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REVIEW OF EDUCATION AND TRAINING FOR OFFICERS

ANNEX T

JAGC PROFESSIONAL DEVELOPMENT

1. PURPOSE. This Annex 'propbses a professionil development program

for officers of the U.S. Army Judge Advocate General's Corps and out-

lines a training program in legal subjects for non-JAGC officers. As
background, the Annex includes a comparative study of the education
and training of lawyers within the other military departments and the
civilian community. The study and recommendations are contained' in
Appendix 1, : s :

2. GENERAL. The training and education of lawyers has undergone
substantial change in.the last decade. Law schools now devote more
attention to courses which Jdeal with the legal problems of social
change and which provide for the practical application of legal skills.
Continuing legal education has been recognized as essential to profess-
ional’ competency and .new programs are being developed every day. The
unique challenge of the military profession requires a careful analysis
of all legal education for the puriose of developing an educational

‘'strategy which is both cost-effective and responsive to the needs of

the military service,

3. RECOMMENDATIONS. A summary of recommendations is at Part VI,
Appendix 1. . : : '

1 APPENDIX
1. JAGC Professional Development with 1 Inclosure
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REVIt . OF EDUCATION AND TRAINING FOR,OFFiCERS

APPENDIX 1

' JAGC PROFESSIONAL DEVELOPMENT

TO AﬁNEX f
JAGC PROFESSIONAL DEVELOPMENT
I. INTRODUCTION
A. General

1. (m 22 August 1977, the Chief of Staff, Army, established a group to
conduct a Review of Education and Training for Officers (REVY0O) under the
chairmanship of Major General Benjamin L. Harrison, The missior of the
Review Group was to:

. = Determine officer ﬁraining and education requirements based on
Army missions and individual career development needs,

~ Develop training and education policies and programs which com-
bine self-~development, unit training and experience, and
institutional training and education in a phased schedule from
precommissioning through career completion.

* = Develop a plan for implementing.the recommended ' programs within
T a copstrained'resqurce environment.

- Coordinate the integration of approved pfograﬁs into the
FY 1980-84 program.

2, The Review Group consisting of approximately 30 officers from the Army
in the field, to include Reserve Component representation, assembled in
Washington, D.C. . The group|determined requirements by focusing on OPMS
hooling, and by examining specialties not under
and medical services. ' Alternative programs tn
oped involving significant changes to the officer
. The Review Group surveyed the officer corps,
universities, and foreign armies, seeking
lems identified during initial research. The
ectives and goals, specifies priorities for
ities of the Army Staff and major Army commands
ated officer professional development policies

OPMS, i.e., chaplain, legal
meet requirements were deve
education and training syst
sister services, industries
innovative solutions to pro
final report establishes ob
action and coordinates acti
in the development of inte
and programs. :

ted in two phases using systems analyais and a
e I, quantitative and qualitative education

3. The study was condu
zero base approach, In Pha

5 k.
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requirements were gathered, the current system was assessed and a comparative
analysis-made of other services, universities, industry and, for the legal
study, the civilian bar. The officer's career was given a vertical examination
from precommission to general officer. A comprehensive ADP program basad upon
duty modules, an officer questionnaire to evaluate opinions and perceptions,
and conferences in the field accounted for the primary data gathering effort.
In Phase II, the analysis of alternatives for optimum officer professional
development was conducted with a view toward establishing sound policies and
programs, maximum use of resources and rational implementation. The study
recommendations are based upon carefully derived requirements fer training,
maximum utilization of this training and on-the-job experlence to ‘produce a
program of officer professional development which is affordable, manzgeable
and simple. As a result of this study, it is more clear than ever before that
training/education, qualification standards and personnel management are
inextricably bound together. :

B. Army Legal Services - The Judge Advocate General's Corps (JAGC)

1. The Judge Advocate General's responsibility €Ot'professiohai legal
training is outlined in AR 351-1, dated 28 September 1977:

. a. Exercises responsibility for the professional legal training for
the Army.

b. Exercises overall supervision of education and training of commissioned
officers and warrant officers of the Judge Advocate General's Corps.

¢. Controls the ilow of personnel into The Judge Advocate General's School.

d. In conjunction with DCSPER and the U.S. Aimy Training and Doctrine
Command, develops Active ‘rmy training requirements in the field of military
law, . '

e, §g1ects JAGC officers and warrant officers to attend certain Army
schools, B

2. The professicnal davelopment of Judge Advocate General officers will
be put  to a severe test in the next 10 years as constrained resources, complex
nev laws with attendant court decisions and continued legal specialization of
the bar challenge the competency of the military lawyer, The requirement for
continuing legal edutation (CLE) -in the past has been met largely by The
Judge Advocate General's School, US Army (TJAGSA), in Charlottesville, Va.
This School has produced courses of instruction respomsive to needs of Army
lawyers. The high attendance by lawyers oi other Federal agencles teflects
the quality of these courses. (Table 1 - List of Courses). However, like the
Army school system in general, the efforts of this school alone will not be
sufficient to meet the challenge of the 1990'3. '

a. The Strategie Studies Ingtitute, U,S. Army War College projects a
concentration of like functions at DOD controlled by a "stove pipe" organization
by 1985-1995. Service/logistic agencies not related directly to combat will be
civilianized, with a military manager, Medical, legal and chaplain services,

T-1-2




except in specifically combat-oriented units, are key rcandidates. Only

252 of the positions in the Corps are in TOE organizations. . Conceptually,
75Z of JAG positions are in the TDA structure and could be civilianized.-
This idea may gain great impetus if the common misconception of the JAG

s a court-martial lawyer is not put to rest. In further observations on
specialization and civiljanization, the Strategic Studies Institute points
out that military service members will insist upon rights and benefits as
the service bhecomes a job rather than & way of life. The Institute con-
cludes that military uniors are inevitaole. It seems clear that too much
emphasis cannot be placed on the study of Federal labor law by military
lawyers. In the absence of skilled advocates in uniform, thie commander must
- depend upon the civilian legal specialist for advice and, perhaps, suffer a
further erosion of his authority. The growing reliance upon civilian legal
specialists presents a unique professional challenge. The JAGC must develop
specialists in all grades by the 1990's. The tough legal jcbs will no longer
. be staffed by court-martial experts.

