported

that the captain was charged with 31 different violations of the Uniform Code of Military

Susan Gvozdas, “CG captain accused of adultery, indecent acts,” 4 November 2009,
http://www.navytimes.com/news/2009/11/coastguard_hamilton_110409w/ (accessed 17
April 2011).
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Justice (UCMJ).** Charges ranged from failure to follow orders, lying to investigators,
attempting to defame other Service members while trying to cover up over 13 years of
inappropriate relationships with officer and enlisted women in his charge.*? The captain
was found in violation of the UCMJ at administrative non-judicial punishment
proceedings in July 2010, and in accordance with the pre-trial agreement, he accepted
retirement at the grade of O3 in lieu of courts-martial.*®

A second example is the relief of a major USCG cutter Commanding Officer
following his arrest in May 2007 charged with simple assault after arguing with a bar
tender during a port call.** The O5 Commanding Officer of the medium endurance cutter
was first temporarily relieved and subsequently retired from active duty as validated in
the USCG Register of Officers.®

The very brief examples provided here are just two of several senior officers who
recently retired from active duty after having engaged in misconduct. Other examples
found in media outlets include myriad offenses by senior officers in command positions,

including O5s and O6s, viewing pornographic material on government computer

1bid.
*21pid

33Ryan Erickson, “Coast Guard’s CAPT Hamilton receives his punishment:
CAPT to LT and more,” 9 April 2010, http://cgblog.org/2010/04/09/coast-guarde-capt-
hamilton-receives-his-punishment-capt-to-lt-and-more (accessed 28 April 2009).

**Ppatricia Kime, “Coastie skipper arrested after Key West bar brawl,” 17 May
2007, http://www.navytimes.com/news/2007/05/coastguard_skipper_reassigned
_070517w/ (accessed 15 April 2011).

%3U.S. Coast Guard, Register of Officer, PSCINST M1427.1B, Register of
Officers (Arlington, VA: CG Personnel Services Command, 2011), 265.
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systems,* wrongful use of cocaine,®” domestic violence,* and inappropriate
relationships.*

The entire story cannot be told through incomplete news articles. Circumstances
and facts surrounding the events and the disposition of charges are not readily apparent in
all cases. Officer misconduct is not the sole factor with potential negative impacts the
status of the profession. A review of internal USCG studies will illuminate the officer
performance trends further and provide attainable recommendations that will be further
reviewed in Chapter 5. The anecdotal information, the internal studies results and the
resulting recommendations will set the conditions and serve as motivation to establish a

continuum of formal officer professional military education.

USCG Internal Studies

The anecdotal information in the previous section focused on recent examples of
officer misconduct. The trend does beg the question of whether increased high risk

operations impact officer’s decisions and the overall workforce climate. However, even

%The News Tribune,“Portland Coast Guard captain relieved of command after
viewing porn on computer,” 10 July 2010, http://www.thenewstribune.com/2010/07/
10/1259108/portland-coast-guard-captain-relieved.html (accessed 15 April 2011).

37Navy Times, “Coast Guard Captain allegedly used cocaine,” 24 August 2008,
http://www.navytimes.com/news/2008/08/coastguard_cocaine_082408w/ (accessed 15
April 2011).

%8Sam Tyson, “USCG commander arrested on domestic violence charges,” 14
July 2010, http://www.live5news.com/story/12805517/uscg-commander-arrested-on-
domestic-violence-charges?redirected=true (accessed 28 April 2011)

Ppatricia Kime, “Dismissal of Haley CO made final,” 19 June 2007,
http://www.navytimes.com/news/2007/06/coastguard_skipper_fired_070619w/ (accessed
15 April 2011).
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before the events of 11 September 2011 and the transfer of the USCG to the newly
established DHS in 2003, USCG senior leaders recognized gaps in officer performance
and competence when compared to expectations, and turned to chartered studies to
validate or refute their concerns, identify the specific performance shortfalls and root
causes, and determine a way forward. As a result of the 1996 Workforce Cultural Audit
(WCA), USCG senior leaders published the USCG’s Leadership Development Program
in a Commandant Instruction (COMDTINST) to address the need for improved leader
skills service wide including active duty, reserve force, auxiliary members and civilian
employees.* In 1996, the Junior Officer Needs Assessment working group was chartered
in order to research and define the baseline of the junior officer’s continuum of
improvement. The Leadership Development Program COMDTINST leading to the JONA
charter identified and explained the USCG’s approach to leadership** specifically, the
doctrine defined the USCG’s Leadership Program Model touting the unique military and
humanitarian character of the USCG requiring integrity and professional competence
across a wide range of specialties and situations.*” As explained in the COMDTINST, the
USCG Leadership Model is based on the organizations vision, its core values and societal
influences. The organizational vision and expectations led to the development of twenty-

eight core competencies which provides a framework for all individuals and units as well

“U.S. Coast Guard, “USCG Junior Officer Needs Assessment (JONA)-Final
Report,” 20 August 1999, http://www.uscg.mil/leadership/na/jona.pdf (assessed 28 April
2011).

*U.S. Coast Guard, Commandant Instruction 5351.1, Coast Guard Leadership
Development Program (Washington, DC: Government Printing Officer, 12 December
1997), 1.
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as the organization to develop and improve. Individuals are expected to seek education
and training. Unit leadership is expected to provide opportunities for improvement

through Individual Development Plans (IDP), formal and informal mentoring, training
and counseling. Organizationally, senior leaders are expected to put systems in place in

order to continually assess and adjust, when needed, the assignments, training, policy and

education systems.*?

The Coast Guard’'s Leadership Development Program
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Figure 4. USCG Leader Development Model
Source: U.S. Coast Guard, Commandant Instruction 5351.1, Coast Guard Leadership

Development Program (Washington, DC: Government Printing Office, 12 December
1997), 3.

As is the case with the nature of doctrine, the COMDTINST outlines and defines

a macro perspective of the USCG Leadership Development Program. It clearly defines

“bid.
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the purpose of the instruction, the substance of the program and expectations of all levels
of Coasties whether active duty, reserve, auxiliary and civilian government employees.
The twenty-one leadership competencies are identified and defined with respect to each
level of the organizations (enlisted, officer, civilian).** The document illustrates the
crosswalk to leadership tools (e.g. Successful Leader Correspondence Course, Leadership
and Management School, Capstone course, Civilian Employee Orientation Program) with
the appropriate grade (e.g. E5-E6, 01-03, 07-010, NF1-NF6).*> While the instructions
lists a total of 147 courses or programs to complete the continuum of development, only
37 were designated as applicable to O1-O10 (active and reserve), of which 24 applied to
junior officers (O1-04). Of the 24 programs listed as appropriate for O1-O4
development, nine were yet to be developed as of the December 1997 promulgation
date.*® The nine programs determined to require development included the following

147

programs depicted in table Research did not produce evidence that these programs

exist today.

“lbid., 1-1 - 1-4.
®|bid., 2-1 - 2-10
“®|bid., 3-11.
*"Ibid., Enclosure 2.
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Table 1.  Undeveloped USCG Officer Leadership Development Tools

Programs Requiring Development Grade Targeted

Standardized Accession Point Leadership Training 01-04
Ethics in the Military Correspondence Course 03-04
First-line Supenisor Correspondence Course (self-study w/case studies) 02-03
Leadership Case Study - Individual Program 01-03
Leadership Reaction Course (resident, hands-on) 01-03
Leadership Seminars 02
Mid-grade Officer Correspondence Course 04
Successful Leadership Correspondence Course 03-04
Unitleadership Program 01-04

Source: Created by author. Compiled from U.S. Coast Guard, Commandant Instruction
5351.1, Coast Guard Leadership Development Program (Washington, DC: Government
Printing Officer, 12 December 1997), enclosure 2.

Having laid the foundation of expectations, competencies, and performance gaps,
the Leadership Development Program Commandant Instruction, a precursor to the Junior
Officer Needs Assessment (JONA) study, is discussed. The JONA work group’s task was
to further the research and identify the standards and expectations the USCG applies to
the development of junior officers. Using the Human Performance Technology
methodology, the group identified the desired organizational outcomes, the actual current
state of the organization, gaps between the two, and root causes of the gaps and, finally,
solutions to close the gaps.*®

The group collected data using surveys targeting the current junior officer’s
population without regard to accession source (USCG Academy, Officer Candidate

School, and Direct Commission Officer Program) or current assignment (operations,

*8U.S. Coast Guard, “USCG Junior Officer Needs Assessment (JONA)-Final
Report,” 20 August 1999, http://www.uscg.mil/leadership/na/jona.pdf (assessed 28 April
2011), 5.
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administrative, afloat, and ashore) and the officers current supervisors.*® After collecting
data from various sources, including statutory requirements, DoD military services,
industry leading civilian companies, official USCG references, interviews with senior
USCG leaders, surveys and interviews with personnel at all levels of the organization, the
working group identified the factors required in order to make their recommendations.*

As a result of their research, the JONA team developed a list of 150 Knowledge,
Skills, Attitudes and Abilities (KSAA’s) they deemed necessary for junior officer success
based on their research.

These KSAA’s were the benchmark the junior officer’s performance would be
measured against as the group began to dissect their data.>* As discussed, the team
needed to define the current state of the KSAA’s in order to compare against the desired
organizational outcomes. To obtain this information, the group, again, used survey’s and
interviews of current first-tour junior officers and their supervisors. The group found a
categorical difference between those junior officers who attended the USCGA compared
to the USCG OCS graduates. As a result, they determined three demographic groups to
categorize their results: CGA 0-12 months, OCS/DCO 0-12 months and all accession

sources 12-14 months.>® The USCG assignment policy, at the time, directed two-year

“lbid., 6.
*pid., 5-7.

*1U.S. Coast Guard, “USCG Junior Officer Needs Assessment (JONA)-Final
Report,” 20 August 1999, http://www.uscg.mil/leadership/na/jona.pdf (assessed 28 April
2011), 6 -7.

*1hid., 7.

31hid., 9.
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assignments for junior officers assigned to afloat units, two-year assignments for staff or
administrative positions and three- or four-year assignments for those assigned to
operations ashore positions. Additionally, the assignment policy was that all USCGA
graduates be assigned to afloat positions. OCS graduates had a choice of afloat or ashore,
however, there were limited OCS assignment opportunities to a shipboard position. DCO
accessions were assigned positions within their specialty field (e.g. lawyers to legal
positions). The various tour lengths influenced the thought process behind the 0-12 and
12-24 month study timeframes indicated in the report.

The JONA workgroup identified seven attitudinal gaps between the 0-12 month
CGA graduates actual performance and the desired outcomes.>* The OCS/DCO 0-12
month group was found to have one knowledge gap and three attitudinal gap while the
12-24 month consolidated all commissioning source group was found to have twenty
seven attitudinal gaps.”® Using a scale of one-to-five with one representing a small gap
and five representing a larger gap, the group illustrated the weight of the gap. Attitudinal
performance is that which implies a choice made to either do or not do a task.
Knowledge is being able to recall the information needed or recalling where the
information needed is located.®’ Figure 5 lists the gap identified by the JONA working

group. The numbers associated with each gap are not relevant to the current study. They

*1bid., 11.
hid.
%1hid., 21.

*bid.
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indicate the degree of gap identified and this study is only concerned with the factors

identified as gaps.

CGA graduates with 0-12 Months at current umnit:
T Attitudinal Gaps were found.

Display Integnty 025 To Be Loval to Command, Unit, and CG 0,37
Be Ethical 0.16 Hold Others and Self Accountable 035
Display a Strong Work Ethic 035 Have a Positive Athinde 0.50
Be a Posttive Role Model (.08

OCSDCO graduates with 0-12 months at current unit:
1 Enowledge and 3 Attitudinal Gaps were found.

Enowledge of COLEEGS 0.03 Dhzplay Integraty 0.14
Be Ethical 0.02 Have a Fosifive Athitude 0.02

All Commissioning sources with12-24 months at current umnit:

27 Attiadinal Gaps were found.

Demonstrate CG Core Values 048 Be Adaptable 0.57
Following CG Bules and Regulations 036 Have Viglance 0.80
WValue Diversity 004 Set Goals 48
Use Cham of Command Appropnately 0.78 Be Self-Dhzciphned 042
Serve the Public 011 Persevers 0.65
Accepting Responsibality 033 Be Cpen Minded 051
Lock Out for the Well Bemg of Others 0.14 Be Humbl= .06
Be Mature 0.05 Be Lovyal to Command, Unmit, CG 0.35
Chooses to Ask Appropniate Questions 0.67 Dizplay a Strong Work Efhuc 0.36
Being Thorough 0.57 Be a Poaitive Role Model 0.73
Being Approachable 0.15 Have a Fosifive Athitnde 067
Accepting Feedback 0.63 Dhsplay Integrity 029
Value Being a member of the CG 043 Bea Ethical 0.33
Demonstrate Imtiatrve 0.52

Figure 5. USCG Junior Officer Attitudinal and Knowledge Gaps Indentified
Source: U.S. Coast Guard, “USCG Junior Officer Needs Assessment (JONA)-Final
Report,” 20 August 1999, http://www.uscg.mil/leadership/na/jona.pdf (assessed 28 April
2011), 11.
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After identifying shortfalls, the group used the gap analysis to identify the root
causes. This analysis revealed nearly twice as many environmental root causes than
attitudinal root causes.”® With knowledge of the root causes based on their research and
analysis, the JONA work group made 38 recommendations designed to close the gap.
Included in the recommended solutions was continued assessment of junior officer
development with yearly JONA study updates, variants of supervisor training, FLAG
officer (O7-010) involvement through guidance and direction, more robust mentoring
programs, elimination of or removal of the first O1 Officer Evaluation from the
member’s official record and other in-house recommendations.

Nearly eight years after completion of the JONA study, in July 2007, the USCG
Office of Leadership and Development (CG-133) requested a leadership gap analysis of
mid-grade (O3-04) officers with the following primary research question of whether the
transition to O4 needs to be facilitated.” The catalyst for the working group originated
in the Commandant’s Leadership Advisory Council (LAC).®° The LAC was presented
with anecdotal situations that brought to question the leadership training, education and
performance of mid-grade officer.®* Although the outcome of the MOLGA study
identified a concern with linking the leadership competencies to specific pay grades, like

the JONA study in 1999. The MOLGA working group determined the foundation of the

%81hid.

*%U.S. Coast Guard, “Mid-Grade Officer Leadership Gap Analysis (MOLGA)
Report,” 27 December 2007, http:www.uscg.mil/leadership/lac/MOLGA.Pdf (accessed
28 March 2011), 1.

%1hbid.

*1bid., 3.
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research would remain vested in the USCG’s 28 leadership competencies as defined in
the USCG Leadership Development Program, promulgated in December 1997.%?

As in the previous studies conducted, the MOLGA working group used a Human
Performance Technology method to determine the organizations desired outcomes, the
actual performance observed as determined through surveys and interviews, a thorough
review of the annual Organizational Assessment Survey (2006 in this case), and the study
of other services and corporations leadership techniques, training and education programs
in order to arrive at recommended solutions to close the gaps identified.

Strategic thinking, political savvy, human resource management and vision
development and implementation were the four most widely viewed shortfalls.®® Seventy-
percent of all respondents indicated they are not proficient in understanding the civilian
personnel system.®* Additionally, the working group identified barriers to leader
development including topics such as keeping abreast of national and international
policies and economic, military and social trends.®® Further significant shortfalls
identified included the proficiency in recognizing the political impact of various courses

of action, assessing staff needs based on organizational goals, and using technology to

*bid., 2.
%bid., 2.
*Ibid., G-1.
®|bid., 13.
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enhance decision making.?® Another area of concern documented in the MOLGA study is
characterized as comprehending the political realities that impact the USCG and DHS.®’

The MOLGA study offered the respondents an opportunity to make
recommendations regarding solutions. Some of the recommendations included providing
officers more officer training similar to what the USA offers in the USA Officer Basic
and Advanced Courses, and a seminar or performance based qualification with learning
objectives focused on understanding big picture political and strategic methodologies.®
Some also recommend O2s-O4s professional development include the bigger picture of
political, fiscal, and regulatory constraints on the USCG as a whole.*®

As the USCG leadership continued to study its internal organization, DHS was
now over two years old. In 2006, Admiral Thad Allen, USCG Commandant, chartered
the USCG and Homeland Security Professional Education and Training (HS-PROFET)
working group in order to assess existing homeland security professional education and
training, to identify shortcomings and opportunities to make better use of existing
programs and to make proposals for both immediate and long term improvements within
the CGs education and training programs.’® This study focuses on the Homeland Security

mission as it pertains to the USCG. As with many USCG programs and studies, this study

%|bid., G-2.
*"Ibid., 13.
%|bid., E1-E3.
“Ibid., E1-E2.

°U.S. Coast Guard, “Report on the Coast Guard and Homeland Security
Professional Education and Training (HS-PROFET)” (Washington, DC: Government
Printing Office, 12 September 2006).
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focuses on technical expertise of one mission (HS) instead of taking a broader view to
include a systemic training and education method for all areas of expertise across all
mission sets.

The HS PROFET working group’s problem statement resulted in the
identification of four elements for the USCG to focus improvements: first, existing
Homeland Security training and professional education programs were not methodical
institutionalized programs; second, officers were uneducated in USCG and DHS
organization and functions; third, poor analytical, planning and organizational skills
pertaining to homeland security; and, fourth, modifications to existing programs should
be broad and include interagency, intra-governmental or joint, private sector and
academic homeland security education.” Having conducted interviews with senior
USCG leaders and researching similar data from other agencies and departments, the
working group determined that the USCG should be the lead agency within DHS to
develop a Homeland Security Professional Development (HS PD) program in order to
further develop a HS career path within the CG and DHS."