b. ‘It is important to note that there has bean a continuing reduction in
grade in JAG duty positions based upon manpower considerations unrelated to
legal supervisory responsibilities. Typically, grade is based upon military
population rather than the nature.of the job. This is obviously an appropriate
criteria when fixing the grade of nonprofessional supervisors because it
relates directly to the size of the workforce under supervision. However, a
more rational basis would be to compare responsibilities of the typical deputy
SJA or branch chief with his civilian counterpart. In a recent study published
in the American Bar Association Journal (January 78), managing attorneys in
industry received total compensation in a range $42,000 - $61,000. Deputies
and Chief Legal Counsel received more. See Table 2. In the JAGC, more and

‘more supervisory positions are being reduced one grade to meet manpower
restraints. In the absence of professional pay, it seems clear that OTJAG
must vigorously oppose further grade reductions in supervisory positions, based
upon current staffing methodology, or suffer further erosion of JAGC pay and
compensation,

c. The scope: of practice for military lawyers must continue to expand in
order to meet burgeoning demands of litigation, ervironmental, labor, legal.
assistance and procurement law. This broad scope is the incentive the JAGC
must provide to the new lawyer - and the superior law student - for desiring
a JAGC rareer. It is the broad scopeé of legal experience sought by young
lawyers which makes them strive toward legal excellence, and not the steady,
monotonous  drone of guilty plea special courts-martial and elimination boards.
If we attract and keep only those officers who find satisfaction in these
latter pursuits, we have failed in our effort to develop a vigorous, competent
Ccrps of military lawyers.

Yy s 21

d. There 1s a vital and continuing need to maintain sound ‘relations with
the civilian bar. In the field, legal offices must participate with local
bar associations in CLE programs essential to the military and civilian
" attorney. Similarly, TJAGSA must not become isolated from the University of .
Virginia Law School, situated adjacent to TJAGSA grounds, and serving as a k
principal reason for locating TJAGSA in Charlottesville. Military lawyers ’ '
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must have the esteem of the cdivilian bar at all levels to provide competent
legal services. Today, the military must interface with the civilian
community in order:to meet its critical responsibilities for the national
defense.

C. The RETO study established several basic principles, utilizing sound
research techniques and modern educational methodology.

1. Professional development is a continuous process which must be
pursued every day of an officer's career, His full potential cannot be '
realized by isolated learning in the Basic, Advanced and CGSC courses. In
the legal profession, this principle is highlighted by the ethical responsi-
bility to "stay current."”

2. Professional development must be supervised on-the~job by the
first-line supervisor in an annual plan.

3. Qualification standards, as benchmarks for professional development,
make mesningful the need to combine education and training with experience
in different assignments to meet the demonstrated requirements of senior
level jobs. These standards give every officer a goal. In the legal
profession, they provide an outline of basic competency.

D. Modern ADP assistance is necessary to quickly retrieve information,
catalog it and manage assets and careers. Education, experience and
qualification standards must be the sole basis for persomnel management
in the JAGC. :

L




II. DATA SOURCES AND EVALUATION
A. Training and Duty Position Requirements - Systems Analysis
1. Anélysis of duty positions

a. Duty positions were categorized by Specialty Skill Indicators (SSI)
and duty modules assigned to each job. A duty module is a cluster of related
tasks which describe job requirements and, most importantly, the interrelationship-
between jobs. While the standard list of duty modules developed by the Army
Research Institute (ARI) was used in part. a new set of modules for the Arny legal
service was constructed and used in describing duty positions. These new
" duty modules have been referred to ART and accepted for incorporation into

the Army system.

b. Based upon this data, a comprehensive scheme for analysis of all
duty positions in all grades was programmed for ADP. Recormended training
methods, numbers of positions and TOE/TDA breakout were reflected in the
ADP program.

2. Specialty Skill Indicators:
a. Current SSI do not provide a basis for personnel management:

55A - Judge Advocate
55B - Judge
55C - Patent Lawyer

(1) There are only 2 patent positions and 59 judye positions. The
balance of 1,443 duty positions are coded as Judge Advocate. It is not
possible to reflect such duty positions on TAADS documents for management
purposes. '

(2) -Consequgﬁtl&; a substantial investment in ADP capability at DA is
rendergd useless.’

b. On a test basis, new SSI were constructed:

'55A - Judge Advocate iereieeseneenness 936 positions
55B - Criminal Law Specialist ......... 287 positions .
55C - Admir Law Specialist ,.....s..... 281 positions , . !

‘(1) These SSI provide a better description for position management, but
still fall far short as an effective management tool. See Table 3. )

(2) Discrete coding by SSI must be established for TAADS documents so
that requircments for each duty position can be identified in a uniform
system throughout the JAGC.

T-1-5
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¢. In order to fully utilize4ADP facilities at DA and provide maximnum

personnel management capability, SSI s should be expanded to the following
list:

55A - Judge Advocate (Basic)

55B - Staff Judge Advocate

55C - Criminal Law Specialist

55D - Judiciary

S5E - Administrative/'Civ:ii Law Specialist
. 55F = Procurem=ni Law Specialist '

556 - i<Iwinational Law Specialist

3% - Claims Law Specialist

551 - Legal Assistance Specialist

(1) These legal functions have been identified as traditional JAGC
specialty areas. In the officer survey, 98% of respondents were able to
characterize their job as falling within this list. They complement legal
task analysis and provide a rational basis for personnel management.

(2) The ﬁtilization'of these SSI's should be monitored for a three-year
period to insure that they adéquately meet TAADS coding requirements.

3. Duty Pcsitions - Analysis of TAADS documents and manning levels produced

1504 duty positions in JAGC.

4. Duty Module Constrﬁction

a. A total of 21 new duty modules were constructed for JAGC. See Table 4,
Every task performed by an Army law;er was identified, clustered by skill and
established as a duty module. Training and education requiraments for eac..
duty module were determined in a joint OTJAG/TJAGSA studv. This information
served as the raw data for the RETO ADP duty module amalysis. :

b. ARI duty modules, common to both JAGC and OPMS duty positions, were
employed in the JAG analysis. See Table 5. All duty pocitions, by grade,
were then coded with duty modules necessary to perform the job., See Table 6,

" 5. Duty Module Analysis
a. Common and Most Important Duty Modules

(1) Table 7 outlines duty modules which 'are common to each.officer grade.

'Illustratively, all captains must be provided with the training requited by

the duty modules in this table.

(2) The duty module appears as common and most important if more than
40% of duty positions require it. Therefore, PP-22 is reflected as common
for colonels but not for iieutenant colonels because less than 40% of duty
positions in the latter grade perform the job. Nevertheless, the lieutenant
colonel would receive such training if he is to assume the job. -

T-1-6 |
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(3) Training for these duty modules must be provided for in the JAG
Basic Course and in the Post Graduate Military Legal Education course (PGMLE).
Training for non-ﬂAGC duty modules would be provided in these courses
as well as in CAS~ and USACGSC.

b. Unique Duty Modules

(1) Table 8 outlines training requirements for unique duty modules.
Th..re are no unique duty modules for 699 judge advocate (captain) duty
positions. These basic ccurse graduates typically function for up to two
years without further resident training. The 243 remaining JAG captains
have more than 2 years AFCS, such as appellate advocates and instructors,
and must attend TJAGSA CLL courses on a TDY basis.

(2) . TJAGSA currently provides CLE resident courses to meet
training requirements of both common and unique duty modules. Only patent

" law and legal assistance are exceptions. The two pateni positions may be

trained in civilian institutions. Legal assistance CLE is derived

largely from state bar groups which concentrate on local law, although TJAGSA

does offer an excellent coursge on general legal asslstance subjects such as

the Soldiers and Sailors Civil Relief Act. It must be noted that the current effort
to achieve a statutory basis for legal assistance, as reflected by S. 1238 and

H.R. 7912, creates a recognized need for establishing a legal assistance

specialty. .

(3) ‘As the captain progresses in professional development from basic
entry level skills to a job requiring specialization, he will pursue train-
ing for a unique duty module at TJAGSA. 1Illustratively, when he leaves his
position as prosecutor to work in the administrative law section, a require-
ment for environmen:al law would be met by a TDY resident course at TJAGSA.
He would attend resident training only when he encumbers a job with a
unique duty module In it. This judgment would be made by the local
supervisor/SJA.

(4) The supervisor would project on an annual basis the CLE requirements

which complemented his planned office assignments.

6. Recommendations

a. Establish the followirg SSI's as DA policy in AR 611-101 and restructur¢
TAADS coding on TDA/T0Z2's to reflect actual jobs rather than "Assistant Staff
Judge Advocate." This restructure would permit identif;cation of tequirements
considerea essential by DCSOPS.

554 - Judge Advocate (Basic)
~ 55B - Staff Judge Advocate

55C ~ Criminal Law Specialist

55D - Judiciary

55E - Administrarive/Civil Law Specialist

SSF - Frocurement Law Specialist

55G - International Law Specialist

55H - Claims Law Specialist

551 - Legal Assistance Specialist

. s am. .l A
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b. Establish the duty modules at Table 4 as JAG policy. ARI presently has
the JAG list with skill data and will develop with TJAGSA coordination.

¢. TJAGSA review data on common and wost important duty modules to insure
validity of Basic Course instruction; use in development of PGMLE course.

d. TJAGSA review training requirements for unique duty modules to insure
validity of CLE program.

e. TJAG develop ADP éapability to maintain properly coded duty positions
for identificativu of requirements and management of resources.

B. JAG Officer Questionnaire and Survey

1. General. A sutéey to sound out the opinion and percéption of the

- Corps on the training and education system, specialty qualifications and

suggestions for change was mailed to a random sample of 400 officers.

The survey was based largely upon the OPMS model with 20 questinns specifically
oriented toward the JAGC. (Incl 1). Legal specialty areas in guestion

E were based upon traditional legal disciplines within the Corps. Nearly

all respondents (98%) were able to categorize their primary specialty -

or duty positions - using this list. Response was excellent with a 68%

return. .

2. 1In addition to,frequency distribution of responses (Table 9), cross

~ tabulation was established for the following variables:

(1) Military Edugation Lgvei
“ (2) Line Officer Experiénce
3. General Observations
a. Respondents were convinced that resident military schooling.carried

the most weight with selection boards and that both the advanced course and
USACGSC were designed to "broaden" the student. Most considered OJE the best

~ way to learn a specialty and defined specialty qualification as the ability

to do a job.

b. While mrat officers believe they are individually responsible for
professional development or specialty qualification, few saw the supervisor
as playing a role. A majority of officers expressed an interest in
qualification standards, but did not want them used for promotion purposes.
Professional exams, except for diagnoatic ‘purposes, were similarly '
rejected as promotion criterla.
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c. Preference for CLE programs was evenly distributed between resident
military, resident civilian and profesrional association seminars. However,
the best CLE programs are sponsored by the JAG School. Most officers
declared an interest in formal CLE before assuming a new job.

d. Only 28% obiected to required law school courses for JAG appoint?

- ment. Most agreed Evidence was the most important law school course, .
~ while 50% agreed that all seven courses outlined in Question 50 should be

required.