The HS PROFET working group’s report also discussed the programs external to
the USCG related to the Homeland Security specialty. The U.S. Naval Postgraduate
School (NPS) was highlighted as having developed the nation’s first Homeland

Security/Homeland Defense (HS/HD) post graduate program.”® This program is funded

"bid.
|bid.
|bid.
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by grants and has been operating since 2006 with most graduates coming from non-Coast
Guard agencies according to the report.”™

Following a discussion of the gaps at each level of the USCG training and
education, officer and enlisted, as it pertains to Homeland Security, the working group
made seven general recommendations and several pay-grade specific recommendations
that would benefit the USCG’s professional development within the Homeland Security
specialty. These recommendations consisted of both short term and long term solutions.
In general terms, the working group recommended a robust system of requirements
including web-based and residence courses, interagency fellows programs and doctrinal
changes requiring certain certifications or qualifications prior to promotion. Of particular
interest is the recommendation to establish a USCG Command and Staff College.” At the
heart of the training, education and doctrinal changes, the working group recommended
several core competencies directly associated with Homeland Security strategic,
operational and tactical functions to include risk assessment, risk mitigation and
consequence management.’®

Further confirmation of concerns with leader development gaps within the USCG
officer corps is evident in the strategic capabilities assessment conducted by Dr. Judith
Youngman, a political science professor at the USCG Academy. Dr. Youngman
completed this study in 2006 regarding the USCG and impacts of change on long term

strategic planning and effectiveness. Comparing the USCG transformations to those of

"1bid.
lbid.
S1bid.
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the US Army and Canadian Forces, the author determined four impediments that hinder
the USCG from achieving optimal strategic capability.”’

The four areas Dr. Youngman discusses as areas to focus on include: leaders
possess competing frameworks for understanding strategic change; stovepipe sub-
cultures within the USCG and associated parochialism; lack of understanding to think
dynamical especially regarding integrated policy, strategies, operational and tactical
planning required within public and military organizations; and, key gaps in officer
development related to systems thinking, operational planning including joint,
interagency and inter-governmental processes and the social-trustee professionalism-
based policy and strategic perspectives and civil-military understanding.”

Dr. Youngman concentrated her studies on the USCG Flag Officer (O7 to O10)
and Senior Executive Staff although she did interview key senior enlisted members such
as the Master Chief Petty Officer of the Coast Guard. Resoundingly, senior leaders
discussed the USCG as a culture that is admittedly more prone to action in the moment
instead of planning for current and future operations with strategic intent. Several short
term recommendations include enhance existing programs such as the Flag Conferences,
and one-week long familiarization for O4s and O5s serving in their first USCG
Headquarters staff assignment.

At the department level, the DHS Professional Core Competencies Study was

chartered. The purpose of the DHS Professional Core competencies Study was to

Judith Youngman, Preparing for Tomorrow’s Missions: An Assessment of
Strategic Capability in the United States Coast Guard (New London, CT: Government
Printing Officer, 2006).
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determine the professional core competencies required by all DHS leaders and
Supervisors.” This research and analysis team consisted of five members of the
Homeland Security Institute research staff. Four of these members have accumulated
more than 127 combined years of service in various capacities within the federal
government and military and all of the team members hold Master’s Degrees in their
specialty area. Central to the theme of this study is determination of core competencies
for those working within the Homeland Security realm in order to codify a common
culture with a shared vision, shared values and traditions.®°

The HSI completed a comprehensive report that clearly announced two significant
limitations to the scope of the research and focus. First, the study did not include junior or
non-supervisory positions or positions that are referred to as non-career Senior Executive
Service (SES) positions.®! Second, this study does not identify gaps between core
competencies and training, education and professional development (TEPD) programs.®
The justification for the limitations involved was directly related to the interpretation of
the charter. Their mission was to identify the core competencies of professionals within
the Department of Homeland Security. Not all employees are finance or intelligence

specialists, therefore, it was determined that the competencies required for finance and

“Homeland Security Institute, “The Department of Homeland Security
Professional Core Competencies White Paper” (Arlington, VA: Homeland Security
Institute, 2007).

®hid., 5.
81hid., 6.
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intelligence, for example, were not broad enough to be specifically oriented to the
profession of homeland security.

The team compartmentalized the organizational core competencies into three
tiers: core competencies that all federal employees must satisfy in accordance with Office
of Personnel Management (OPM) position descriptions, core competencies career
employees must have to satisfy DHS job requirements, and all other HLS competencies
that aren’t tier one or tier two.® In order to define these tiers in-depth, the researchers
used current OPM competency doctrine for SES employees. Tier two competencies were
also found in OPM documents already in place across the federal government. Tier two is
where specific departmental competencies were required. For example, the Department
of Agriculture has a role in protecting our homeland. However, the Department of
Agriculture has different core competencies than the Department of Homeland Security.

Finally, tier three core competencies, the most elusive to define, were
competencies that did not fit into tier one or tier two. Upon review of all DHS related
competencies, “the determination to include or not include a competency was based on
research relevant executive and Department strategic guidance and policy documents that
have a direct impact on the roles and responsibilities of all DHS directorates and
components.”84 Additionally, each core competency identified had to meet a “knowledge,
skill, ability” test. Because the researchers used interviews and surveys to identify the tier

three competencies, much of the data was based on personal experience and current

8bid., 6-7.
#bid., 9.
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knowledge and not on doctrine or policy.® In order to ensure the information was
appropriately categorized and weighted, each was classified into one of five areas:
Official Materials, DHS Organization and Outside Stakeholders, Other Homeland
Security Knowledge Requirements, Homeland Security Methodologies and Leadership
and Management.®®

Based on their research, the HSI team concluded their report with six
recommendations. These recommendations were developed with the thought that all
federal departments and agencies required some homeland security expertise. With that in
mind, the recommendations included: a DHS-wide training, education and professional
development (TEPD) availability database, create objective personnel performance
standards, define a mission and vision for a Homeland Security University, establish
quality homeland security learning partnerships with public and private institutions,
develop and refine DHS orientation and intern programs in order to develop the next
DHS career professionals, and develop a learning and professional development
continuum within DHS.®” Lastly, the team included recommended Tier 1 through Tier 3
core competencies for the HLS professional, which was defined as a career SES

employee of the DHS.

®hid., 10.
®bid., 10-13.
bid., 14-15.
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USCG Strateqic Planning Process

In addition to the internal USCG professional development and leader gap studies,
the USCG also engaged in formal and comprehensive strategic planning exercises and
projects. In1998, the USCG contracted the Futures Strategy Group as consultants for the
first iteration of long term strategic planning named Long View Exercise.® The Futures
Strategy Group developed a series of sixteen scenarios to describe potential future status
of the world. Of the sixteen scenarios, the USCG senior leaders chose five to further
develop. The goal of the exercise was to identify challenges and opportunities as the
world factors changed. While the USCG has a long tradition of being prepared to respond
in the face of all threats and all hazards, the Long View Exercise was the USCG’s
method of anticipating potential future threats through a range of potential world
environments.*

The events of 11 September 2001 validated the USCG’s need to develop long
term strategies designed to respond to emerging threats. As a result, a review of Long
View in 2002, Evergreen 2003 and Evergreen 2007 projects were sanctioned by USCG
senior leaders. Of significant importance is the outcome of the Long View Review
Project in 2002 that clearly questioned why the USCG had not followed through on the
strategies developed in the Long View project. After the Long View review, Evergreen
2003 was sponsored in order to take a second look at the scenarios developed, gain a

better understanding of the world structure in 2003 and look strategically at potential

#.S. Coast Guard, Creating and Sustaining Strategic Intent in the Coast Guard
version 1.0 (Washington, DC: Government Printing Office, May 2005), 3.
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future challenges. By doing so the USCG would be better positioned to respond with
appropriate resources and capabilities. After Evergreen 2003 and the USCG’s transfer to
the DHS, Project Horizon brought fifteen government agencies to the table with hopes of
fostering cooperation amongst the federal agencies.® Finally, Evergreen 2007, aimed at
instilling strategic intent throughout the Service, again revisited the scenario based
strategies.” Since the first scenario based strategic development sessions of Long View
in 1998, over 400 USCG officers, enlisted, civilian, auxiliary and contractors have
participated in the exercises.” The most recent Evergreen Exercise resulted in thirteen
core strategies for consideration by the USCG Senior Leaders.

One of the outcomes of over ten years of scenario-based strategic development is
the deliberate focus on strategic intent within the USCG. Five reinforcing principles were
identified as critical to ensuring a culture of thinking with strategic intent summed up as
the Service knows where it is going as well as where it has been.*® The genesis of
strategic thinking in the USCG may not have completely begun with Long View, but
certainly it is undeniable that the cycle of the Evergreen Projects to include Long View
was a catalyst in a new way of USCG thinking and should be implemented within the

USCG training and professional development framework.

%.S. Coast Guard, Creating and Sustaining Strategic Intent in the U.S. Coast
Guard, version 2.0 (Washington, DC: Government Printing Officer, July 2008), 11.
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The most recent Evergreen Project, the Evergreen Il report, contained several
recommendations pertaining to implementation and embedding strategic intent within the
USCG at all levels of the organization. Among the recommendations, similar to the
previously sited studies, the working group validated the need within the USCG to
develop strategic thinking, leadership among national assets and a culture of jointness.
Differing from the previous studies, the Evergreen Projects did not focus solely on the
mid-grade officer’s development. While the O3s and O4s are a part of the
implementation, the idea with Evergreen recommendations is underpinned by a change in
culture throughout the USCG active duty and reserve officers, enlisted, auxiliary and

civilian to include contract workers.

The USCG and Joint Professional Military Education—An Issue Paper

In November 2009, U.S. Coast Guard Office of Strategic Analysis (CG-0951)
submitted an issue paper entitled, “Joint Professional Military Education (JPME).” This
paper discusses the Goldwater-Nichols Act of 1986 requiring JPME and U.S. Code Title
10-Armed Forces; Subtitle A-General Military Law, Part I. Together, the Goldwater-
Nichols Act and Title 10 require a JPME for officers in the armed forces with “armed
forces” meaning “Army, Navy, Air Force, Marine Corps and Coast Guard.”® Despite this
definition, the author redirects the definition as it pertains to the JPME requirement due
to language in U.S. Code Title 10-Armed Forces; Subtitle A-General Military Law, Part

I1 which discusses the requirements of managing officers specifically trained in joint

%%U.S. Coast Guard, Joint Professional Military Education (JPME) (Washington,
DC: Government Printing Officer, 2009).
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matters.”® The USCG is not included as this article specifically addresses the Secretary of
Defense and Army, Navy, Air Force and Marine Corps officers.® This Issue Paper seems
to be in response to a direction to determine whether USCG officers attending Senior
Service Schools must first complete the Title 10 required JPME, Phase 1. The author
clearly analyzed this issue in-depth and concluded that Title 10 specifically left the
USCG out of the requirement to attend the JPME courses and designate certain officers
with a joint specialty. The USCG leadership then determined that it is not in the USCGs
best interest to require the JPME, Phase I training for those selected to attend Senior
Service School. There are several reasons listed. Among them are the lack of resources to
send numerous officers to the Phase I training (currently the USCG has nine quotas per

year).”’

USCG Officer Education and Training Program

Having discussed the completed studies, applicability of JPME and the strategic
planning projects, this paper continues with a discussion of the current USCG officer
education and training regiment. The USCG Training and Education Program is codified
in the USCG Training and Education Manual, COMDTINST M1500.1C.* Tables 2 and
3 denote the available advanced education courses to mid-grade officers. Table 4 lists

internal professional development opportunities as well but these programs do not

Shid.
%hid.
bid.

%.S. Coast Guard, COMDTINST M1500.10C, U.S. Coast Guard Training and
Education Manual (Washington, DC: Government Printing Office, May 2009).
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necessarily yield a degree upon completion. In addition to the formal advanced education
opportunities, the Training and Education Manual consists mainly of information
pertaining to enlisted specialty schools, internal leadership development opportunities

and the mechanics of oversight of the USCG training and education program.

Table 2. Available USCG Officer Advanced Education Courses

Academy Instructor International Affairs

Acquisition Project Management Law - Juris Doctor

Arenautical Engineering - Svionics Law - Master of Laws
aArenautical Engineering - Industrial admi ristration Marine Engineering

arenautical Enginesering - Structures Maval Enginaering

aviation Safety Management Ocean Engineering

Chemical Enginearing Oceanography

Civil Engineering Operations Research

Civil Engineering/Business Administration [MBA) Organizational Leaders hip
Communications, Computer, and Electrial Enginearing Performance Technology
Envircnmental Health Personnel Administration
Environmental Management Public Administration

Financial Managament Public Administration and Managament
Fire Protection Engineering Public affairs

Haalth Care administration Resarve Program sdministrator
Industrial Hygiena strategic Intelligance

Industrial Managament Systemn Design and Managemant
Information Technology TrRmsportation Maragement

Source: U.S. Coast Guard, COMDTINST M1500.10C, U.S. Coast Guard Training and
Education Manual (Washington, DC: Government Printing Office, May 2009), 10-7
through 10-9.
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Table 3.  Available DoD Intermediate Education, War College and Fellows Programs

.5, Ay Command and General Staff
.5, Marine Corps Command and Staff
.5, Maval War College [Command and Staff)
Senior Service School [S55)
Air War College
anmy War College
Brookings Institute Federal Executive Fellowship
Canter for Strategic Intelligence Research fellewship
Chief of Naval Operations Strategic Studies Group
Harvard Mational Security Fellows
Industrial College of the aArmed Forces
Industrial Collage of the Armed Foroes - Aoquisitions
Joint Military attache Schoo
Marine Corps \War College
MNational Security Agency/Central Security Sarive Director's Fell owship
MNational War College
Rand Military Fellowship
sloan Fallows Progrmam

Source: U.S. Coast Guard, COMDTINST M1500.10C, U.S. Coast Guard Training and
Education Manual (Washington, DC: Government Printing Office, May 2009), 10-17.

Table 4.  Available USCG Officer Professional Development Courses

Grade Eligikle [only officer

grades fisted) Course
03-04 &ILA International Fellow Program
03 [Sel) - 04 D00 Executive Leadership Development Program
03-04 Executive Leadership Program
04-05 Executive Potential Program
0304 Foreign Service Insitute
02-04 Collaberative Leadership Seminar
04-06 Management Development Seminar
04-05 Management Development Seminar
02-04 Supervisory Development Seminar
04-06 Hemeland Security Master's Degrees (distance leamning)
03 and abowve Nawval War Callege - non-resident program
&l officers [typically OZ-04) Officer &dvanced Edwcation in Organizational Leadership
&1 supervisors & managers [H3 Supervisory Leadership Training
&n E-learning courses [Skillsoft)

Source: U.S. Coast Guard, “Leadership and Professional Development Training,”
http://www.uscg.mil/leadership/courses/military.asp (accessed 19 February 2011).
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One of the best examples of organizational initiative demonstrating USCG senior
leaders commitment to maintaining the public trust using education as a vehicle to
maintain competence is the 2008 implementation of required professional certifications in
the acquisitions programs.® This requirement to obtain a certain level of education may
be unprecedented in the USCG. Even the longest standing field, that of the ship captain
does not require a Master’s License to demonstrate competence. This newly established
engineer requirement could be a catalyst to requiring other civilian recognized
certifications or licenses in fields that cross significantly into civilian sector professional
organizations. Still, the USCG engineers are bound by their oath of office to uphold the
USCG core values and live the Guardian Ethos. This is what sets these engineers apart

from their civilian counterparts.

USCG Officer Evaluation, Assignment and Promotion Systems

Given the identified gaps in USCG officer performance and the current education
and training program, this section will discuss the USCG Officer Evaluation, Assignment
and Promotion Systems to determine potential linkage to measuring and monitoring
performance. Analysis of the Officer Evaluation System (OES) in chapter 4 will
demonstrate linkages to the desired and actual performance of mid-level officer to the
studies conducted that identified gaps in officer professional development. The
documents will demonstrate that the evaluation system is based on the officer’s

performance in support of his or her primary and collateral duties during the reporting

%U.S. Coast Guard, ALCOAST 468/08, Professional Education and Certification
Requirements for Active Duty Coast Guard Engineers.
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period. Several performance dimensions address the evaluee’s political savvy and USCG
organizational goals.

When considering the officer evaluation system, as well as the assignment and
promotion system, it is crucial to capture the performance standards within the evaluation
report. A comparison between the USA and USCG officer evaluation forms will illustrate
that the evaluation form by itself is not the concern. Chapter 4 will provide a detailed
analysis of officer evaluation forms, officer assignment guides, promotion process

documents.

USCG Graduate School

USCG officers recognize that with the large degree of change internally and
externally, gaps exist. Since 2003, the establishment of the DHS and the USCG’s transfer
to the Department, discussions with the Coast Guard officer corps has elicited the idea of
a Coast Guard Graduate School. Two striking examples validating the need and desire of
a USCG Graduate School are The Coast Guard Needs Its Own Grad School written by
USCG Captain Francis J. Strom in 2006 and Why We Need a Homeland Security
University written by Mr. Michael Doyle, a prior Marine Corps officer and USCG
Lieutenant Commander Greg Stump in 2003.

In The Coast Guard Needs Its Own Grad School, Captain Sturm immediately
directs the reader to the fact that the USCG needs to focus on preparing junior officers for
the responsibilities they will take on as senior leaders. The author further discusses the
growth of the workforce, the increased mission areas and antiquated personnel systems

that reinforce assignment and evaluation policies as impediments to breaking down
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stovepipes and creating an atmosphere not only open to strategic and critical thinking but
demands it.