2. Tew people seé the academic efficiency report as important ‘to
selection boards, while most agree that fleld grade lawyers are managers

"&#nd practice little law. Moreover, most Army lawyers reject the idea that

the SJA should see 'a lezal assistance client periodically. There was
substantial agreement on the proposition that senior lawyers must be
generalists but maintain a legalAspeciaIcY Ehroughout their career.

‘ f. Extending the service obligation to four years was generally accept--
able. Advanced course graduates and more senior officers considered it
a good iaea, wirile 517 of new officers disagreed with it. Accession

as a first lieutenant was rejected by a substantial margin.

C. Training and Education in Otner Miiitary Services
1. ' U. S. Navy |

a. Navy JAG has 760 lawyers in 19 Naval Legal Service Centers and
related activities around the world. (There are, in addition, 300 Marine
lawyers). Careerists make up 60% of this force. Identifiable specialties
include International Law, Ocean Law, Criminal Law, Labor Law, Tax, Forensic
and Environmental Law. These.specialists are trained in post-graduate
civilian institutions. Each year 12 career officers between their 3rd and 9th
year are selected for the LL.M program. These officers are then eligible
for one of the 107 validated positions. Assignment orders for specialists
are coded; 1f a lawyer is not qualified, justification for his assignment
must be reflected in his orders. The remaining lawyers are general legal
officers. ' ' :

b. The Navy selection rate for promotion to LCMDR is 100%; to CMDR 70%Z;
to Captain 60Z. Schooli~g is not a requirement for promotions. Two
officers are se.ected es... year for NWC and AFSC.

c. Primai&«focus for training of legal officers 1s the Navy Juétice'
School at Newport, R.I. All new lawyers go to a 6-week Officer Indoctrination
Schogl (01S) for staff officers (medical, legal, chaplain). This course must
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be completed before AD and may be accomplished between law school years. The
8-week basic course for lawyers emphasizes trial ‘advocacy and military justice.
About 190 people attend one of the 5 courses each year. The school also
conducts 12 Senior Officer Legal Orientation (SOLO) courses on the road

and 7 resident SOLO courses each year. Six courses for legal officers

each year provide a 5-week orientation’ for non-lawyer staff officers with
para-legal responsibilities. A reserve lawyer course is taught each year.
Educational methodology is traditional with lectures, seminars, and practical
exercises. Few programmed texts are used. A course for judges has been
offered, but TJAGSA will train them starting FY 78. . All military court-
reporters are trained here. All new lawyers are assigned to a ship for

two weeks. ‘ :

d. Continuing Legal Education (CLE) is monitored by Navy JAG, with
the annual conference being the focal point for this. Civilian CLE programs
using local funds are also available.

e. The Summer Intern Program permits law students to work in Naval Legal
Oifices for one or two summers and provides for accession after 0IS. Few
direct commissions are offered in Navy JAG.: ‘

2. U.S. Air Force

a. Air Force JAG has.1200 lawyerszwith about 50 officers in a year
group and accessions projected for 130 per year. New JAG officers incur

a 4 year obligation. The ROTC program is diminishing ia importance and will
produce only 21 appointments in 1979. Direct commission is the primary source

of accessions. There are 14 students in the Excess Leave program and 25 per
year in the Funded Legal Education Program. Specialties include:

889 - Labor Law; 888 -~ International Law; 886 é.CIaims and Torts;

885 -~ Administrative Law; 883 - General Procurement Law;
879 - Military Judge; 878 -~ Appellate Counsel; 877 - Circuit Trial Counsel
876 - Area Defense Coungel; and 875 - Staff Judge Advocate

Qualificationf for awatd of these specialty experience 1nd1cators (SEI) are.

screened by USAF TJAG based upon schooling and experience. The basic JAG captain’

has no SEI's. In the fuﬁure, SJA's may be responsible for initiating SEI
awvard requests. . ’ .

b. TJAG petsonnel managers employ a computer terninaliwith a data’ bank
containing demographic and service information, SEI's and officer
prferences. As requirements for lawyers arise, the data bank produces a list
of officers with necessary qualifications and background for assignment.

¢. Selection for promotion to major is 92.5%; to LTC is 85%; to Colonmel
18 60%. Twelve officers attend civilian post-graduate training each year.
Currently 7 are in Procurément, 2 in International Law, 2 in Labor Law and
1 is in an Environmeatal Law LL.M program. .One officer each year is selected
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for the NWC, 3 for AFWC, 5 for AFCGSC, 1 for AFSC. Many captains attend
Squadron Officer School which emphasizes managemeat, writing and speaking.
This is a USAF school unrelated to their JAG school. :

d. The USAF JAG School at the Air University, Maxwell AFB, conducts a
basic course for new JAG officers and a 2-week SJA course. Additionally,
they teach a 2-week office management tourse for NCO's and a 2-week Reserve
refresher course. They provide training in legal subiects at related Air
University schools, such as the Air War College.

2. Continuing Legal Education is primarily based on courses sponsored
by civilian organizations/universities. TJAG funds a number of officers to
programs at Northwestern University and Creighton University. Judges and
procurement lawyers attend TJAGSA. Major efforts have been made to produce
10 video courses of professional quality. Textual, video, seminar and examin-
ation methodologies are employed and all programs meet state mandatory CLE
requirements.

.3. Interservice Training Review Organization (ITRO)

‘a. ITRO Review Order #6, dated 11 August 77, approved for consolidation
at TJAGSA the following courses:

~ 'Military Judge Course
Military Judge Seminar
Procurement Attorney Course

'b. This Order represents a high water mark in interservice cooperation
and reflects the commonality of legal training objectives in the military
departments which can be exploited to produce better training at lower cost.