There is some collaboration among USCG officers but, as Captain Sturm points
out, these opportunities are generally found at Commanding Officer conferences at the
District level. These conferences encourage vertical and horizontal information sharing
but are not events cultivating the next generation of USCG leaders. Community driven
conferences are another opportunity to collaborate with peers. The Afloat or Cutter
Community, the Aviators or the Sector Conferences all have merit for existence. But,
again, these conferences are also designed for information sharing.

Captain Sturm argues that a USCG staff college would assist mid-grade officers
to better understand how the USCG works internally but also how the USCG fits into the
national systems. Specifically, Captain Sturm advocates for a leader philosophy that
understands the military domain, corporate environment and non-governmental
organizations that the USCG is required to work within on a daily basis. A USCG staff
college should not only be a college but also a strategic research and development center.
While the USCG Research and Development Center in Connecticut provides the study of
hardware and equipment advances, Captain Sturm is a strong advocate for a strategic
development center that would consider the many advances and changes in the maritime
environment.

Finally, Captain Sturm discussed the ongoing arguments in favor of Homeland
Security University. However, Sturm warns that the USCG officer corps should first
understand its own internal range of missions and the intricacies of various programs
before embarking on a more complex multi-agency departmental or joint education.
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While Captain Sturm’s article focused on how the USCG can better prepare the
officer corps for senior leader roles, Mr. Doyle and LCDR Stump focus on the unification
of twenty-two disparate agencies, missions and policies yet totaling 170,000 employees
and a $37 billion annual budget. The USCG Fiscal Year 2012 (FY12) budget request is

$10.7 billion.

U.S. Army Officer Education System

Reviewing the USAs officer professional military education program provides a
strong example of the benefits of an institutionalized officer professional military
development program. The USA has studied its officer professional development needs
and resolutions many times throughout history. One of the most notable studies is the
1983 evaluation of the mid-career training and education needs of the USA officer corps.
Colonel Huba Wass de Czege led the study designed to identify gaps between the
performance expectations of mid-grade Army officers and their training and education.
While the U.S. Army Command and General Staff College was in operation at the time
of Colonel Wass de Czege’s study, senior leadership recognized that the Army needed to
self-assess current practices and curriculum in order to ensure the training was meeting
the desired goals of the Army for the future.

Colonel Wass de Czege’s report is a comprehensive study of the army officer
corps formal education system. This detailed report relied upon previous U.S Army
studies, recent doctrinal changes, foreign army staff college studies, and anecdotal
comments from senior Army officers. They were able to use the reports to identify, to

define, and to provide recommended solutions to the gaps in the training and education of
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mid-level officers.’® Colonel Wass De Czege identified the following as specific factors
causing the identified gaps: increased operations tempo combined with required high
state of readiness, operations increasing in range, scope, complexity requiring increased
coordination, better and quicker decision making, increasingly complex tools such as
weapons systems and hardware required more knowledgeable officers to ensure
efficiency of the systems and tools, less resources required officers to do more with less
while maintaining quality leadership in planning, training, fighting and sustaining, and
rapidly changing technologies both of our own service and the enemy required more
education in theory and principles.® Throughout his report, Colonel Wass de Czege
clearly illustrated that if society continued to demand more of our military, with less
resources and a more complex landscape, it was critical to provide a commensurate
amount of training and education to those leading our soldiers into battle.**

Since the Command and General Staff College already existed, the Staff College
Training Study concentrated on how to improve the course. The discussion included the
three tiered approach to an Army Officer’s professional education in terms of what the
graduate should be, should know, and should do.

The first tier was the Combined Arms and Services Staff School (CAS3).

According to Colonel Wass de Czege, the CAS3 graduate should be a motivated team

player serving on a battalion brigade, division or installation staff with an understanding

%Huba Wass de Czege, “Final Report: Army Staff College Level Training
Study” (Report, U.S. Army War College, Carlisle, PA 1983), 1-2.
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of the Army missions, his primary branch, and familiarity with other branches and can-do
approach practical everyday problems logically.'®

The second tier is the Combined and General Staff Officer Course (CGSOC)
graduate who should be a committed team player on a battalion, brigade, division, and
corps staff but would be most effective on a division staff due to his analytical skills and
logic.’® The CGSOC graduate is more capable and experienced than the CAS3 graduate
and should be able to handle more difficult problems, understand the way the Army
operates and is an expert on combined arms doctrine and how to apply it.*®> Additionally,
this officer can easily adapt to and serve on a joint or combined staff having studied in
these areas from a division or corps perspective.

The third tier is the Advanced Military Studies Program (AMSP). A graduate of
the AMSP is first a highly selected member with a great deal of potential.*®® Specifically,
this officer is a career minded officer whose attributes of knowledge, adaptability and
flexibility make him or her suited for higher level operational staffs where creative
flexibility for solving complex new problems and problems with change can be
addressed.""’

While the U.S. Army had CAS3 and CGSOC several years prior to this report, the

AMSP program was in its pilot year. Colonel Wass de Czege’s recommendations clearly

19%)bid., 42.

%% bid., 43.

195 hig,
1%1hid., 44.
971bid., 44-45.

60



conveyed concerns with the duration, focus, and substance of the education as well as
how instructors were selected and regarded by the Army senior leaders. Stating many
contributing factors in addition to the root causes of the gaps provided a full
understanding of the importance of the study. Not the least of which was the changing
and complex environment. In 1983, during the Cold War, Colonel Wass de Czege was
already discussing the need to have an Army run by leaders who can do more with less,
under high risk conditions, and in less time, given a very wide ranging set of possible
missions.’® He discussed technological advances, leadership with a common education
and understanding of the political environment and cultural perspectives as areas
requiring more knowledge on the part of the Army officer corps.*® To emphasize his
points, he compared the U.S. to Israel, Canada, Great Britain, and the Soviet Union.
Respectively, they held courses of 55 weeks, 65 weeks, 100 weeks and 150 weeks of
respectively in order to educate their officers. The U.S., in 1983, held the five-week
CAS3 and 40 week CGSOC course totaling 45 weeks of formal professional
education.**

In 2005, Major Matthew McKinley produced a monograph examining the USA

111

Officer Education System as part of the overall USA Education System.™ Major

McKinley’s primary focus was the link between the Army’s system and adult education.

1%|hid., 18.
19pid.
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N fatthew McKinley, “An Assessment of the Army Officer Education System

from an Adult Learning Perspective” (Monograph, School of Advanced Military Studies,
2005), iii.
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He explains the USA OES system including the Officer Basic Course, Captain Career
Course, and Intermediate Level Education. Major McKinley’s initiatives serve as an
example of the perpetual interest in improving the USAs OES. His study is relevant to the
study of the USCG as it links directly to the benefits of a continuum of learning.

Another study was completed in 2010 by Colonel C. Thomas Climer while he was
attending the U.S. Army War College. Colonel Climer focused on the professionalism of
the U.S. Army Officer Corps. Specifically, Colonel Climer draws from theorists such as
Samuel Huntington and Andrew Abbott to present and define officership as a
profession.™? After establishing this foundation, Colonel Climer expands his discussion
to areas of concern regarding contracting in three critical areas of military education and
doctrine that he views as critical to the profession.

Further solidifying the USAs strong desire to evaluate and improve current
education programs, in 2009, the USA CGSC conducted a survey of ILE graduates who
completed the course of instruction between 2006 and 2009. This study will review the
content of the survey and its results. The USA CGSC ILE Graduate Survey Report stated
that the purpose of the survey was to determine the usefulness of the ILE curriculum and,
also, as a benchmark for future studies. The results of the study will be examined in

chapter 4 of this report.**®

112C. Thomas Climer, “Maintaining the Profession of the U.S. Army Officer
Corps” (Strategy Research Paper, U.S. Army War College, 2010), 2-6.

1137.S. Army Combined Arms Center, “US Army Command and General Staff
College Intermediate Level Education Graduate Survey Report, March 2009” (Fort
Leavenworth, KS: Government Printing Office, 2009), iii.

62



Demonstrating a continuous cycle of a desire for improvement, the USA recently
embarked on a new and broad campaign to study the profession of arms.*** This study is
focused on the USA’s ethic as it pertains to the management of war and the profession of
arms.’ It is in its early stages having been announced to the USA at large in March

2011.116

14y.S. Army, Profession of Arms Campaign, http://cape.army.mil/ProfessionOf
Arms.html (accessed 23 April 2011).
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CHAPTER 3

METHODOLOGY

Purpose
The purpose of this study was to provide evidence that the USCG would benefit

from an institutionalized officer professional military education program. The research
undertaken was exploratory in nature. Using the primary and secondary research
questions as guides, various viewpoints and perspectives were studied to identify factors
relevant to the problem statement, to develop recommendations, and to recommend
future research. The method used to obtain and analyze the information was categorized
into four parts.

First, profession and military profession are defined. Next, having determined the
factors that make up a profession, USCG officer corps performance was measured
against those factors. After defining the profession and determining the status of the
USCG officer corps professional military education system, a comparison was made to
the USA officer education program. That program was explored in order to determine if
the USA officer education system, in part or in whole, could be used as a benchmark to
develop a more robust USCG officer professional military education system. Finally,
justified recommendations to improve the existing structure were developed.

Answering the primary research questions, how would the USCG benefit from an
institutionalized officer professional development program? lead to a thorough
examination of existing literature and provide evidence to support findings. Secondary
research questions include: what is the profession of the USCG Officer? What is the

current USCG officer professional military education regiment? How does the current
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USCG officer military professional education influence assignments and promotions?
What improvements can be made to the USCG military professional education program
in order to improve USCG officer performance? Comparatively, how has the USA
addressed officer professional military education? Chapters 1 and 2 provided required
background information, relevancy and various perspectives pertaining to the study.
Chapter 1 provided an overview of the history of the USCG and the USCG
Education and Training programs. Chapter 2 provided evidence of the USCGs leader
framework and training program. While this study does not review the enlisted programs,
it is clear that the requirements to primarily meet enlisted specialty competencies such as
law enforcement specialist, pollution responder and aviation mechanic are more prevalent
than officer programs.*!” Further, the USCG has a robust advanced education program
with more than fifty advanced education opportunities for officers.'® However, the
research shows that the USCG has not established a program designed to develop mid-
level officers as staff officers who study and understand national strategies such as
National Defense Strategy, National Homeland Security Strategy, or the fiscal strategies
that transcend the disparate cabinet level government agencies and departments and their
relationship to the USCG. This study considered the framework of the USA’s Officer
Military Professional Development Programs as the status of USCG Officer Military
Professional Development Programs was reviewed. There was no need to review every

USA Officer Education program. The mere fact that USA Officer Professional Military

17y .S. Coast Guard, COMDTINST M1500.10C, U.S. Coast Guard Training and
Education Manual (Washington, DC: Government Printing Office, May 2009).
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Education program exists, why it exists and how the USA benefits from the program is

relevant to this study.

Research Organization

The USCG has a long tradition of service as both a law enforcement agency and a
military service. Defining the profession of the USCG is critical to the success of the
organization and its officer corps. As the organization continues to change to address
emerging threats including the war on terror and major natural disaster, the officer corps
is responsible for ensuring the USCG is organized, equipped and trained to effectively
execute missions independently, in a joint, interagency and international environment,
with other federal, state and local government, non-government agencies and
international partners. This analysis included in-depth research into how a professional
military is defined primarily from the perspective of three expert theorists as well as past
and present recognized USN and USCG leaders.

Once a viable definition of the USCG concept of the professional military was
defined, the research revealed how the USCG achieves results in leader development
using its current USCG officer education practices. Relying primarily on recent internal
USCG studies, surveys, and organizational doctrine, a strong understanding of USCG
officer performance gaps became apparent. In addition to the performance gaps, this
study produced sound recommendations applicable to future USCG officer professional
development. Finally, a review of USA doctrine contributed to a comparison between
how the USA has prioritized and codified their profession through continuous study. The
conclusion provides a selection of realistic recommendations for implementation into the

USCG’s formal officer training and education programs.
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Information Collection

In order to provide topic into context, the research started with defining the
profession. First, understanding whether the USCG is a military profession. This portion
of the research led to the development of rationale supporting why the USCG is a
military profession. Although, some officer positions and responsibilities, such as marine
inspector, may appear to have a greater linkage to private sector professions, this study
will illustrate that all USCG officers are a member of a military profession. While, their
secondary specialty connects them to another professional entity, USCG officers are
commissioned to serve the nation (regulate, protect, enforce) first, and, as a specialist
second. Clear understanding of the foundation of the USCG’s military profession is
essential. Once understood, all other factors build upon that foundation in order to
develop protocols, systems and relationships that will maintain the profession as an
expert body.

To assist in identifying the factors that will help maintain the USCG profession,
the current USCG officer education system was studied to determine where and why
officer performance gaps exist. Documents to support this research were open source
available through the USCG internet and intranet web sites. USCG Commandant
Instructions were used to demonstrate the foundation of the current training programs.
Contrasting and comparing these documents against the internal USCG studies will
illustrate that the officer performance gaps are directly connected to doctrinal gaps such
as the lack of tangible connections between an officer’s level of education and his

assignment and promotion potential.
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Several internal USCG policy and general guidance documents and presentations
were examined in order to provide a window into the current systems and protocols.
These documents include the Officer Career Management Guide, Commandant’s
Direction to Promotion Panels, Commandant’s Guidance to the Commander Assignment
Panel and Captain Assignment Panel, the USCG Register of Officers, the USCG Training
and Education Manual, the USCG Officer Career Guide and Sector Assignment Guide,
an issue paper regarding joint military education, the Officer Candidate School Spindrift,

USCGA Running Lights, the USCG and US Army Officer Evaluation forms.

Limitations of Research

This study is not nearly adequate to discuss all of the elements of establishing an
institutionalized USCG officer professional military education program. Given the
limited duration of this master’s course, this study is strictly limited to the benefits of
establishing an officer professional development education program similar to the USA’s
approach. This study does not discuss or recommend the funding or logistics of
implementing such a program. The fiscal requirements, staffing, curriculum
development, duration, location and timing in an officer’s career are all critical elements
of a professional development program. Further, the USCG’s newly implemented officer
competency codes are not discussed within this study. These factors could be subject of
follow-on research and strategic planning instead of conducting another study to identify
performance gaps and recommendations to take corrective action.

This chapter provided a description of this study’s research methodology. Chapter
4 provides an analysis of the information culled from the literature review. Chapter 5

concludes this study with a summary of the study, recommendations pertaining to
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improving the USCG’s officer professional military development system and

recommendations for further research.
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CHAPTER 4

RESEARCH ANALYSIS

What makes the Coast Guard unique is that in executing our diverse
missions. We harmonize seemingly contradictory mandates. We are charged at
once to be police officers, sailors, warriors, humanitarians, regulators, stewards of
the environment, diplomats, and guardians of the coast. Thus, we are military,
multi-mission, and maritime.

— U.S. Coast Guard, Coast Guard Publication 1

Purpose
The purpose of this study is to provide evidence that the USCG would benefit

from an institutionalized officer military professional development program. As
discussed in Chapter 1, the USCG has a long history of adapting and responding to
emerging threats and crisis as a service to the nation. The USCG officer corps is one of
the primary organizations charged with understanding, analyzing and anticipating the
change in the maritime environment. More specifically, the office corps responsibility is
to organize, equip and train the organizations workforce to achieve mission success. This
chapter will draw conclusions from the theorists discussed in chapter 1 to define the
profession of the USCG officer corps. After defining the profession of the USCG officer
corps, a review of chapter 2’s core and supporting documentation including several
internal USCG studies such as Long View, Evergreen, JONA, MOLGA and Preparing
for Tomorrow’s Missions: an Assessment of Strategic Capability in the United States
Coast Guard will demonstrate a trend in the gaps and strengths of the officer corps. This
chapter will consider the similarities and differences in the studies purposes as well as the

recommendations in order to validate the recommendations in chapter 5. Chapter 3
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explained the research design including how information was collected and organized as
well as limitations of information collection.

Again, this chapter will discuss the analysis of the information collected in order
to support and provide evidence that ensure recommendations contained in chapter 5 are

justifiable based on the research.

Defining the Profession

The USCG Officer Career Guidebook asks and answers an important question in
the following statement;

What is an officer? All Coast Guard officers take the same oath every other

military officer and the President of the United States has taken since George

Washington. They swear to affirm: they will uphold the Constitution of the

United States against all enemies, foreign and domestic, and to bear true faith and

allegiance to the same and to discharge well and faithfully the duties of the office
to which appointed without any reservation or purpose of evasion.'**

While it is crucial and relevant to recognize the oath of office for all
commissioned officers, these statements only touch on the fundamental building block of
a USCG officer. The following portion of this study will discuss how theorist’s
interpretations of the definition of a profession apply to the USCG officer corps.

Dr. Andrew Abbott’s The System of Professions, An Essay on the Division of
Labor, methodically considers the professions of the world, including the historical
context and elements that must be met in order to be considered a profession. According

to Abbott, a profession’s structure and culture is recognized by society.?® The profession

19y S. Coast Guard, The USCG Officer Career Development Guidebook, 2nd ed.
(Washington, DC: Government Printing Office, 1998), 1-3.