¢. The U.S. Coast Guard has established a basic course for their lawyers
at Yorktown, Virginia. During the early years of expansion in their legal
branch (1969 - 1972), these lawyers attended the basic course at TJAGSA. This
change reflects, perhaps, the major differences in entry level legal training
requirements between the services.

D. 'Education in Professional Assuciations - The Civilian Bar

'

1. The Organizations
a. National Professional Associations

(1) The largest national professional association is the American Bar
Association (ABA) with headquarters in Chicago. - Typical of moat associations,
its objectives are described as professional development and public service.
This includes professional ethics and legal education. The ABA represents
S0%Z of the lawyers in the United States. It provides Federally recognized
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accreditation services for law schools, authors the Code of Professional
Responsibility and engages in public service projects. Its Consortitw .

for Professional Education and National Institutes Program prevides continuing
legal education (CLE) through seminars, publications and video tape to

local bar groups.

(2) The American Association of Trial Lawyers and the Federal Bar
Association are exemplary of national bar groups represcnting specialized
interests, i.e., trial practice attorneys and Federal government attorneys,
respectively. Both sponsor CLE programs for their members and provide the
collegisl relationship fostered by common interests.

b. Local Professional Bar Associations

Characteristic of membership in most large national groups, membership
in state bar associations is voluntary. However, some “"integrated" bars
require membership as a prerequisite to practicing law in the jurisdictien.
State bar associations share objectives with national groups, although
resources are naturally limited. CLE,is a primary area of interest and
drives many organizations. National associations often provide teaching -
materials for these groups. Several states have mandatory CLE programs,
while most are voluntary. In addition to legal education and public service,
state bar associations monitor ethical practices and discirline of the bar
in conjunction with the local courts. ‘ o

c. Organizations for Professional Legal Education

Continuing legal education 1is a fapidly growing fleld. While professional
associations may be concerned with professional development and specialization,
many CLE organizations are concerned with growth and, sometimes, profit,

Selling things to lawyers has doubled in the last five years. CLE organizations
include: : :

(1) Association for Continuing Legal Education Administrators - A group
of 70 CLE organizations in the U.S.; rotating directorship; includes most
state bar associations; devoted to teaching methodology and sdminigtration. o

(2) Law school programs geared generally to state practice, include
« some highly sophisticated operations, such as in Califotnia and Hichigan
with seminars, video tape and publications.

(3 Consortium for Legal Education and National Institutes - ABA
programs developed for local bar groups.

(4) Practicing Law Institute (PLI) - In New York City, enphasizes
business law. . '

(5) - American Law Instifute-Anerican Bar Association (ALI-AEA) - In
Philadelphia. conducts seminars and provides materials for wide range of
legal subjects,
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(6) Anericun Academy of Judicial Education - Devoted to CLE for judges
and the judictary.

(7) Court Practice Institute (CP1) ~ Primarily trial advocacy programs.

(8) Legal Education Institute of the U.S. Civil Service Commission (LEI) -
Offers seminar programs on subjects relevant to Federal civilian attorneys
and para-professional personnel,

(9) Federzl Publications, Inc. and West Publications, Inc, - Illustratfve:
of purely commercial firms producing CLE for lawyere.

2. Analysis
a. Programs in the Civilian Community

(1) 1In the civilian legal community, CLE is a fast-developing business.,
The concera for producing materials and seminar programs which are ‘superior
educational pioducts is driven by competition among state and natfonal
organizations. Curriculum plenning is based upon "what sells” - and trial
advocacy sells best these days. While state CLE groups worry ailout natfonal -
programs, their primary concern 1is often competition between CLE sources at -
the local level. National programs - which are typically excellent ~ do :
conflict with local budgeting, Illustratively, a state bar group must serve
the entire state and often presents programs in out-of-the-way places at a
financial loss to the group. National programs concentrate on large cities,
often depriving the state group from such lucrative targets, The result of’
this vesire to grow has resulted in constant expansion of CLE programs,
Staffs of CLE groups have doubled and tripled in the last 5 years., The
Calirornia Continuing Education of the Bar organization has 100 lawyers
working on the staff. ,

- (2) Local programs vary in sophistication from a monthly luncheon with
guest speakers to comprehensive programs developed in conjunction with

local universities and national associations, Teaching methodology includes .
video tape in a wide range of quality, lectures, seminars, trial practice

' 1nstitntes and printed media.

(3) Several states have apecialty prograna which nake CLE mandatory. In
California, an attorney may be accredited as a specialist after a program of
study, testing, and several years experience in a particular' area of the law.

_While this program appears.to have great merit, it has not been successful,
+ Michigan rejected a similar program which tied advertising to a specialty;

that 1s, a lewyer would be permitted to advertioe as a cpecialiac cnly if he
was certified. )

(4) Six states have started & movement uhich may devinc ‘the future.

Each attorney in the state must sitend a certain number of hours in general
CLP each year to remain eligible to practice before the bar. The
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form and content of CLE is prescribed by the local bar association. CLE
organizations and national groups, including military departments, strive

to obtain the state stamp of approval for their CLE programs so lawyers may
participate and get necessary credit. Military JAG schools have extensive
CLE programs and a genuine need to obtain state approval so that militory
lawyers away from their home state can receive credit for the military cotrse.
Commercial organizations, with ample resources, generally have no problem
getting approval for their materials, while the non-profit CLE organications
do nut want tov be dropped from local CLE programs, Many lawyers and educators
challenge these mandatory requirements as unnecessary. They believe a

lawyer has an ethical responsibility to stay current by self-study aad .
voluntary attendar:e at CLE of his choice. Recently, Virginia, California
and Michigan rejected mandatory programs. These states have excellent
voluntary programs. Experience indicates that good material will be
well-received and lawyers will general;y attend a presentation by a

competent instructor.