120Aphott, System of Professions, 315.
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is legitimate when it is characterized by having a specific jurisdiction or specialty that it
is uniquely suited to carry out.*?! Further understanding the jurisdiction is critical to the
professional-client relationship. Dr. Abbott contends that merely claiming a jurisdiction
does not in itself determine a profession. Rather, the profession must first be made up of
professionals who have expert knowledge in completing the tasks in an ethical way
ensuring that trust from the client is maintained.*? In order to obtain and maintain that
expert knowledge and experience, the profession is typically self-forming, self-regulating
and self-initiating.'® The ethics and culture inculcated through the internal education and
operations foster the client’s trust.***

When applying Dr. Abbott’s theory to the USCG officer corps, the jurisdiction is
the enforcement of federal laws and regulations in the maritime environment as both a
law enforcement agency and military service. As such, the officers of the USCG swear
allegiance to the United States Constitution and are dedicated to service to the people of
the United States with specific focus in the maritime domain. Illustrating both the
jurisdiction and the client, Admiral Thad Allen introduced the Guardian Ethos, Figure 4,
in July 2008 in an attempt to codify the USCG profession and the professional Guardian.

Further solidifying the jurisdiction is the fact that the USCG is the only federal agency

211bid., 315.
122|bid., 59-63.
123g5nider, 441.
124 Abbott, 61-68.
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that is both a military service and a law enforcement agency.'*® The Guardian Ethos, he
said, was the contract between the members of the USCG and the nation and its citizens.
By briefly defining the USCG both to its members and to those it serves, Admiral Allan’s
quest was to use the Guardian Ethos, depicted in figure 6, as the vehicle to define the
profession. The officer corps’ responsibility is to ensure the workforce is trained,

equipped and organized to effectively execute the USCG missions.

"THE GUARDTIAN ETHOS"

AM AMERICA'S MARITIME GUARDIAN.
SEEVE THE CITIZENS OF THE UNITED STATES.
WILL PROTECT THEM.

WILL DEFEND THEM.

WILL SAVE THEM.

AM THETE SHIELD.

OF. THEM I &M SEMPEE PAEATUS,

LIVE THE COAST GUAERED CORE VALUES.
AM A GUARDIAN.

WE AEE THE UNITED STATES CCAST GUARD.

e B R el e B = I B

Figure 6. USCG Guardian Ethos

Source: U.S. Coast Guard ALCOAST 366/08, The Guardian Ethos, http://www.uscg.mil/
announcements/ALCOAST/ACOAST36608.txt (accessed 5 March 2011).

The public sector, or the USCG’s client, expects a safe and secure maritime

environment. Media outlets describe pollution events on navigable waterways, maritime

125 3. Coast Guard ALCOAST 366/08, The Guardian Ethos, http://www.uscg.
mil/announcements/ALCOAST/ACOAST36608.txt (accessed 5 March 2011).
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incidents such as bridge allisions, and response to mariners in distress as well as the
USCG’s response to these situations. Admiral Loy describes the background to several
maritime incidents and the USCG response to these emergencies in his book Character in
Action. Admiral Loy’s introduction illustrates the broad responsibilities of the USCG as
he lays out a visual of USCG units throughout the US wherever navigable waterways,
bridges, ports, commercial maritime entities such as fishing and shipping and the people
who legitimately use these conveyances or abuse and exploit them.'?® Although his
written work is touted as a leadership narrative, Admiral Loy recognized the jurisdiction
of the organization, the client it serves and the culture internal to the USCG. These
factors serve as a basis for understanding the relationship between Abbott’s definition of
a profession and Loy’s validation of the USCG’s profession.?’ It is logical, then, to
consider those who are commissioned to organize, train and equip the organization are
the experts who possess a unique understanding of the USCG authorities, capabilities,
and relationships with other federal, state and local organizations.

Admiral Papp’s fiscal year 2012 budget testimony before congress validated the
organizations servitude to the Nation as he described how the USCG’s operating model
served the American people. Simply stated, the USCG maintains a persistent presence in
the inland, coastal and off shore maritime environment, adapts and responds to emerging

threats using broad legal authorities and assets capable of demanding maritime

126 gy, 1.
1271hid., 1-6.
74



operations.*?® The Commandant explained that the USCG saves lives, and protects the
Nation’s borders, maritime transportation nodes, natural resources and the environment
providing the Nation a tremendous public service.'?® All of which demonstrated both the
professions expert knowledge of the maritime domain and the organizations servitude.

Admiral Allan’s, Admiral Loy’s and Admiral Papp’s comments illustrate the
USCG’s organizational relationship with the public sector. The organizations
professional—client relationship, coupled with the military status of the Service under the
control of civilian supervisors, is the very definition of a professional organization as
described by Dr. Abbott.

Applying Dr. Abbott’s theory to the entire organization is appropriate. However,
this study is focused on the leadership of the USCG and how the professional officer
ensures the profession is legitimately maintained. The foundation of all other aspects of
the officer corps including accessions, assignments, promotions, discipline, education and
training are administered by other officers within the organization. This structure is
typical of a profession and helps to delineate the USCG officer corps as a military
profession with American society as the client.

Samuel Huntington discussed the profession of the military officer in terms of not

only the society that he or she serves but also the mind of the military officer and civilian

128 Admiral Robert J. Papp, Jr., “Testimony of Admiral Robert J. Papp, Jr.
Commandant, U.S. Coast Guard, Coast Guard Fiscal Year 2012, Budget Request Before
the House Subcommittee on the Coast Guard and Marine Transportation” (Testimony,
Washington, DC, 1 March 2011), http://www.uscg.mil/seniorleadership/SPEECHES/
ADM%20Papp%20written%20testimony.pdf (accessed 1 March 2011).
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control of the service.** While Huntington theorizes in detail regarding the military
history of the professional military, he first defines the profession and then discusses how
the military professional effectively works among the civilian politicians.

As Huntington traced the origins of the military profession, he found there are
five elements required to form the profession which manifests itself through combining
expertise, responsibility and unity.** These five elements include entry requirements,
advancement opportunities, educational system, military staff system and competence of
the office corps.**® The educational system, staff system and competence are all factors
that are directly supported by a professional military education system focused on
strategic thinking, political savvy, and understanding the connections between and among
local, state and federal agencies. While the USCG has a robust training and education
infrastructure, the studies relating to military science are limited. Huntington’s concept
that military officers learn from experience and, mainly, from the experience of others.
Hence, the military officer studies military history in order to understand national
strategies and how the organization serves the nation most effectively.™** Figure 7 depicts
the USCG Commandant’s expected core competency outcomes service-wide. In order for
the USCG to remain relevant, the USCG officer corps should be able to discuss, critically

analyze, and identify relationships among the competencies. As such, the USCG officer

¥OHuntington, 31-40.
31bid., 75-77.
321bid., 8-11.
331bid., 20.
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corps should study USCG history, learn from others within and outside the organization

and apply critical thinking to achieve success in these areas.

Core Competencies
create the unique value that the Coast Guard brings to the Nation:

» Multi-mission agility, adaptability, and 24/7 readiness

» Maritime safety and security expertise

* Marine industry leadership, expertise and global influence
* Crisis leadership, management, and command and control
* Joint interoperability as one of the America’s five Armed Services
* Federal law enforcement authorities

* Maritime interdiction and boarding expertise

» Maritime domain awareness

*» Global Search and Rescue expertise and leadership

* Seamanship and airmanship

* Interagency coordination

Figure 7. USCG Core Competencies Impacts
Source: U.S. Coast Guard, USCG Commandant Direction—2011 (Washington, DC:
Government Printing Officer, 2011), 11.

To demonstrate how the USCG officer corps measures against Huntington theory
of the professions, these five factors (accessions, advancement, education, military staff,
competence) relating to the USCG officer must be examined. The next three sections will
discuss the USCG officer accession, promotion, assignment, and staff systems as well as

the competence of the corps.

USCG Officer Accessions

There are four USCG officer accession methods. Each accession program has its

advantages and shortfalls. The USCG Academy draws cadets from across the nation to
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form an elite corps of military students. Officer Candidate School provides opportunities
for enlisted members and college graduates to become USCG officers. The Direct
Commission program garners interested candidates from the Maritime Academy’s as well
as other specialty oriented professions such as law. Finally, the Reserve Officer
Candidate Program provides opportunities for enlisted and civilian college graduates to
join the USCG Reserve Officer Corps. The importance of understanding the genesis of
the officer corps leads directly to the definition of the profession.

The USCG officer corps has a deliberate entrance process that candidates must
meet or exceed to be considered for entrance into the officer corps. USCGA cadets
undergo an extensive four-year educational, social, military and fitness regime before
earning a commission.*® Officer Candidate School applicants must have demonstrated
superior performance as an enlisted member and a predetermined level of education for
selection and complete a 16-week course prior to commissioning.**® Direct Commission
Officers must demonstrate superior academic expertise and undergo an abbreviated in
order to earn a commission.™*” Each process, despite a wide variance in duration and
curriculum, is a prerequisite to earning a commission.

Once commissioned, the officer is considered for promotion and assignment by
other officers. Although the organization is a military organization that serves civilian

supervisors, the members of the officer corps are evaluated, assigned and promoted by

138 .S. Coast Guard, COMDTINST M1500.10C, U.S. Coast Guard Training and
Education Manual (Washington, DC: Government Printing Office, May 2009).
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senior officers. Following selection to the next higher grade by a panel of USCG officers,
those officers within the controlled grades, O4 and senior, are confirmed for promotion
by congress. Officers receiving their commission and promoting to O2 and O3 are

approved by the DHS Secretary.

USCG Officer Promotions System

United Stated Code 14 Section 251 requires the Secretary of DHS to convene
promotion selection boards for consideration of USCG officers to the grades of O2
(lieutenant junior grade) through O6 (captain) if there are openings at the higher
subsequent grade.® When the Secretary convenes a board, the board consists of a
minimum of five USCG officers serving in or above the grade of those subjects of the
board.*® U.S. Code further stipulates that notification of the board convening will be
published and those officers being considered may communicate with the board.**® The
number of officers considered for promotion by the board is determined by the number of
actual and projected vacancies expected over the next twelve months.*** Further study of
14 U.S. Code sections 251- 262 provides statutory requirements for USCG officers

promotion system regarding promotion zones, defining the promotion year, promotion

B38Cornell University Law, “14 USC 251,” http://www.law.cornell.edu/uscode/
uscodel4/usc_sup 01 14 10 1 20 11 30 _sql_40_sg2.html (accessed 12 April 2011).

13%Cornell University Law, “14 USC 252,” http://www.law.cornell.edu/uscode/
uscodel4/usc_sup 01 14 10 1 20 11 30_sql_40_sg2.html (accessed 12 April 2011).

1OCornell University Law, “14 USC 253,” http://www.law.cornell.edu/uscode/
uscodel4/usc_sup_01 14 10 1 20 11 30 _sql_40_sg2.html (accessed 12 April 2011).

“Cornell University Law, “14 USC 255, http://www.law.cornell.edu/uscode/
uscodel4/usc_sup 01 14 10 1 20 11 30 _sql_40_sg2.html (accessed 12 April 2011).
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eligibility considerations e.g. best qualified means majority of board while fully qualified
means all eligible can be selected, information furnished to the board such as the officers
considered official performance record, selection board results and reports, and rules
surrounding failure of selection for promotion.**? These are the statutory requirements for
USCG officer promotions established by congress. The USCG internal policies establish
the methods in which the USCG executes and administers the promotion board process.

The USCG Personnel Service Center is responsible, among other things, to
administer USCG officer promotions.*** The Officer Personnel Management Division is
made up of Officer Boards, Promotions, and Separations Branch CG PSC (opm-1),
Officer Assignments Branch CG PSC (opm-2), Officer Evaluations Branch CG PSC
(opm-3), and Officer Career Management Branch (opm-4).** These four branches work
together to ensure the system as a whole considers the appropriate number of officers, in
the proper year group for promotion selection. In general, the (opm-1) staff is responsible
for administering the board process.**® This involves collaboration with all four branches
within the Officer Personnel management Division as well as appropriate USCG

Headquarters Directorates.

Y2Cornell University Law, “14 USC 256-252,” http://www.law.cornell.edu/
uscode/uscodel4/usc_sup 01 14 10 | 20 11 30 _sqgl 40 sqg2.html (accessed 12 April
2011).

143.S. Coast Guard Personnel Service Center Commands and Divisions,
http://www.uscg.mil/psc/ (accessed 11 April 2011).
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The statutory and policy requirements surrounding USCG officer promotions are
complex and cumbersome. The background staff work required to meet the statutory and
policy direction is extensive in order to ensure a fair and equitable process is completed
prior to each convened board. However, there is no tangible connection between an
officer’s professional development and the officer’s promotion eligibility. Although an
officer with completed advanced education may be competitive for promotion, there is no
requirement to obtain additional training or education in order to be selected for
promotion to the next higher grade as an officer in the USCG.

Each year, the Commandant publishes guidance to selection boards in order to
assist the board members through their review and deliberation process. Commandant
Guidance to Promotion Year 2011 Officer Selection Boards and Panels focused the
board’s attention on the USCG as a vocation and not merely a job.**® Admiral Papp
implored the board members to consider officers for promotion who aspired for higher
responsibility positions such as command and senior staff positions as well as those who
sought and fulfilled positions that broadened their experience.'*’ The boards were
directed to evaluate the candidates’ performance in fostering a positive work environment
and how they looked out for their seniors, peers and subordinates to ensure they were

well trained and remained healthy.*® Further demonstrating keen insight into the needs

1%61.S. Coast Guard, “Commandant Guidance to PY 11 Officer Selection Boards
and Panels,” http://www.uscg.mil/psc/opm/opm1/opmldocs/boards/PY11_Docs/
PY11%20%CCG%Guidance%20t0%20Boards%20and %20panels.pdf (accessed 11
April 2011).
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of a professional expert officer corps, the Commandant guided the boards to consider
internal and external savvy and collaboration experience and potential, those who
demonstrate a strong desire to continue to develop their skills in some areas and hone
their skills in other areas.*® Further direction included specific skills required of O3s and
O4s distinct from those expected of O5s and O6s. Clearly, the Commandant’s
expectation of officers selected for O5 and O6 include established expertise in speaking,
writing, joint and interagency functions and both internal and external relationship
building. Throughout his guidance, the Commandant urged the board members to
consider all of the previously mentioned attributes through a leadership lens.

While it is clear that successful officers seek out education and training
opportunities, there is no requirement to obtain advanced education. Those graduates of
OCS who have not completed their bachelor’s degree are encouraged but not required to
do so. Those who previously earned a bachelor’s degree are encouraged but not required
to obtain a master’s degree. One remark, in particular, relates directly to officer education
and training. In his direction, the Commandant required the board members to consider
officers more competitive for promotion if they had sought and obtained education
through advanced education, certification programs, authorships or participation in
professional organizations.*® As we have seen through evaluation of Abbott’s,

Huntington’s and Snider’s works regarding a professionalism and those professionals that

149U.S. Coast Guard, “Commandant Guidance to PY 11 Officer Selection Boards

and Panels,” http://www.uscg.mil/psc/opm/opm1/opm1docs/boards/PY11_ Docs/
PY 11%20%CCG%Guidance%20t0%20Boards%20and %20panels.pdf (accessed 11
April 2011).
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belong to it, reaching a certain level of expertise and then maintaining that expertise at a
high level of efficiency is critical to professions endurance and resilience. In today’s
environment of increased operations whether executed in an interagency, joint or single
unit mission, the USCG cannot continue to rely solely on an officer’s desire for
additional education as a method for educating its officers. The officer promotion process
needs to link tangibly with an officers military professional development including the
very topics discussed in the Commandants direction to the most recent promotion year
selection panels. That is, the USCG must develop courses of instruction for officers in
topics the Commandant discussed in his guidance such as the National Homeland
Security Strategy, the National defense Strategy, the National Infrastructure Security
Strategy and the National Intelligence Strategy in order to operate in a joint and
interagency environment.

Today, the USCG officer promotion system is regulated by congressional statutes
and reinforced in USCG policy. An officers documented past performance of duties in
the Officer Evaluation Report is the primary tool used by board members during the
selection process. In order to ensure the USCG is fully prepared to execute USCG
missions in a wide variety of environments, now is the time to develop a tangible and

measurable connection to the officer’s education.

USCG Officer Assignment Process

The USCG Personnel Manual, Commandant Instruction Manual 1000.6A

explains the distribution of officers.*** Although the orders issuing authority, tour length,

131y.S. Coast Guard, USCG Personnel Manual, COMDTINST M1000.6A
(Washington, DC: Government Printing Officer, April 2010).
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and considerations for assignment are delineated, the process for officers to request
assignments is not discussed. Unofficial assignment guides and official USCG message
traffic provide valuable information regarding career paths, qualifications, certifications,
and experiences best suited for certain specialty areas and assignments. The Officer
Career Development Guidebook, last updated in 1998, contains a great deal of officer
career information including the promotion system, advanced education opportunities,
assignment considerations, evaluations, officer status explanations and leadership
principles.™ This publication, however, is considered a tool to guide officers. It clearly
states it is unofficial and non-directive in nature.**® Officers obtain the most current and
relevant information regarding the assignment process, positions available and Service
priorities through official message traffic released by the USCG Personnel Service Center
(CG-PSC), Officer Personnel Management Division, Officer Assignment Branch (opm-
2). Generally, the entering arguments for the officer assignment process includes the tour
complete officer’s requested positions as submitted on the e-resume and the vacancies
expected by grade for the assignment year.***

Additional assignment guides include those developed by the officer assignment
staff such as the Sector Assignment Guide, the O5 Assignment Guide and the O6

Assignment Guide. Each of these publications is designed to assist the officer through

152 . Coast Guard, The USCG Officer Career Development Guidebook, 2nd ed.
(Washington, DC: Government Printing Office, 1998), Table of contents.

81pid., Introduction.

1%%U.S. Coast Guard, ALCGOFF 147/08, Officer Assignment Year 2009 (AY09)
Kickoff, http://www.uscg.mil/announcements/ALCGOFF/ALCGOFF14708.txt (accessed
21 April 2011).
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process from crafting a realistic e-resume to understanding the various career paths.'*®

Figures 9, 10, and 11, are visual representations of a USCG officers career path as he or
she develops through a career path that includes the various potential assignments to a
USCG Sector. Other sources of career path and assignment information is found in
additional program specific guides such as the USCG Commandant’s Director of
Prevention Policy (CG-54) endorsed Prevention Officer Career Guide, the annual
Schedule of Active Duty Promotion List (ADPL) and Inactive Duty Promotion List
(IDPL) Officer Personnel Boards and Panels, and Assignment Officer notes found on the
USCG Portal section administered by the (opm-2) staff.

All of these sources provide information pertaining to officer career paths and
how assignments build upon subsequently on each other in order to develop an officer
through his or her career. Unfortunately, other than competencies and certifications
specific to a specialty, there are no USCG mandated education requirements directly
affecting promotions. For example, a Deck Watch Officer must meet certain criteria in
order to remain assignable to afloat positions. These officers must maintain expertise and
knowledge of navigation and ship handling. Officers seeking an afloat command position
must meet criteria as announced in the current assignment year Schedule of Active Duty
Promotion List (ADPL) and Inactive Duty Promotion List (IDPL) Officer Personnel
Boards and Panels. Figure 8 is an excerpt from the schedule detailing the requirements

established by the Commandant regarding O-3 Afloat Command criteria.

155 .S. Coast Guard, http://www.uscg.mil/psc/opm/ (accessed 23 April 2011).
85



O-3 Commands. Panel will consider all lieutenants and lieutenants-select (not including AY 11
CWO-LT) who:

(1) Request screening;

(2) Are tour complete in 2011 or 2012 (waivers will be considered based on the needs of the
Service and the strength of the candidate pool);

(3) Have not previously held an O-3 afloat command;

(4) Have completed at least one tour afloat for WPB or WTGB command or two tours afloat for
WLM command,;

(5) Are not currently afloat in an O-2 position with the exception of second-tour Navy Exchange
or second-tour positions on WHEC/WMSL/WIX:; and

(6) Have served afloat since 1 June 2004. A previous ATON (WLB/WLM/WTGB & Barge
Combination) afloat tour is necessary to be considered for WLM command. A previous
ATON (WLB/WLM/WTGB) or WAGB afloat tour is necessary to be considered for WTGB
command.

Figure 8. USCG Afloat Assignment Criteria for O3 Command Positions
Source: U.S. Coast Guard, Commandant Instruction 1401.5AF, Schedule of Active Duty
Promotion List (ADPL) and Inactive Duty Promotion List (IDPL) Officer Personnel
Boards and Panels, http://www.uscg.mil/psc/opm/Opm1/Opmldocs/Boards/

PY11 Docs/PY11%20Schedule%200f%200fficer%20Boards%20and%20Panels.pdf
(accessed 21 April 2011).

In accordance with the schedule, the officer must first request to be considered, or
screened by the panel, in order to be placed in the candidate pool. Once the officer
requests to be screened for afloat command, he or she must then meet the remaining
criteria and earn selection for assignment from the reviewing panel. The assignment
officer then assigns officers to afloat command positions from the list of officers who
successfully screened. After successfully screening for command afloat, the officer
submits an e-resume with his or her choice of cutter. From this point forward in the

assignment process, the assignment officer works to meet USCG service-wide needs,
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program needs and the officer’s desires. Aviation and Sector Command Cadre positions

are vetted through a similar process.
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Senior LTs and LCDRs are at point in their career when they will be assigned to
District, Area, FORCECOM or HQ staff. Some more specialized officers will be
assigned to specialized support units such as Electronics Support Command. Other will
be assigned to instructor positions or management of instructor positions at training
centers. Regardless of the position, the senior LT and LCDR level is now the level in the
organization where understanding of the USCG integrates, collaborates, supports or
partners with other local, state, federal, international, and private organizations.

The senior LT and LCDR level is also the career decision point for many officers.
Those officers who desire to remain beyond their initial assignments and promotions are
making somewhat of a commitment to a career. The officer career management guide has
information discussing the best ways to remain assignable to desirable positions and is
positions that should influence promotions. However, there are no guarantees that
superior performance in any position will result in a promotion. The nature of the military
service is the “up or out” methodology. There are fewer Captain’s than CDR’s, fewer
CDR’s than LCDR’s, and so on.**® There is no tangible correlation between a position
held and promotion opportunities. It is reasonable to assume that those officers who seek
high levels of responsibility and perform well in the position would be selected for

promotion pending adverse entries in the personnel record.

USCG Military Staff System

The USCG staff and organization system is similar in some respects to the DoD

numbered system. Albeit, the USCG is not nearly the size of any DoD service, the

15614 USC—percentage and ppp from opm
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general organization is similar as depicted in Figure 10. Huntington discussed the
General Staff in Prussia in 1803 as the genesis for future General Staff’s.™’ He further
explained that this staff required technical expertise in the fundamental principles of
military operations and planning.*®® The military staff, Huntington stated, uses the
technical knowledge it has in order to manage violence.'*® The USCG missions, like the
USA today, do not all pertain to the management of violence. In fact, several missions
reflect a humanitarian characteristic such as Search and Rescue and Maritime Pollution
Response. Nevertheless, the USCG staff’s role is to manage the Service on the strategic
and operational levels of executing missions.

Additionally, the staffs support the tactical units through fiscal, operational,
training, and resource administration and management. One example of many is the
Assistant Commandant for Command, Control, Communications, Computers and
Information Technology (C4IT)/CG-6. This staff must possess a high degree of expert
knowledge in order to design, develop, deploy, and maintain C4&IT solutions for the
entire USCG to enable mission execution and achieve the Coast Guard’s goals of

maritime safety, security, and stewardship.

"Huntington, 50.
%8| pid.
%bid., 25.
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The USCG Commandant’s staff is a critical component ensuring the organization
is organized, capable and trained to respond to myriad national and international
incidents that fall within the USCG’s jurisdiction, authorities and responsibilities.
Admittedly, not all of the USCG’s mission sets are related to the management of
violence. The Maritime Law Enforcement functions executed by cutters, air stations and
sectors directly employ the use of force and require legitimate legally binding rules of
engagement due to the potential violence that could be inflicted. The capabilities and
resources these operational assets provide are the most likely allocated to Homeland

Defense missions in support of or alongside DoD capabilities and assets. The staff
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function is responsible for ensuring standardized doctrine, organization, equipment and
training are developed, improved, and implemented Service-wide.

Figure 13, USCG Officer Career Map, depicts both promotion and assignment
timeline. Education is conspicuously missing from the timeline with the exception of a
reference for Senior Service School and Advanced Education deadlines sometime near
selection to Captain and first tour Lieutenant Commander.'®® Additionally, the JONA,
MOLGA and Dr. Youngman study focus is depicted using a red star. Although The
USCG Officer Career Development Guidebook was last updated in 1998, it is reasonably
accurate despite variances in the number of officers serving in each grade as stipulated by
Congress, and organizational changes including transfer from the DoT to DHS in 2003.1%*

Having discussed officer accessions, promotions, the military staff and
assignments, it is now time to discuss the officer competence aspect of the USCG.
Competence is directly related to education, training and experience. In chapters 1 and 2,
the competence of the profession was highlighted as an important ingredient in the

military profession. The next section will discuss the various USCG programs and how

USCG operations are impacted by the success of the current programs.

169 . Coast Guard, The USCG Officer Career Development Guidebook, 2nd ed.
(Washington, DC: Government Printing Office, 1998), 1-6.

18114 USC 42, http://www.law.cornell.edu/uscode/uscode14/usc_sup_01 14
10_L.html (accessed 21 Aprirl 2011)
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USCG Officer Competence

Having discussed the accession, promotion, assignment and military staff, this
section will review the competence of the USCG officer corps as the training and
education programs translate into mission execution. As previously mentioned, the
competence of the officer directly impacts the success of the organization. The USCG
officer promotion and assignment processes are based primarily on the observed
performance of the officer. Therefore, the link between the training, education and
experience that influences competence, also influences success.

The internal USCG studies examined in this research were completed over a ten
year period that spanned a critical time in the history of the USCG marked by change and
increased optempo and transformation. These same studies demonstrate that the USCG is
dedicated to its member’s professional development with respect to understanding the
performance gaps and the initiatives to study them. Figure 14 is a comparison of the
significant gaps determined in four of the researched studies included in chapter 2.
Although the JONA study studied junior officer develop specifically while the other three
studied mid- to senior officers performance, there similar factors identified in the studies
pertaining to all levels of the USCG officer corps. Further, the comparison illustrates the
potential education opportunities at each level when considering the officer career map in
figure 13. This section examines the existing USCG officer education and training
system. Understanding the current system is critical to understanding potential causes for
persistent gaps and recommendations to close the gap. As the education systems are
discussed, it’s important to consider whether these programs will assist in closing the
performance gap as identified through numerous internal studies.
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Source: Created by author; compiled information from chapter 2, literature review.

There are several ways a USCG officer can engage in educational programs.
These methods include short term training, advanced education, senior service school and
off-duty education.'® Programs are further divided into those that are resident courses
and non-resident courses.'®® As discussed in chapter 2, the USCG defines education as
that which focuses on skills and knowledge that are broad based and subject matter

driven whereas training is defined as that which focuses on skills and knowledge that are

162 S. Coast Guard, The USCG Officer Career Development Guidebook, 2nd ed.
(Washington, DC: Government Printing Office, 1998), 6-1.

831hid., 6-3.
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job specific and performance driven.®* Short-term training is used to develop and
improve specific job related skills and knowledge of the entry level position.*® Advanced
education and senior service school are long term programs provided to establish a high
degree of technical and managerial competence at senior level. as well as prepare senior
officers for executive level positions.'®® Still other programs available include reliance on
personal initiative using the tuition assistance and other veterans benefit programs.*’ Still
other methods, as previously discussed, are found in the internal training regiments
provided by the LDC, and other TRACENS.

Table 5 illustrates the number of advanced education orders issued each year
between 2007 and 2010 assignment years. Despite repeated recommendations to
implement officer professional development programs, the number of advanced
education opportunities has increased from 153 in AY07 to 194 in AY10. Although the
increase of 41 opportunities is a positive, the total number of orders issued increased by
22 percent from 2105 to 2575. Therefore, the percentage of advanced education orders
issued in AY07 was 7.2 percent of all the orders issued. In AY10, only 7.6 percent of all
orders issued were for Advanced Education. One of the most glaring explanations for the
limited percentage increase is that the officer corps itself grew by 5.6 percent from 6206

to 6564. Given a large increase in the number of officers transferring, due in-part to the

164y.S. Coast Guard, COMDTINST M1500.10C, U.S. Coast Guard Training and
Education Manual (Washington, DC: Government Printing Office, May 2009), 1-1.

1%51pid., 6-4.

188y . Coast Guard, The USCG Officer Career Development Guidebook, 2nd ed.
(Washington, DC: Government Printing Office, 1998), 6-4 —through 6-9

%7Ihid., 6-10 through 6-11.
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increase in officers service wide, the increase of 41 advanced education orders between
AY07 and AY10 is disproportionate to the small increase in the overall strength of the
officer corps. Figure 15 visually represents all advanced education orders compared with

orders issued to USCG officers to attend service schools between 2007 and 2010.

Table 5.  Comparison of USCG officer transfer orders

Officer Orders Issued

Number of Officers

OAdv Ed Orders
B Total Orders Issued
OTotal Officer Corps

Total Officer Corps

Total Orders Issued

AY08 Adv Ed Orders

AY09

Assignment Year AY10
AY07 AYO08 AY09 AY10
‘EIAdV Ed Orders 154 199 193 195
‘ITotaI Orders Issued 2105 2138 2203 2575
‘EITOtaI Officer Corps 6206 6339 6418 6564

Source: Created by author using information compiled from U.S. Coast Guard,
ALCGOFF 048/07 Officer Personnel Management —Assignment Year 2007 (AYQ7)
Final Report; ALCGOFF 072/09 Officer Assignment Year 2009 (AY09) Final Report;
and, ALCGOFF 064/10 Officer Assignment Year 2010 (AY10) Final Report

The total number of advanced education quotas and orders issued is much larger
than the number of orders specifically issued for military service schools e.g. USA
CGSC. The USCG sends seven to nine officers to the Command and Staff level courses

at the Marine Corps War College, Naval War College, Joint Advanced Warfare School
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and Army CGSC annually™™". This equates to approximately four to five percent of all

advanced education orders annually. Additionally, approximately 13, or 6.5 percent of
senior officers in the grades O5 and O6 considered for reassignment are ordered to Senior

Service Schools annually.*®®

Annual Advanced Education Quotas

DOAdv Ed Orders

mC&S

asss

D90%

Figure 15. USCG Advanced Education Quota Comparison

Source: Created by author using information compiled from U.S. Coast Guard,
ALCGOFF 048/07 Officer Personnel Management-Assignment Year 2007 (AY07) Final
Report; ALCGOFF 072/09 Officer Assignment Year 2009 (AY09) Final Report; and,
ALCGOFF 064/10 Officer Assignment Year 2010 (AY10) Final Report.

1%8.S. Coast Guard, Joint Professional Military Education (JPME) (Washington,
DC: Government Printing Officer), 4 November 2009.
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The officer corps training and education directly impacts the level of expertise
that underpins the USCG’s ability to execute missions. The current structured programs,
however, are not adequate to continue to operate on the strategic and operational levels.
Tactically, the USCG embodies the expertise that is expected by the public it serves.
Evidence of the USCG’s success is demonstrated in figure 13 and 14. The USCG
snapshot tells the story of the professionals that make the organization successful. These
figures also allude to the complex environment that the USCG works within in order to
accomplish its missions. The USCG works domestically, internationally and on the high
seas. The organization’s partners include the private sector, local, state, tribal, federal and
international agencies. Yet, there is no officer education program that ensures the officer
corps is knowledgeable in the various facets internal to the organization, or how the
organization’s external relationships are best maintained.

Further, a formal officer professional development program that includes
familiarity with national and organizational strategy, including an understanding of fiscal
policies and priorities, capabilities, assets, and personnel accessions, promotions,
assignments, and education as each relates to the USCGs internal workings and how the
USCG works among its partners. The USCG officer education system meets some of the
requirements to ensure specialists are available to complete specific tasks such as legal
and marine transportation. However, the performance gaps identified in the literature will

not be resolved through the current system.
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In an average day, the Coast Guard ...

L Saves 13 lives

Lt Responds to 64 search and rescue cases

% Rescues 77% of mariners in imminent danger
B Keeps 959 pounds of cocaine off the streets

% Saves $260,000 in property

5 Interdicts 10 undocumented migrants trying to enter the United States

B Services 49 buoys and fixes 21 discrepancies (such as buoys moved by
a hurricane)

% Provides a presence in all major ports

% Screens 679 commercial vessels and 170,000 crew and passengers

B Issues 200 credentials to merchant mariners

XL Inspects 70 containers

B Inspects 33 vessels for compliance with air emissions standards

L Performs 30 safety and environmental examinations of foreign vessels

entering U.S. ports
Boards 15 fishing boats to ensure compliance with fisheries laws
L8 Investigates 12 marine accidents
B Responds to and mvestigates 10 pollution incidents
= Does security boardings of 5 high interest vessels
% Escorts 4 high-walue U.S. Navy vessels transiting U.S. waterways
% Tdentifies one individual with terrorism associations
% Has 6 patrol boats and 400 personnel:
» Protecting Iraq’s offshore oil infrastructure
# Training Iragi naval forces

&

> Keeping sea lanes secure i the Arabian Gulf

Figure 16. USCGs Average Daily Operational Impacts

Source: U.S. Coast Guard, “About,” http://www.uscg.mil/top/about/doc/uscgsnapshot.pdf
(accessed 23 April 2011).
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In 2009, the Coast Guard ...

% Performed domestic icebreaking to keep waterways open for

commercial traffic

Enabled the transport of 32 billion worth of cargo

Assisted 479 ice transits

Tracked 1,200 icebergs that had drifted into transatlantic shipping lanes

Detected 112 foreign fishing vessels illegally encroaching the U.S.

Exclusive Economic Zone

%% Brought scientists to the Arctic to map the Arctic Ocean floor and for
studies on polar bears, ocean sediment and methane gas

% Conducted cooperative patrols with China for fishery enforcement in
the North Pacific

bt el el
LS A t!' L "lr'rlﬁ-‘l 1" 2"

b
e

Figure 17. Summary of USCG International Impacts - 2009

Source: U.S. Coast Guard, “About,” http://www.uscg.mil/top/about/doc/uscgsnapshot.pdf
(accessed 23 April 2011).

Figures 16 and 17 illustrate the performance success of the organization.
Measuring individual officer performance, however, is executed through the Officer
Evaluation System (OES). The Officer Evaluation Report (OER) is touted as the most
important document in an officer’s career.!® The rating chain, supervisors of the officer,
subjectively evaluates the officer’s performance over the duration of the reporting period,
and makes promotion and assignment recommendations. Appendix A and D contain the
USCG (03 and O4) and USA (all) officer evaluation templates. They are provided as
ancillary documentation but are not, themselves, significant to this study.