~ (5) Video tape is often the primary educationai medium fa state programs.
i1t is the least desirable way to teach and fails to meet even rudimentary
teaching objectives. 'Talking Heads" predominate, although some local
groups are contracting for professional television servicas or Buying their
cwn capability. For this reason, the large state and rational groups are much

" . more successful with live speakers and attorneys preseunting the material. The

TJAGSA Board of Visitors, addressing the School's video capability, rightly
observed:"There is no substitute for competent live instruction. Technical
. intricacy without corresponding educational efficiemncy should be avoided."

(6) Despite this array of CLE available. to all lawyers, it is estimated
that only 1/3 of them attend any formal courses., Although entry level train-
ing is critical during a lawyer's first year, thz civilian bar has not found
the key to bringing lawyers to the classroom. There may be many reasons for
this. '

(a) A lawyer may conscientiously study the developing case law and
legislation on his own, He may practice it and be an expert. He 1is the
person who should be teaching CLE.

{b) A lawyer may not be able to afford the cost of CLE, which runs
$70 -~ "100 per day. If he works for a firm, it may not provide the
funds. If he works for the State or Federal government, his employer may
not budget for training. This is not uncommon in many Federal agencies.

- (¢) A lawyer may not have the time to attend. In an active law firm,
particularly a small one or two man office, time away from the office meanc
a loss of income and inability to meet court dates and perforn other
presuing duties.

A b. Programs in the Military Community - Couqterpoint

(1) In.the military departaments, all JAG officgrs.attehd.a JAG b#sic
course as the primary eantry level CLE effort, In other JAG school courses,
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military lawyers are offered the opportunity tu attend specialized CLE if
time and local funding permit. The U.S. Air Isrce has an extensive, high

quality video tape program, The Army JAG School has resident courses in
many speci;lty arezs. .

(2) The military lawyer may also participate in the CLE programs of -
professional organ!zations without regard to membership. Local groups are
usually happy to see che military lawyer participate. The USAF centrally
funds for several of these civilian programs. The conclusion from all this
must be that military lawyers spend, on the average, more time in school
than civilian lawyers. Evidence indicates, however, that such schocling 1is
largely limited to company grade officers.
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IIT. PROFESSIONAL DEVELOPMENT FOR JAGC OFPFICERS - U.S. ARMY
A. Preappointment

1. JAG officers come to the military with professional qualifications
established by an ABA accradited law school and a rigorous bar examination,
Selection standards are high., For FY 79, 332 applications were screened
for 175 appointments. Direct commissions accounted for two-thirds of
these appointments, As R.0.T,C., enrollment decreases and the Excess Leave
program phases out, accessions will be based largely on direc: commissicns.
The senior law students who apply for a direct commission have no. military
experience and are selected on records review. No interview is required,
Each year, 25 Army officers with a winimum of two years in service are
selected for the Fully Funded Legal Education Program (FLEP). ' Typically,
these officers have outstanding mil*taiy recorde and proven academic
patential.

a. Evaluation of potential for military service must be identified as’
a critical requirement, If it cannot be met in the preappointment phase,
it must be the first order of '.:siness upon entratce to active duty, Pro-
visions must be made to detcrmine whether an individual has the ability to
function as a military officer as well as a lawyer. - :

b. ‘Preappointdent interviews by qualified service personnel and/or
assessment center evaluations may serve threshold needs, but should be
considered only as marginally effective.

2. Most law schools present courses which are required by cuv-~ent JAG
legal practice. Evidence, Criminal Procedure, Torts, Contracts, Federal
Civil Procedure and Trusts/Estates are basic law school courses which, in
a' survey of the 85th JAG Basic Class, were taken by 84% of the class.
Family law, International law, Labor law, Federal Tax law and Environmental
law are courses common to mqst JAG practice.

a. More must be done to encourage preappcintment training which serves
to benefit both the law school graduate and the Army. Basic law school
courses provide a sound basis for continuing legal education in the Corps,
Based upon the officer survey, a requirement to take specific fundamental
law school courses womid have little impact upen the tecruiting program,

b. Accordingly, the former list of courses, paragraph 2 above, should
be established as important selection factors for appointment, while the’
latter suggested as serving a useful function in military legal practice,
FLEP candidates should comsider all as recuired.

B.. Basic Entry Skill Training

1. Military Skills
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" consideration must be given to returning to a four-yeat obligation for

a. There is a growing concern for officership and physical training in
the military service. In the Corps, this has always been a matter of
importance to officers who are aware of the critical need to understand
their client's business and to identify with the unique problems of command.
In 1967 then the requirement ended for JAG appointees to graduate froo'a
combat arms basic course, there developed a serious gap in JAG military train-
ing. There is no adequate period of evaluation to determine whether an
appointee can serve successfully as an Army officer. It may be argued that
the 3-week Fort Lee course or the JAG Basic Course serves this purpose, but
neither course is structured to provide the evaluative environment or the
military ckills which are required today. This lack of orientation in
soldier skills, respeonsibility of officers, military history and small
unit organization often starts the new officer off with a misconception
of his role in the Army and lays the foundaticn for discontent early in

his career.

b. The JAG course at Fort Lee must be reviewed for a major change in
structure. Most of the present course could be taught at Charlottesville.
Many of the subjects may best be pursued as OJE, such as "getting to know
your IG." Soldier skills are secondary in the COI,' by both scheduling and
methodology. Such training fails to provide the officer with an opportunity to
identify with his client. Only the subjects which cannot be taught in

Charlottesville would be preserved, such as the FIX and weapons training.

¢. Alternatively, the course should be presented at Fort Benning
utilizing a COI which highlights military skiils and officership training.
The course could be conducted over a 4 or 6-week period. Lawyers would
participate in class with other officers as a way to an early understanding
of the military environment. The Navy requires such basic officer training

. as a prerequisite to serving as a JAG officer. While the USAF has a one-week

orientation course, it may be argued that the environment of discipline in a
ground combat organization is unique and substantially different than the
technological environment of the typical USAF operation.

d. The JAG officer,sufvey reflects substantial interest in a combat arms
OBC. It is unlikely that the requiremeat to attend such a course would dis-
courage many applications for JAG appointment. Moreover, ‘appropriate eval-

. uation could take place as the student pursued his studies with other officers
'and a judgment made concerning his ability to become a successful military -

officer. This evaluation and early military training would have a sub-
stantial positive effect on retention as candidates were made aware of
their officer/lawyer responsibilities.

e. This additional training would impact upon the utilization of the
Army lawyer serving a three-year obligation. For this reason, serious

JAGC officers.
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2, Legal Skills

a., The JAG basic course provides basic entry skills essential to provid-
ing competent legal services upon initial assignment, All the other military
departments provide similar training, although Navy and USAF concentrate on
military justice. This Army course is held in high esteem by the civilian
bar (ABA) and by major law schools. The lack of such a course would require
up to 6 months OJE before a new lawyer could become effective, In most law
firms a new lawyer seldom enters the courtroom in his first yezr. The JAG
officer can do the job much sooner, However, these threshold skills must be
developed by continuing legal education and the basic course serves as the
catalyst for professional development.

b. While the basic course provides a balanced introduction to skills
essential in JAG legal practice, survey notes indicate a need for more
emphasis on writing and professional awareness. Teaching hard skills some-
times obscures the overall view of military law, the Army, and its position
before the 'har. Illustratively, DA forms can be mastered by 0JE, but the
discussion of leading U.S. Supreme Court cases affecting the Army may never '
take place in some JAG offices,

c. The course would provide more cost-effective training if unique
initial assignments were identified and students trained to meet these
specific job requirements. Nineteen hours of procurement law instruction
may be unnecessary if the student will not practice it upon his first assign~
ment. Before assigning a captain as Procurement Legal Advisor, most SJA's
will send him to the 2-week procurement law course at the JAG School (TJAGSA).
Many will also require the 4-week ALMC Contracting Officers Course which
emphasizes post, camp and station procurement. Efforts in years past to
identify and train for all initial assignments were not successful. Today,
however, diminishing resources make it imperative that SJA'S‘plan_offiCe
assignmerts 3 or 4 months in advance in order to insure the best possible
training for new accessions., While most new JAG officers will £ill duty
positions requiring the'skills presented in the basic course, at least 202
will encumber positions requiring specialized knowledge. 'This additional
training must be incorporated into the basie course. SR

C. Current Professional Development: 1 -7 Years

1. Upon,arfiQal at his first assignment, the new JAG lawyer beginsg a
pericd of legal practice and professional development which will influence

- his success as a military. lawyer, his retention and his growth as a skilled

advocate, Every effort must be made to insure that his professional duties
and his CLE are carefully structured to achieve maximum utility to the Army,
job satisfaction .for himself anu close contact with the profession both within
and without the Army. Each lawyer must become a specialist as new legal

. requirements are thrust upon the Corps, become a manager :s he grows in pro;

fegssional ability and continue the practice of law as he advances in grade.
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2. During his first seven years, the JAG passes two career gates., At
the end of his three-year obligation, he must be selected for retention on
active duty. At the end of his seventh year, he must be selected for pro-
motion to major. (Later, at 10 - 11 years, he must pass the DOPMA gate).
Any training investment during this first seven years must be evaluated in
terms of these gates and its cost~effectiveness. The single largest invest-

" ment in vaining during this period is the JAG 4l-week advanced course.

a. About 50% of JAG officers eligible for this course attend on a
"quality-cut' basis., Officers with 4 - 7 years service are in the zone,
While the training is excellent and deemed essential for advancement, a
large part of the year group does not attend. Thus, JAG careers are sub~-

.stantially skewed toward success or failure after only four to six years
- in -service.

b. The course is too early, While all students have been given career
status, several fail in selection for promotion to major each year and
others leave the service after graduation. ,

c. Fallure to be selected for the course after achieving career-status
serves to demotivate officers. .

d.. The course ostensibly trains officers for deputy SJA/SJA jobs, but
officers with 4 ~ 6 years in service aré unlikely to get such jobs.

e. Goals and experience of officers in the 4 to 7-year range are so
diverse as to make COI construction difficult. Subjects are presented, such
as International Law (60 hours) and Procurement Law (47 hours) which dissi-
pate rapidly and may not be utilized by the student for years, if at all.

The elective program is a fine effort towards tailoring instruction to current
requirements, but ADP duty module analysis ~learly reflects training for
captains which cannot possibly be utilized effectively.

f. The course takes 50 officers out of the field for one academic year.
During this period, individual ‘specialty goals and qualification standards
should be pursued rather than generalized education.

g. The course saps incentive. for the setting of individual professfonal
goals and requires TJAGSA to replace the supervisor as responsible agent for
professional development of lawyers in military legal offices,

h. At this early career point, the civilian community and. the other
Military Departments provide no such training, Formal, extended training is.
common in business and in major law firms bit only for lawyers assum:lng

' managerial responsibilities in the 7 to l2-year period.

D. Ptoposed Professional Development. lto?7 Years - Qualification and
pecialization ,' N 7 i , -

. 1. The przma.y need for change in educational strategy must take place
during the Army lawyer's first seven years, Broad, mandatory training, such

-




as the advanced course, must give way to professional education programmed

by the individual and his supervisor with TJAGSA CLE courses serving as the .
focal point for resident instruction. The SJA/staff supervisor must accept
responsibility for officer development and become part of the system. He
must chart out a program of specialty training and qualification objectives
for each officer, based upon counseling with -the individual and the needs of
the Corps. 1In pursuit of this program, he must schedule resident training at
TJAGSA for each officer on a projected annual basis, TJAGSA courses provide
a sound basis for specialty training and are considered among the best in-the
legal community. Additionally, civilian CLE courses must be scheduled to
orient officers on local law and provide necessary interface with the local
bar.

a. Qualification Standards for Lawyers

(1) At the present time, there are few published qualification standards
for duty positions in the JAGC. ' The system provides little incentive for the
officer to seek jobs which serve as logical steps to SJA positions. He leaves
this to JAG personnel managers who have no.information on his intraoffice
duty assignments. Moreover, with poor TAADS coding, it is difficult to define
any duty assignments for captains in garrison operations. As a.result neither
the local supervisor nor persconnel managers effectively guide the new ,aptain
through his first four years.