The reason the OER is considered the most important document in an officer’s

career is because the OER is a record of performance used by selection boards (advanced

179y S. Coast Guard, The USCG Officer Career Development Guidebook, 2nd ed.
(Washington, DC: Government Printing Office, 1998), 7-3.
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education, promotions, and command cadre) and assignment officers when considering
the officer for assignment. A review of Commandant Instruction 1410.2, Documents
Viewed by Coast Guard Officer Promotion and Special Boards provides insight into the
importance of the OER. Specific items that are directed to be viewed and masked from
view are listed in Appendix C. A review of these lists reveals that the OER is the only
document that contains performance of duties information. The Record of Professional
Development, CG-4082, is permitted to be viewed however, it is an optional form the
individual officer may submit. A blank CG-4082 is contained in Appendix C. The form
indicates how it could be used to influence assignments, promotions and advanced
education opportunities but submission is not required. Officers are highly encourage to
complete this form once a year prior to the start of the promotion year whether being
considered for promotion, assignment opportunities or advanced education.

Samuel Huntington’s theory characterizes the military profession as one that
predicated on expertise, responsibility and unity and that these traits are measured
through five elements of the vocation.*”* As discussed, the USCG officer corps
demonstrates its expertise, responsibility and unity through its accession, advancement,
education, staff and competence. Unfortunately, the organization is missing a connection
between each of these elements. In order to develop the highest levels of expertise, the
USCG should establish a stronger link between promotions, education, assignments and

competence through an officer professional development program.

" Huntington, 20.

102



USA Officer Corps Professional Military Education

The USA officer professional military education program is a robust system that
includes deliberate accession and commissioning requirements, educational requirements
for assignment and promotion opportunities.*’? Similar to USCG officer accessions, USA
officers are commissioned through the United States Military Academy (USMA) or
Officer Candidate School.}”® Unlike the USCG, upon graduation from a USA accession
point, the newly commissioned officers attend the Officer Basic Leader Course.* As
discussed in Chapter 2, the USA officers are methodically educated based on rank,
position and goals. The USA officer education process and curriculum includes a focus
on studying broad national strategies as well as USA specific organizational goals and
strategies.'”® These programs were established and improved after in-depth study of the
USA profession over many years. Figure 18 illustrates the concerns pertaining to USA
officer performance as discussed in chapter 2. The USA officer performance concerns do
not differ greatly from the gaps identified in the USCG officer corps. The USA studies
appear to consider the profession as an entity and how it is performing versus the USCG
studies that delve into what attributes are lacking in the individuals that make up the

officer corps. Both the USA and USCG officer corps serves effectively, however, over

172y S. Army, Department of the Army Pamphlet 600-3, Commissioned Officer
Professional Development and Career Management (Washington, DC: Government
Printing Office, February 2010).

173y.S. Army, Army Regulation 350-1, Army Training and Leader Development
(Washington, DC: Government Printing Officer, December 2009), 66-67.
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several years and multiple studies, each has identified performance gaps in need of
improvement. Additionally, each service has responded differently to the

recommendations provided by the working groups or individuals conducting the studies.

USA Internal Study - Performance Gap Comparison

Wass de Czege Chmer
Analytical thinking skills Profession hindered by outsourcing
Interoperability with international USA education instructors

allies and joint services Cooperateness dissipating as senior

Critical thinking (how to think, not | officers separate from active duty
what to think) Expertise dwindling as study of

Lack of training and education in profession declines
advancing technologies

Lack of understanding strategic
intent

Figure 18. USA Internal Study—Officer Performance Gap Comparison
Source: Created by author.

As a result of the USA studies, improvements continue to be considered for their
already existing officer professional development system. The next few paragraphs will
discuss the ILE survey results in order to discern if ILE benefits the USA officer corps
ability to effectively execute missions and manage the service.

As discussed, the USA has a long history of studying its profession and methods
to improve identified gaps. Recently, much debate has taken place regarding the USA
officer corps education process including the Profession of Arms, the Military Ethic and
whether the Army office education programs are meeting the needs of today’s Army. In
2009, the USA CGSC prepared and conducted a survey to include the graduates of CGSC
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between 2006 and 2009. The general opinion of more than 3400 officers that completed
the survey of the 9910 graduates was that the learning objectives were met.!”®

The officers who completed the course and responded to the survey served in
positions at every level of the organization including joint, coalition, and combined
staffs.'”” They served in the continental United States as well as Afghanistan, Irag,
Kuwait, Asia, Europe and other locations all over the world. This survey, while
completed by only a third of the graduates between 2006 and 2009, clearly illustrates the
value in studying the past and present in order to develop strategies for the future.!’®
There are dissenting opinions regarding ILE effectiveness and relevance. For example,
some officers constructively criticized the force management portion of the curriculum as
having minor relevance to their branch function.'”*The USA CGSC curriculum will not
crosswalk in full to meet the needs of USCG. However, a closer look at the overall
system demonstrates how the USA officer corps remains an expert corps. The following
paragraphs provide an overview of the USA CGSC curriculum and the survey results.

The ILE program is a basic foundations course focused on professional military

education and leader development designed for mid-grade officers.'®® USA officers

7oy s. Army Combined Arms Center, “US Army Command and General Staff

College Intermediate Level Education Graduate Survey Report, March 2009 (Fort
Leavenworth, KS: Government Printing Office, 2009), iii.

1 bid., 2.
8pid., iii.
bid., iv.

180y s. Army Human Resources Command, “Intermediate Level Education,”
https://www.hrc.army.mil/site/protect/branches/officer/LeaderDev/MilSchool/ILE/index.

htm (accessed 6 March 2011).
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attend two phases of ILE. The first contains foundational core courses and the second
advanced branch specific training.'®! Both phases contain five instructional areas
including tactics, force management, military history, leadership, and joint, interagency,
intergovernmental and multinational courses.'®? Appendix D contains detailed
information pertaining to course flow and topics; however, discussion of these courses is
not as relevant to this study as the mere fact that the USA conducts the courses. And, the
course matter relevance to performance of duties.

A summary of the most and least favorable categories according to the survey
results provides a measure of CGSC relevance. The categories students ranked high in
relevance and effectiveness of the CGSC education include: refined critical thinking
skills to solve problems and make decisions, improved ability to analyze impacts of
international security threats, improved understanding of the military—media relationship,
and increased understanding and impact of the joint contemporary environment.*®®

The survey results concluded that USA officers who completed the course
assessed some portions of the curriculum as ineffective or not relevant.’®* Force

management curriculum was cited as not useful and not relevant, whereas a major trend

developed indicating students desired more coursework pertaining to interagency,

8 pid.
182|pid.

1831.S. Army Combined Arms Center, “US Army Command and General Staff

College Intermediate Level Education Graduate Survey Report, March 2009 (Fort
Leavenworth, KS, March 2009), 5-8.

B4bid., iii.
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coalition and multinational culture, transformation, emotional intelligence, systems
theory, homeland security, targeting and intelligence preparation of the battlefield.'®
The USA CGSC survey results illustrate some of the systems shortfalls and
benefits pertaining to the CGSC curriculum as assessed by recent graduates. However,
the survey also provides a realistic study of the curriculum successes and, as expected,
recommendations of ways to improve the curriculum. Based on the research within this
study, the USA’s dedication and commitment to understanding the relevance of the USA
officer corps is evident. Further, the impact the completion of ILE and AOC makes on

the officer corps assignment and promotion opportunities remains critical to the success

of the organization.

Summary

The literature available shows distinct trends among the theorists as they discuss
the expertise, responsibilities, and relationships that establish and maintain professions.
The USCG fulfills those attributes that theorists, and past and present military leaders
espouse. Through a detailed examination of the USCG officer programs, it is clear that
the USCG senior leaders desire an enduring level of expertise and professionalism. This
high standard, however, cannot be maintained without improving the USCG officer
education system. Chapter 5 provides recommended actions and further research

possibilities.

81bid., iv.
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CHAPTER 5

RECOMMENDATION AND CONCLUSION

The Army must enhance leader development in order to maintain the
relevance of its; leaders and senior leaders for the contemporary operating
environment (COE) of the 21 Century. The complex contemporary political
stage and operations in support of the Global War on Terrorism have demanded a
different kind of Army strategic leader. These officers must be sound tactical and
operational leaders, be multi-disciplined, and posses superior management,
cultural, and diplomatic skills not typically required of officers in the past.

— Colonel Jessie Farrington, Developing Strategic Leaders

Purpose

The USCG has a long history of timely effective response to a wide variety of
crisis and to routine missions. The USCG officer corps is integral to continuing this
tradition. In order to maintain expertise in a complex environment, USCG senior leaders
must consider improving the USCG officer corps education system. Factors such as
advanced technology, more complex and bureaucratic budget processes as well as the
USCG?’s fluctuating budget yield an environment requiring an adept officer corps with an
understanding of the global political environment. This study demonstrated the potential
benefits of an institutionalized USCG officer corps military professional development

program.

Interpretation of Findings

Based on the information contained in the literature review and subsequent
analysis in chapter 4, this study confirmed the USCG would benefit from an
institutionalized officer professional development program. In fact, it is the responsibility

of the organization to ensure its leaders are adequately prepared for the future. The next
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few sections discuss previously recommended initiatives as well as recommendations
from the author.

The USCG officer corps is a professional body with an obligation to the nation to
understand how to best equip, organize and train the organization. In order to fulfill this
obligation, organizationally, the USCG needs to develop a robust officer educational
system that establishes strategic thinking and political savvy as fundamental and cultural
competencies. The concepts of bias towards action and doing more with less are
attributes the USCG relies upon year after year. As a response agency, these elements
prevail many times as operations are executed. Senior leaders recognize that this
translates into completing a large amount of planning, organizing, equipping and training
prior to an incident occurring that requires a response. Often, preparation includes actions
to prevent incidents as well. Improving the existing officer military professional
education programs will serve to enhance the effectiveness of the organization by
enabling a better organized, equipped, and trained organization leaning forward to get the
job done. The Long View and Evergreen Projects attest to senior leader commitment to
preparing the USCG of the future. However, the participation of only of a few select
members is not adequate. The following paragraphs briefly discuss recommendations
found in the USCG internal studies.

The JONA working group provided thirty-eight recommendations to senior
USCG leaders. The first recommendation pertains to development of a continuum of

training focused on interpersonal skills, self-awareness and values.'®® Another

188JONA, 2-1.
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recommendation discussed the benefits of establishing a professional development
program that focuses on a career instead merely focusing on the first tour only.*®’

The MOLGA working group provided several recommendations to address gaps
identified in mid-level officer performance. These recommendations pertained mainly to
further research as a result of the working groups determination that the USCG twenty-
eight leadership competencies did not clearly translate to specific performance at a given
paygrade.*®® The working group provided a research proposal focused on the transition
between tactical and strategic expertise as it pertains to USCG officer professional
development.'®®

Dr. Youngman provided numerous recommendations in her study related to
change and strategic intent within the USCG. The most notable recommendations include
enhancing USCG officer participation in DoD service school educational programs,
expand opportunities for assignment to joint positions following completion of joint
professional military education, use the Long View and Evergreen Project models to
enhance officer professional development, and consider a Homeland Security University
or some less resource intensive variation of a university.'*

While the officer advanced education programs in place are vital to continuing

effectiveness of the organization, an additional requirement should be established to

provide a baseline continuum of military professional education. All officers should be

¥71bid., 2-4.
B8MOLGA, 17.
891bid., B-1.

199y oungman, 149-155.
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required to read overarching documents such as the USCG Commandant’s State of the
Coast Guard Address, the USCG Annual Budget Request and Justification and the USCG
Annual Posture Statement. Additionally, the DoD Quadrennial Homeland Defense
Strategy and the DHS Quadrennial National Security Strategy are a must read for all
officers regardless of rank. These documents discuss relevant issues to the nation and
strategies to achieve objectives therein. Therefore, they are relevant to how the USCG fits
into the system of federal agencies and armed services. The budget process transcends all
mission areas of the USCG. It is vital that each and every officer of the USCG
understands how the federal budget works, as well as how the DHS facilitates the budget
process.

The role of the USCG officer corps is to lead, organize, train and equip the force.
In order to effectively manage these efforts, officers must be experts in their specialty
area as well as have a clear understanding of USCG roles and missions, and historical CG
lessons learned in order to analyze organizational trends in order to effectively integrate
the USCG into the larger world model.

Once commissioned, individual officers are relied upon heavily to seek an
understanding the past, present and future USCG. Initially, the newly commissioned
Ensign is largely involved in entry level training. As illustrated in this study, the entry
level training an Ensign completes varies depending on the community or career field he
or she is working among. For example, an Ensign who goes directly to aviation training
is required to meet very different benchmarks than is the one who is assigned to a High or

Medium Endurance Cutter with the idea that the officer will continue to build on that
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specialty competence area throughout his or her career.’®* As the Ensign progresses and
promotes to Lieutenant Junior Grade, he or she normally becomes more involved at the
unit level as far as planning future. These are the first opportunities for a junior officer to
engage in strategic planning, albeit on the unit level. Given officer assignments, while
varied, are generally two to four years in duration, the opportunity to engage in strategy
sessions are limited. Again, this is acceptable as the newly commissioned officer is
inundated with earning qualifications and certifications. But, there should be some
exposure and discussions surrounding organizational vision, and leading the organization
through strategic analysis and deliberate action.

As the Lieutenant Junior Grade becomes confident and assumes a mentor and
trainer role for newly commissioned Ensigns, he or she must demonstrate the ability to
address unit and organizational needs. It is important to keep in mind that in USCG
LTJGs can serve as Commanding Officers. These positions are by selection by senior
officers and require a high degree of demonstrated judgment. The selection process is
based on a subjective review of the officers record of performance. Along with observed
and documented performance, the selection process should link directly to professional
education. As the officer progresses through his or her career, tangible career progression
points should be required in order to move to the next level of the organization.

As the Lieutenant’s responsibility continues to increase, officers in the Prevention

community are charged with understanding the intricacies of state and local regulatory

191 .S. Coast Guard, Commandant Instruction 1401.5AF, Schedule of Active Duty
Promotion List (ADPL) and Inactive Duty Promotion List (IDPL) Officer Personnel
Boards and Panels, http://www.uscg.mil/psc/opm/Opm1/Opmldocs/Boards/

PY11 Docs/PY11%20Schedule%200f%200fficer%20Boards%20and%20Panels.pdf
(accessed 21 April 2011).
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elements of vessels and facilities while officers in the Response community direct
responses to Search and Rescue and Maritime Law enforcement operations such as
migrant interdiction or drug interdiction operations. Still those officers residing in the
logistics community are vital to the success of operations as they coordinate and facilitate
the budget, engineering (civil, facility and naval). There is no foundational training
regiment subsequent to the commissioning source providing a fundamental level of
education as the officers progress through their careers.

A similar path is taken through the Lieutenant Commander, Commander and
Captain ranks. Each officer is encouraged to seek educational opportunities to both
broaden their knowledge and skills, and to remain expert specialists. However, there is no
course of instruction to ensure emerging doctrine, strategies and tactics reach each and
every officer.

The recommendations provided by several internal working groups over the past
ten years remain viable today. The Long View and Evergreen Projects need to be
expanded to a greater number, if not all, officers. These types of professional
development tools implemented in an institutionalized officer military professional
development program will serve the organization by ensuring its leaders are adept to

critical thinking and decision making.

Recommended Changes

The USCG officer corps is managed and governed with existing accession,
assignment, and performance and promotion systems. The underlying commonality of
these systems, however, is subjectivity. These systems have proven to work as thousands

of officers have been accessed, assigned, evaluated and promoted throughout history.
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However, as theorists and military senior leaders have astutely pointed out, in order to
maintain expertise, officers must study their organization and nation’s history, and must
be committed to the client—professional relationship. The USCG’s can no longer afford to
rely on the initiative of its officer corps to educate itself. The complex operational
environment demands more. USCG officer professional development should be pursued
through courses of study developed, coordinated and instructed by USCG leaders. These
courses should augment the current educational systems by providing a continuum of
education starting with initial training followed by a mid-level officer course, and a
senior officer course.

Assignments, particularly command and high profile positions, should be
predicated on observed, documented performance as well as completed USCG officer
professional development courses. Senior USCG leaders should charge the Leadership
Development Center with reviewing the studies previously identifying officer
performance gaps and developing a viable curriculum focused closing the gaps at the
junior officer, and mid-grade officer levels.

The Record of Professional Development, CG-4082, should be required as a
supplemental document on the same schedule as the OER. USCG leaders at all levels
should be required to report their education and training accomplishments including
articles written and published, books read, and certificates obtained. Submitting this form
with the OER would serve as a tool for assignment officers, selection boards and unit
leader development.

Finally, the changes in the education process and assignment policy discussed
throughout this study would naturally enhance the USCG officer promotion system
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through the requirements of completing certain USCG officer professional education

courses and an annual CG-4082 submission.

Recommendations for Further Study

The USA provides one example of an institutionalized education system. The
officer professional development programs represent a continuum and enduring process
developed, studied and implemented in order to maintain the culture and expertise of the
USA officer corps. There are many other organizations worth studying in order to
ascertain how they overcame resource constraints and what benefits were derived from
their programs. For example, study of the U.S. Navy, U.S. Marines and U.S. Air Force
officer professional development programs may produce alternatives useful to the USCG.
The size, mission and cultural impacts of these organizations could produce various
solutions and challenges of an institutionalized officer professional development
program.

Study of the Customs and Boarder Protection (CBP) education and training
program is a viable comparison as both a sister agency within DHS and an agency with
similar training and resource requirements. There are many dissimilarities between the
USCG and CBP, however, a thorough review of CBP may provide unique approaches to
an institutionalized program that links assignment, promotions and performance

evaluation with organizational mission success.

Conclusion

The USCG officer corps provides a valuable service to the nation. This study

explored the definition of the USCG officer corps profession, the current processes and
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systems used to administer and manage the organization, as well as the organizations
successes and the areas within the officer corps in need of improvement. Several theorists
conclude that a professional organization must continue to grow and learn within its
expertise. Remaining experts in their chosen field ensures, USCG officer professional
military education would ensure the trust and confidence of their client remains intact.
Dr. Youngman'’s study provides a fitting conclusion to this study. Drawing upon
the USA as an example, she remarked that the USA transformation initiatives focused on
the development of officer strategic competencies earlier in an officers career.*® Further,
the USA identified officer competencies encompassing systems governance, and cultural
perspectives that helped to reshape the USA officer competencies and reaffirm the basic
principles of the profession.’®® Dr. Youngman’s study, as discussed, centered on the most
senior USCG leaders. This fact alone validates the need for a continuum of professional

education within the USCG officer corps.

%2y oungman, 122.
% bid.
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GLOSSARY

A School. Entry level training for enlisted members.
C school. Advanced training within a specialty; both officer and enlisted attend.

Group. Outdated term used to identify geographically oriented USCG operational unit
responsible for Maritime Law Enforcement (recreational boating, fisheries
enforcement, aids to navigation, search and rescue, and marine events).

Marine Safety Office (MSO). Outdated term used to identify geographically oriented
USCG operational unit responsible for Captain of the Port Statutory authority
including Marine Inspections of commercial vessels, pollution response and
Regional Exam Center oversight.

Road show. A training event conducted by a training team held onsite at a field unit vice
the training center

Sector. A geographically oriented USCG operational unit responsible for all USCG
missions within the geographic boundary
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APPENDIX A

USCG OFFICER EVALUATION REPORT (O3 and O4)

U.S. DEPARTMENT OF Validation:
HOVELAND STCURITY OFFICER EVALUATION REPORT (OER)
CG-5310B (Rev. 02-09)
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Page 2 of CG-5310B _(Rev. 02-09)
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2 messaue Fdlad to Ilsten carefully orws mﬂerstandmg Listened carefully for intended Active ab]ny to listen with
rgumnentative. message as well as spoken words. opan mind and identify key
©) O O O O
b WRITING: Writlen material fr uemIm:learvefbos wmenmazsﬁd clear, concice, and Clear US| ed complax
ory. iz Sekon ponal Ol = - w .er’i’%s“’ ool metengl arody condng. 1
m to express facts and idess submitted Iy hc e Inraj (o at‘, aa stated ob)ecllves ertten ur pubfshsd m
remmalical orect, fail verad brought Guard.
and comvincingly. o '%%me, o dolivesd by an mpmng O m S\mordmaes material reﬂ &W educated subommemoeﬂeahemﬁm

COMMENTS:

5. LEADERSHIP SKILLS: Measues an officer's ability to support eveigg, direct, and influence others in @rformng work.
a. LOCKING OUT FOR OTHERS: Seklom recognized or responded o needs of| 3 | Cared for % ized and res Lo} Always accessible. Enhanced overall
sde Iresom:s Llc!‘anped despite; their aa; crefrgm _outside resources as| “eaysAcw contributed o m quag;:g
apparent rorance propi onsidered indwil among
Atl}‘tew to_consier and respond. 10| capabililies Drcased Shanca of fakee. . Sekior 3 ize  opportunilies  for Sichess, personalresponsibilities.
gm ‘gc m@%' recognized or rewarded desenving subordinates. Consistently recogized and rewarded desenving| hnmiﬂdas bmersmed aapmpnaze and nmely
applaion of aocie conoepts i sul recognition, Both fomai
oidis. (@) @] ©) ] O
DEVELOPING OTHERS: restrcted Tor vided unities  for Created cl situations which optimi
o profess) growth, kept others it namow sional gromgn ot © prafessiona and
ity to use ment counseing, voles and discouraged the level of risk-taking axpand their rokes, hmﬂe important tasks and oppunu'dy for sneoes Gu%ed % and
m&;ym provie ofgorurites 1o messaymlmgg guagclk oL el l?r(;.k!‘tak n6cessa fmehg ”%m performance. Adepll counseled &%s
others' professianal dev nt. accomplis! F"ynvdsnm praise and professional pol mﬁ, strengths ~ and asas fu
constnictive fesdback. improvement.
@) O O (@) (@)
ING OTHERS: in_directing or influenci A leader who eamed others' suj and mpmmmlleaiermmﬂva!edolm 0
¢. HRECT mﬁm u:yalled : h%‘d rﬁg ?&mnrrmﬁsm high work starliamwg% achieve wtguirt:‘ ngx ﬂg'mally mm“'ai?lac
i o subordinates ulated requTeme| expec !II"MI laa'y
m"&w n accountable for shoddy work or imesponsioie measurament ;. held subordinates empowered sul 'S bordtis. B
% actions. Unwdling to” delegate authority accountable.  When e, delegated Moﬂ abﬁcmss to aocomgesh tasks
increase efficiency of task accomplishment. authority to those directly responsible for the Jeaders!
0 O O] O | eretienaing satiors.
d. TEAMWORK. Usedleamsmuecllv ota(vmgﬁlms Skilfilly used teams fo increase  unit Insightful use oHemvsruseduril mhm
resul! m,ytean effectivencss. mavag:d U 2o ersleg?é& cooperaio: beyunwpsexpec in_cifficat ’siglﬁaﬂc::)‘1 Mapr
mna%bm'm Exdudngd team mﬁas vital information. and inuougd tepan members in GeciSion Process. utuf 1 effet.  Established
davelop espit de corps. J Stifled dscussms ordndrmconmume ‘mic Fffectively negotiated wwuksa:mssabmaimoe
ly. Inhibited functional work across tunclional boundares to enhance) m‘ﬂa ra;sng accompishmedsoi
ﬁemnnwmdelmauri or senvice support of broader mutual goals. goals 0 a remark;
®) O O O O
e. WORKPIACE CIMATE: Infolerant of individual differences, exhitited| Sessitive to individual differences. _Encol Exceled at creann? an environment of faimess,
discaminatory  tendencies  toward  othess, open communication and respect. candor, and Individuals of dverse
MY to vaue indiidual differances 'gg;rw or ggmbmd 0 an ummi?gabl‘e ;er Enkoment dtr‘v e:gus tameisi.‘ digrity, t:er:l(g;munﬂsFs and_ posi aﬂ qmnmlm'llffc k‘ﬁ‘fe m&f
e an env_mxmem o tesoon i ggronnwoFms mﬂw iors_and respot::l& oﬂp&yadsaﬂam%'anlndr ection nsl be‘\avnol inconsstent with Coast
others. support o] impact on athers. supgorted Guard or which
communication znd ’“”L s Guard hiinan policies. Coast Guard human resources palicies. Doraates 1o SN 200 gofmlsmem.
@] ©) ©) O O
f. EVALUATIONS: were  frequen! Nematives Repons consistently submilted on time. late.  Namafi
The extent to which an officer, as ingecurate o of poo e o m_fa?mmh@,arﬂwmu’eﬂ Wainem?mw 'mﬁ'm?m
wmﬂ Officer and  fater %) ormmces! myasﬁu speclcabsewamd mnaﬂmpem Subordirates’
conducted Mﬁ:’ oihers 10 m on by others. qul s ?%ﬁ& 18l iur revisiol Metmm forrevsm he{\smed momsND
1namwmctacmcul oy ey, oyl ors OFS respansibilties 25 Reponed—m ram'asgt E!e %ﬂ mm aporopriate.
pesomel o ) @]
COMMENTS:
6. SUPERVISOR AUTHENTICATION (YYYYIMM/DD)
3. NAME AND SIGNATURE b GRADE | c. EMPLID d. TITLE OF POSITION e. DATE
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7. REPORTING OFFICER COMMENTS: Supplement or amplify Supervisor's evaluation.

OConcur (Do not concur

RO is Supervisor

8. PERSONAL AND PROFESSIONAL QUALITIES: Measures selected qualities which illustrate the individ "s character.
INITIATIVE: Postponed needed action.  Impleme: Championed provemen( i wgres sought out addhlmd responsil 7 | NO
& sméomed improvements on whgr‘?‘!i“xecled o mem"o‘&s, o % Amlc ed A el uwais oy hm'/
do so. Showed lie interest in career md mavador mmwmm:ngmmmup
Abifity to originate and act on development.  Feasible  improvements  in resolve them. ly innovalive. Optimized use of rew ideas
de% Dll'SUe cpportunities to ‘93"3“1 metheds, 3 products  went reor development. pr(xlucuwly melhods 10 improve wark - processes,
{J and - sesk WSlb"‘Y unexplomd. enhanced mission performance by ing nsw decision-making, and service delivery.
mmou qguidance and supesvision, O O ideas and memx!s O o O O
b, JUDGMENT: Declsiuns often displayed analysis. Failed Damms ﬂ\ouﬂ Combined keen analytical !?t;gn and-
¢ messpe'a]dmsm,rg,mped to a%sa sed fam datg, ing ical 3 i 1o make
Abiity to make sound decisions and cmclusms without ounsoemg aid et erce and considered the impact te decisions. Focused on {fe key issues
provide valid recommendations by allematives, and impac \'aly emal seglities, Weighed risk, and the most rdevam information.  Did fhe right
using facts, expenence, politicall weigh risk, cost, time wusldsrams. Un- cost ad fime considerations. M: thing atths 3; awarendss
concemed with politica! drivers on organization. decisions promptly with the best available ol decisions on othess, No( afraid to
‘assessment, and analytical thought, inée ¥ asonahle nsks to achieve positive results.
O @) O @) 0l0
. RESPONSIBILITY: Actions demonstratad questionabie ethics o lack Held seff and suborinates M Inf aﬂarfmshegm mrl
i — of commifment. Tde%ﬁ indifference ur lalled professionally ntable. Spt@)l“ire§ up leg;l% surm!matss highes| of per-
Ah to at e(l'n:dy hoid accountabie. necessary, even when expressing mwhr sond and profi abdny Did the nght
iy mesane% omanization to absord personnel unblems rather positions.  Supported ionad policies’ and thing even when l was difficull,  Succeeded in
m. accoumabim s than confrorting them as rawed._ Tended notto| [ dacisions which may have been counter fo own even uj polices or decishns Wik,
ooedines ¥ spaakufmgam Provided min- imal . Committed 1o the Actions demonstrated commitment to
$ support for decisions counter 1o own ideas. of goals. achievement of arganizational gods.
O (@] O Q{0
d. PROFESSICNAL PRESENCE: re of 7 UNCoOper- In how CG objectives serve the Aways seff-assured, projected deal GG image.
aﬂve or blaee?m;-\teracﬂovs Lost' COMPOSUNe m cooperative and fair in all interactions. FPolsed in respms g&s’ provocative tgv;\s
Abiity to bring credit 1o the Coast| in difficut situations. Conveyed poor image of sed in i Conyeyed post Confiibuted Isadetshlp ke incivan/mitiay com
emmmgnmmms compe-| <o and CG Ignorant of or sloppy with com- tive image of self and CG. Well versed i munity. Exemplified and held others accountable
‘e'?i deme and gppesrance. mon miitary countesies. appearance precise in rendering ang L]?mumg milk for the core values and finest lraditms of military
Extent to which mmﬂe’*ﬂlﬂm the g belows Stancard. Faied 1 dispiay Gredl_care in uniform appear- customs and prolocol. Meticulous unform appear-
Coast Guards core values the Core valies of honor, respect, and dava ance and groom| ggmaeu the core vaues of ance a4 g simitar Standards in
respect, and devotion to duty. 1o duty. honor, respect, and devotion fo duty, others.
@) O O Qlo
€. HEALTH AND WELL-BEING: Did not adhere 1o the Coast Guard Fitness Pro- Mdmained weiEm standands and amased 10 me % ness and
gram. Faled to meef minimum sta-dans of 1 enomy.  Consist cmmned al ngn mes
Abmly 1o invest in the Coast Guard's weight control or Sobriety. Tolerated o mm am well-being of self and subomnrgtgs, and ‘actively _foliowed
by caring for the wg‘fyscd heath, doned others’ alcchol abuse.  Seldom wsnder— Enhanced personal performance through activities mran Optmzed ers: al rmance
emotionzl well-being of seff ed subordinates’ heslth and weﬂ-bemg supporting’ physical and emotional ~ wel-b ugh in zclivities which supported
ing o unable to recognize and man stmss Recognized and managed siress effi ;s al and emotional well-being. Monftored and
despite apparent need. Failed to xwatd Ensuted that safe operating proceduses were a“é:«ad 5 deal with stress, enhance health
identify and profect personnel from salety followed, well-being. Demonstrated a  significant
hazards. commitment towards safety of personnel.
@) O O (O1K6®)
COMMENTS:
9. COMPARISON SCALE (FOR GRADES 03 TO 04): Compare this officer with others of the same grade whom you have known in your career.
Pelformance Marginal Fair performer; Good performer; Exceltent mer; Slrongb/ recommended BEST OFFICER
P 3 recommended for aive fough, challenging give toughest, most this grade.
grade or bﬂat limited potential. i ponsibility leadership assignments. promonon
O O O Q
10. POTENTIAL: Describe ability to assume greater leadership roles and responsibilities (e.g. ¢ d, special , promotion, and special skills).

11. REPORTING OFFICER AUTHENTICATION

(YYYY/MM/DD}

& NAME AND SIGNATURE

b.GRADE |c. EMPLID

d. TITLE OF POSITION

©. DATE

!

!

12. REVIEWER AUTHENTICATION | a

I COMMENTS ATTACHED: {Required when the Reporting Officer is not a CG Officer or CG SES or when Reported-on Officer

is unable to review CER)

b. NAME AND SIGNATURE

¢. GRADE  |d. EMPLID

e. TITLE OF POSITION

f. DATE

120




Page 4 of CG-5310B (Rev. 02-09)

INSTRUCTIONS

PURPOSE: The Officer Evaluation Report (OER) primarily provides
information for officer corps promotion, selection, and assignment
determinations. Secondary purposes include: (1) prescribing common
standards of expected performance; (2) reinforcing Coast Guard values;
and (3) acting as one means of performance feedback for the Reported-on
Officer.

GUIDING INSTRUCTION: Chapter 10-A of the CG Personnel Manual,
COMDTINST M1000.6 (series), contains all official guidance on OES
requirements.

RESPONSIBILITIES: All Coast Guard officers and raters of CG officers
should be aware of their OES responsibilities as outlined in the CG
Personnel Manual.

SUBMISSION SCHEDULE:

Grade Active Duty IDPL
Captain Apr Apr
Commander Mar Mar
Lieutenant Commander Apr Apr
Lieutenant May May
Lieutenant (Junior Grade) Jan and Jul Jut
Lieutenant (Junior Grade) in zone for LT Jun Jun
Ensign Mar and Sep Mar
Chief Warrant Officer (W4) Apr Apr
Chief Warrant Officer (W3) Jul Jul
Chief Warrant Officer (W2) Jun Jun
Notes:

(1) An OER period may be extended for up to 92 days (semiannual) or 182
days f{annual) under certain conditions. Consult PERSMAN for further
guidance.

(2) OERs for IDPL grades of CAPT, LTJG, and ENS are annual. All other
IDPL OERs are biennial.

(3) Officers assigned to DUINS follow an annual/semiannual schedule
according to school terms.

TIMELINE:
2idays  before end of period:

Reported-on Officer submits to Supervisor a list of significant
accomplishments during the period, supporting documents (as
required), administrative data required for OER Section 1, and a

completed OER page 4.

PREPARATION CHECKLIST (OPTIONALY):
Administrative T iption of Duties (Secti 1.and 2):

All fields completed (enter dates in YYYY/MM/DD format and enter
only one occasion for report).

Primary duty will be capitalized (no other text enhancements,
such as underlining, bolding, or all capital letters, are allowed throughout
the OER).

Attachments listed (only personal award citations, punitive letters, or
letter reports for senior service school allowed).

Performance Evaluation (Sections 3-5 and 7-8)
Marks assigned according fo standards which most closely describe

Reported-on Officer's performance during the period.

Specific examples cited for each mark which deviated from "4".
When applicable, comments on seamanship or airmanship ability are
distinct.

Comparison or Rating Scale and Potential (Sections 9 and 1Q):

Section 9 mark assigned according to the instructive clause

on the form.

Comments describe Reported-on Officer's overall potential for greater
responsibility (include, as appropriate, recommendations for promation,
special assignment, and command).

10days  after the period:
Supervisor sections of OER due to Reporting Officer (RO).
30days  after the period:
Supervisor and Reporting Officer sections due to the Reviewer.
After Reviewer signs the OER, Reported-on Officer reviews the
OER and signs in Section 1.b.
45days  after the period:
QER due to CGPC for review and entry into the official record.
RESTRICTIONS:

Raters shall not mention a Reported-on Officer's: (1) First name; (2)
Non-selection for promation, including allusions thereto; (3) Record appeals; (4)
Psychological or medical conditions; (5) marital or family status (including
pregnancy); or (6) Performance observed outside the reporting period. Raters
also shall not: (1) Expressly evaluate or place emphasis on gender, religion,
color, race, or ethnic background (applies to both member and third parties); or
(2) Include information which is subject to a secunty classification.

See PERSMAN for additional restrictions that apply to disciplinary proceedings.

TIPS FOR EFFECTIVE COMMENTS:

1. Be specific.
Concisely describe the performance by relating the action observed

and its impact; quantify the action whenever possible and explain why it was
important; avoid empty superlatives. Do not repeat the dimensions.

2. Save space.

Use information bullets; reduce the use of pronouns; use member's
name sparingly, if at all; use action verbs and semicolons; and avoid excess
words. Acronyms and abbreviations are effective only if they are common to
all Coast Guard communities or are initially defined in the comments.

3. Beclear.
Don't lose the meaning; watch for cryptic comments.

-

L

13. RETURN ADDRESS. (Name and address to which a copy is sent after fiing the original in the officer’s record. )

14. OER ADMINISTRATOR REVIEW:
—I a. Inifials: ]b. Date:
/o |
PRIVACY ACT STATEMENT
This information is requested under the authority of 14
U.S.C. 833 to determine an officers suitability for
promotion or job assignment.  Submitting this
information is mandatory. Failure to provide it could
adversely affect promotion opportunities and job
| assignments or lead to disciplinary action,

Source: U.S. Coast Guard, Officer Evaluation Report (OER), CG-5310B, February 20009,
http://www. uscg.mil/psc/opm/opm3/digital-signatures.asp (accessed 23 April 2011).
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APPENDIX B

USA OFFICER EVALUATION FORM

+

OFFICER EVALUATION REPORT |

For use of this form, see AR B23-3; the proponent agency is DCS, G-1.

FOR QFFICIAL USE ONLY (FOUQ) +
SEE PRIVACY ACT STATEMENT IN AR £23-3.

PART | - ADMINISTRATIVE DATA

8. NAME (Las!. First, Miadle fnitial) b. 85N c RANK  [d DATE OF RANK (¥YY¥MMDO} [ BRANCH |, DESIGNATED syes owo;
o.1. UNIT, ORG., STATION, ZIF CODE OR APO, MAJOR COMMAND 9.2 STATUS CODE h REASON FOR SUBMISSION
I PERIOD COVERED | RATED [k NONRATED[. NO.OF[ m RATED OFFICER'S AKQ EMAIL ADDRESS o uIC 0. CMD
8 p. PSB
FROM {YY¥YMMOD) THRU (¥Y Y YMMDD) NS FADES BBk -gow ar il CODE CODE
0

PART Il - AUTHENTICATION (Ratled officer's signalura verifies officer has seen completed OER Parts [-VII and the admin data is correct)

a. NAME OF RATER (Lasl, First, M} SSN RANK POSITION SIGNATURE DATE [¥YYYMMDD)
b. MAME OF INTERMEDIATE RATER (Last, First, ffl [ 35N RANK POSITION SIGNATURE DATE (Y'Y Y ¥YMMDD}
c. NAME OF SENIOR RATER (Last, First M) 55N RANK POSITION SIGNATURE DATE (¥¥YYMUDD)
SENIOR RATER'S DRGANIZATION BRANCH | SENICR RATER TELEPHONE NUMEER, E-MAIL ADDRESS (.gov or .mif)
4. This bs & efarred repord, de pou wish fo make commenis? . SIGNATURE OF RATED OFFICER DATE (Y¥Y¥MMOD)
ij Yes, comments are attachad D Ko

PART lll - DUTY DESCRIPTION

2. PRINCIPAL DUTY TITLE

}b. POSITION AOC/BR

& SIGNIFICANT DUTIES AND RESPONSIBILITIES. REFER TO PART IVe, DA FORM 67-8-1

PART IV - PERFORMANCE EVALUATION - PROFESSIONALISM (Rater)

CHARACTER OGisposition of the keader, combination of values, afiributes, and skills affecting leader astions

b1, ATTRIBUTES (Seiect 1)

Fundamental qualitias and
characteristics

Passesses desire, will, initiative, and discipline

a. ARMY VALUES (Comments mandaiony for all "NO" snfrias Uss PART Vbl Yes No Yes No
1. HONOR: Adherence to the Army's publicly declared code of values I J J 5. RESPECT: Promotes dignity, consideration, fairness, & EQ _‘
2. INTEGRITY: Possesses high personal moral standards, honest in word and de=d| | | || || 6. SELFLESS-SERVICE: Places Army priciities bofore self LI
3. COURAGE: Manifests physical and moral bravery ‘ 1 J 7. DUTY: Fulfills prefessional, legal, and moral obligations
4. LOYALTY: Bears true faith and allegiance to the U.S. Censtitution. the Army, the unit, and the soldiar
b. LEADER ATTRIBUTES / SKILLS / ACTIONS: First, mark "YES® or "NO" for each block, Second, choose a total of six that besl describe the rated officer Select one from
ATTRIBUTES, two fram SKILLS (Competence}, and three from ACTIONS {LEADERSHIP). Place an "X" in ihe appropriate numbersd bex with oplional comments in PART Vb,
Cemments are mandatory in Part Vb for all "No” entries.
[ [1. menTAL ves[wo [ [[ 12, eHvsicaL wes|wo | [ ls. EMoTIONAL ves| wo

Maintains appropriate ievel of physical |
fitnass and military bearing

Displays self-conlrol, calm under pressure

02 sKitLs (comperenze) |11 concepruat  |ves[ne | Il |2 inTERPERSONAL [es] o] s rechmcaL ves| wo
(Select 2) Demonstrales scund judgment, criticalicreative Shows skill with paople: coaching, leaching, Possasses the necessary expertise lo

Skill devaloprmant is part of self- thinking, moral reasoning counseling, mativating and empowering accomplish all 1asks and functions

el e s Rl |:|4, TAGTICAL Demanstrates proficiency in requirad professional knowledge, judgment, and warfighting |"ES| MO I

b.3. AGTIONS (LEADEREHIP)

(Seloct 3) Major activities leaders perform: influencing, eperating, and improving

INFLUENCING

Mathod of reaching geals while
operaling / improving

[ 11 communicATING

Displays good oral, written, and listening skills for
indrviduals / groups

¥ES | NO

:

|.—| 2. DECISION-MAKING

YES | NG

Employs sound judgment, logical reasoning
and uses resources wissly

l:‘ 3. MOTIVATING

TES| NG

i

Inspires, mativates, and guides others loward
mission accomplistiment

OPERATING

Shert-term mission
accomplishment

[ |+ PLanminG
Develops detailed, executable plans thal are

YES | NO

feasible, accepteble and suitablz

8

[ s EXECUTING

|‘fEE| N0|

Shows tactical proficiency, meetls mission
standards, end takes care of peoplelresourcas

[ |s AssessiNG

Y¥ES | NO

:

Uses after-zction and evaluation tools 12
facilitate consistent impravement

IMPROVING

Leng-term improvement in the Army
ils people and organizations

[ 17 DEVELOPING

Invests adequale ime and efiort to develop

individual subcrdinates as leaders

YES [ NG

E

D g8, BUILDING

YES | NO

Spends time and resources improving teams,
groups and units. fostars ethical climate

ES‘ LEARNING

:

¥ES | NO

Seeks self-improvement and arganizational
growth; envisioning, adapling and leading change

c. APFT:

DATE:

HEIGHT:

WEIGHT:

d. OFFICER DEVELOPMENT - MANDATORY YES OR NO ENTRY FOR RATERS OF CPTs, LTs, CW2s. AND WO1s.

WERE DEVEL OPMENTAL TASKS RECORDED OMN DA FORM 57-8-1a AND QUARTERLY FOLLOW-UP COUNSELINGS CONDUCTED?

£]

DA FORM 67-9, MAR 2006

+

PREVIOUS ERITIONS ARE OBSOLETE.

122

Page 10f 2
APD PE ¥v& S0ES



NAME SSN PERIOD COVERED = =

+ PART V - PERFORMANCE AND POTENTIAL EVALUATION (Rater)
a, EVALUATE THE RATED OFFICER'S PERFORMANCE DURING THE RATING PERIOD AND HIS/HER POTENTIAL FOR PROMOTION
OQOUTSTANDING PERFORMANCE, SATISFACTORY PERFORMANCE, l i | UNSATISFACTORY PERFORMANCE, [ | OTHER
MUST PROMOTE PROMOTE = DO NOT PROMOTE (Explain)

b. COMMENT ON SPECIFIC ASPECTS OF THE PERFORMANCE, REFER TO PART Ill, DA FORM 67-8 AND PART IVa, b, AND PART Vb, DA FORM 67-8-1

c. COMMENT ON POTENTIAL FOR PROMOTION.

d. IDENTIFY ANY UNIQUE PROFESSIONAL SKILLS OR AREAS OF EXPERTISE OF VALUE TO THE ARMY THAT THIS OFFICER POSSESSES. FOR ARMY COMPETITIVE
CATEGORY CPT ALSQ INDICATE A POTENTIAL CAREER FIELD FOR FUTURE SERVICE.

PART VI - INTERMEDIATE RATER

PART VIl -SENIOR RATER

a EVALUATE THE RATED OFFICER'S PROMOTION POTENTIAL TO THE NEXT HIGHER GRADE | currently senior rate officer(s) in this grade

= 1 A completed DA Form 67-9-1 was received with this report and
[Jeestauauren [ ofRhREDp [ ] DO NOT PROMOTE || OTHER (Expisin beiow) considera in my evaluation and réview [ Jrves| |wofespbining
b, POTENTIAL GOMPARED WITH OFFICERS <. COMMENT ON PERFORNMANCE/POTENTIAL
SENIOR RATED IN SAME GRADE (OVERPRINTED
BY DA)

ABOVE CENTER OF MASS
D (Less than 50% in tep box; Center of
Mass if 50% or more in top box)

[] CENTER OF MASS

D BELOW CENTER OF MASS

RETAIN
0] BELOW CENTER OF MASS . LIST THREE FUTURE ASSIGNMENTS FOR WHICH THIS OFFICER 1S BEST SUITED.
= DO NOT RETAIN FOR ARMY COMPETITIVE CATEGORY CPT, ALSO INDICATE A POTENTIAL CAREER FIELD FOR FUTURE SERVICE
+
DA FORM 67-9, MAR 2006 -+ -+ Page2of2

APD PE v8.50ES

Source: U.S. Army, Officer Evaluation Report, DA Form 67-9, March 2006,
https://armypubs.us.army /eforms/pdf/A67_9.pdf/ (accessed 23 April 2011).
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DATA SETS PERMITTED TO BE VIEWED BY USCG PROMOTION BOARDS

Data Sets:

APPENDIX C

Permitted to Be Viewed

Masked From View

Identification Data. General

Security Clearance Data

Pay Grade History Data

Family Data

Award Data

Personal Demographic Information

Assignment History

Pay & Service Length Information

Weight Data*

Sensitive Assignment Data

Separation Data Medical Data
Performance Data
Competency/Specialty Data
Educational Data

* Only specific instances of noncompliance and recompliance with CG Standards.

Removed from Previous Instruction:

CG-4916 Initial Active Duty Form

CG-5500 Application for Direct Commission
CGL-APP Letters of Appointment

CGL-AV Letters of Designation as CG Aviator
CGL-27 Letters for 27 Point Screening
CG-GED Results

DD-2366 Montgomery GI Bill Act of 1984

Source: U.S. Coast Guard, Documents Viewed by Coast Guard Officer Promotion and
Special Boards, Commandant Instruction 1410.2 (Washington, DC: Government Printing
Office, July 2006).
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U.5. DEFARTMENT E
HOMELAND SECURITY
1J.5. COAST GUARD
CG-4082TRev 2-10)

RECORD OF PROFESSIONAL DEVELOPMENT

Name fCastiFirstil): EMPLID: RankC
See Instructions on page 2 for completion of this form.
Key Word(s) Descriptive Title and Institution and/or ch:’?,ltlflc".:?:;: ’ Date
(see instructions) Location of Activity o;N A Completed

Member Signature™:

Date Submitted:

Commanding Officer Signature™: (required)

Date Approved:

* By signing above both Member and Commanding Cfficer certify that all information submitted in this form is accurate and corect based on actual
achievements by the member.

PREVIOUS EDITIONS ARE OBSOLETE
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Page 2 of CG-4082

PRIVACY ACT STATEMENT

Inaccordance with 5 LSC 852a(e) (3), The fllowing information is provided to you when supplying personal information to the L. S
Coast Guard

1. AUTHORITY which autharized the solicitation of the information: 14 USC 633,

2. 31 for which information may be usad:
(1) Factor in selection for promation.
(21 Factor in duty assignment
(3) Factor in selection for post graduate or specialized training.
3. The ==SwWiich may be made of the information: Same as above.

Whether or not IISCI OSUERF of such information is mandatory or voluntary and the effects on the individual, if any, of not providing all
or any part of the requestad information: Disclosure of the information is voluntary, but is encouraged. Mon- disclosure may rasult in the
possibility of diminished chancas for selection for promotion or advanced education, or namowed duty assignment options.

INSTRUCTIONS

1. Submit this form 1o the Commander, U.S. Coast Guard Personnel Command (Recards Branch). Only one signed original is needed
Signature approval from the commanding officer is required.

2. Only offical transcnpts or certified copies of transcripts will be accepted. Mo other attachments are authonzed.

3. Complete tha form using the following authonzed key word(s). Note: Use the provided examples to determina kay wordis).

KEY WORD(S) DESCRIPTIVE TITLE EXAMPLES (NON-INCLUSIVE)

UNDER GRAD DEGREE

GRAD DEGREE

ACADEMIC COURSES

CG COURSES”

CERTIFIED COURSES®

DOD COURSES”

QUALIFICATIONS®

LICENSE

PUBLISHED ARTICLE

PROFESSIONAL SEMINAR

LANGUAGE PROFICIENCY

* Course work NOT documented in Administrative Remarks, DUINS OER, or OER

Source: U.S. Coast Guard, Record of Professional Development, CG 4082, February
2010, http://www. uscg.mil/forms/cg/cg4082.pdf (accessed 23 April 2011).
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APPENDIX D

USA CGSC COURSE OVERVIEW

~—ILE Core/AOC Curriculum (AY 11)

Jan

Dec

Aug Sept Oct Nov

CZOO Strategic

Graduatiori‘

guage Program in Cooperation with the | anguage Institu
P900s take place prior to Common Core attendance

Source: U.S. Army, SGA Briefing 11-01v3, July 2010, slide 26, https://blackboard1.
leavenworth.army.mil/webapps/portal/frameset.jsp?tab_tab_group_id=_2_ 1&url=%2Fwe
bapps%2Fblackboard%?2Fexecute%2Flauncher%3Ftype%3DCourse%26id%3D_283 1%
26url%3D (accessed 23 April 2011).
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AADVANCED OPERATIONS COURSE (AQC) — ILE 10-01

OTAL HOURS: 312

[Title

Hours |-

i Title : Hours|
i Hou P20t okl P Mansgtment: Soucing end s (0311 - Tactical Battie Command & Operations 5
tie IS 02 Mocular Brgaos Capabiiiies, z [G312- MGO- Air Support 10 FS0 z
0101- Intro (1/16) 2 Q803 Seneesing Fotes SUpponic treoe & 0313 - Tactical =
[208-vAmgForcs Aana o {ARFOR G B EIoows ? 0320 - Planning Major Comtat Operations 34
(G205~ Brigade Training (Training Saiagy In ARFORGEN) | 16
[©399 - Exmcuting Major Combat Operations 42
0102- JFACC (1/32) B oo ot -
0103- SOF support to the CFLCC (1256) 2 [G276- Ainin, Airspace, 15 z - —
(0104- Theater sustainment (1/32) 4 Wrotar 22 0411 — Intro to Irreguiar Warare 2
_ s 0412 - Counterinsurgency 2
0105- USAID (1 “6) 2 - acting Support to Opeeational Pl ©413 — Stability Operations | 4
- = - K222- Suppor & Readmess in ARFORGEN z (0414 - Stabiity Operations | a
0199- Exercise (Develop a campaign plan using JOPP) | 50 G55 Gpersional Canraciing Suppat B 750 3 (0420 — Planning in Imegular Warlare 22
113 (Obvialon Fous) Gags - Exacute Stablity Operations in the BCT/J399 0
Total o4 224 pport to FSO 2 Conducted simulatanacusly with AFSC Maxwell
(e, Foxue) otal 64
| Total L
00; 40 A i
ORERATIONA QGR
a0( @ B DA 4 HR D D R
e HRS =
201- How Do Militaries Change? 2 Titie HAS
- Interwar Machanization 2 301 Paopie's Revolulionary War: Amenca
203~ Interwar Ai er Theo! 2 [Ha02- Pecple’s. War:_Mao
204- Carrier Al er Between the Wars 2 [H303- Nuclear and Limited War
205- USMC Between the Wars 2 [H304- Vietnam I
H206- Blitzkrieg, 1938-40 2 H3D5- Vietnam Il:_Vietnamization
H207- The Soviet-German Conflict 2 [H306- Transition in Post-Vietnam Era.
208~ Midway/Battio of the Atlantic 2 e e 2
H209- Bloody Lessons of Island ing| 2 Total 16
H210- Combined Bomber Offensive 2
otal 20
0 RS
i e Vijor Combal Operations
3 ' brequlas Wartare
vd Devsloping Leadors
and Dacisicn Making
: s LEADERSHIP
and Ethice 1 Viar
na
‘and Moral Coursge
Settle Gommand and C
210 Apgig
otal 2

28

Source: U.S. Army, SGA Briefing 11-01v3, July 2010, slide 28, https://blackboard1.

leavenworth.army.mil/webapps/portal/frameset.jsp?tab_tab_group_id=_2_1&url=%2Fwe
bapps%2Fblackboard%2Fexecute%2Flauncher%3Ftype%3DCourse%26id%3D_283 1%
26url%3D (accessed 23 April 2011).
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