¢3) Qualification standards are critical and provide a blueprint for
officer development - at least through the grade of major. They provide an
incentive to study, produce more efficient learning in school, and serve as
bencn marks for career development by the officer himself. They emphasize
the primary role .of the officer in professional development as well as the
important role of his supervisor,

(a) A preliminary plan for these standards has been developed. See
Table 10. They are the keystone to the RETO Study and provide a rational
process with ADP assistance to select personnel for schools, promotions and
agsignments. Illustratively, if designated resident courses, an assignment
requiring criminal law specialization and one requiring administrative law
specialization were qualification standards for an 0-4 deputy staff judge

- advocate job, personnel managers would assign no one without these qualifi-
cations. Conversely, no officer would expect to see service as a deputy
SJA unless he met these’ standards.

~(b) These qualification standards should be published as JAGC policy.
Only substantive changes in job requirements would permit deviation. A
five-year implementation would be necessary to develop the program which
outlines prerequisite jobs, experience and training. :

(3). Late accessions would benefit substantially from this program. At
present, officers transferring to JAG as senior captains and majors have
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. -ously in such a specialty - or perhaps not more than once in a particular

.the competent delivery of legal services. Qualification standards would

neither the training nor experience to undertake the responsibilities of

supervisory positions. Yet, they are routinely assigned to such jobs. Many
are wise enough to trade upon the education and experience of their subordi-
nates in order to get the job done. Others are simply unable to do the job
and suffer a loss of professional respect by office members while imperiling

insure apgainst such assignments.

(4) Survey data indicates conclusively that on-the-job experience as
training is by far the most effective educational medium for lawyers. More-
over, without a supervised plan for specialization and qualification,
officers frequently attend courses unrelated to their jobs simply because
money is available. On the other hand, excellent military and civilian CLE
resources supportive of the military legal mission are available but often
unattended because supervisors cannot obtain local funding.

(5) ADP analysis of duty positions at the 0-3 level indicates little
need for a large combination of duty modules or variety of duties. In addition
to several common duty modules reflecting basic adversary skills and pre-
appointment training, only one or two specialized skills can be effectively
utilized by any officer in this grade. Accordingly, lawyers should attend
resident CLE training only when they will utilize it in their current
practice of law. .

b. Specializ-tion is the key to professional development at this career
point. Every lawyer should be expected to select a speclalty, to study and .
practice it on-the-job and maintain it throughout his career, Specialty
selection should be accomplished at three years AFCS. It is a fallacy that
specialists are developed only in LL.M programs, Most specialists in the
civilian community develop their skills through short CLE seminars, self-study-
and practice. The LL.M serves primarily as a credential nececsary in jobs
where tradition or common practice demand it. There are such jobs in the
Corps. ‘

(1) Specialization for the JAGC is.a matter of survival today. We must,
e.g., develop the field. grade officer who is an expert in administrative law
but who is trained to be an SJA; we must have supervisors who can research
and write opinions on their own volition without relying entirely on recent
basic class graduates. We must insure tHat legal skills are not dissipated
through non-use and that senior partners of the "firm" continue to. ptactice
law.

(2). Each officer would select a specialty at 3 years AFCS which has’ been
coordinated with his supervisor and O0TJAG. While he would not work continu-

grade - he would continue to pursue it through profeasional literature,
self—study and OJE. .

o et Wt R o B o
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(3) An annual CLE plan for each officer would be developed to meet with
the specialty and qualification standards objectives. See Table 11, These
plans would be used as the basis for the budgeting and request for funds in
order to insure timely programming of financial resources. TJAG must review
current policy of funding CLE on a "hit or miss" basis from local resources
with a view to central funding at MACOM. :

< (4) ADP - assisted program management by OTJAG would be updated annually.
Specialty qualification would become part of the officer's OTJAG file.

c. Trial advocacy training, patterned after the National Institutes of
Trial Advocacy (NITA) must be developed as an integral part of the TJAGSA
curriculum.’ In this program, a faculty team forwards actual cases for
research and preparation and then travels to a city where they monitor and
critique a role-playing court case., A small one or two man faculty team

‘'using proven methodology and SJA resources, i.e., the courtroom, the library,
. the judge, could accomplish the same training at modest cost which is now

considered the best in the legal profession.

(1) Trial advocacy training has been recognized by both the military
and civilian bars as a critical requirement today. The NITA program has
been the most successful. It incorporates necessary case law and research
with the legal arts in order to maximize training value in a one-or two-day
program. .

(2) Trial advocacy courses at TJAGSA are extremely well-structured and
excer ! the requirements of both the military and civilian bar. However,

. atteadance at these resident courses has been limited. Based upon TJAGSA

attendance figures (Dec 1977), an average of only 60 officers per year have
completed such trial advocacy courses in the past three years. This short-
coming may be attributed to a lack of local funds for travel and TDY as well
as staffing problems which make it difficult to release an officer for the
period of the course. Local training funds will undergo a dramatic reduc-

tion in the next 5 years. !

(3) The need for trial advocacy training is well-recognized. As the
court-martial load continues to decrease, Army lawyers have fewer opportuni-
ties .to practice in the cririnal tribunal. Theitr skills must be maintained
through training and education. The NITA program provides a cost-effective
educational system for advocates, their supervis¢rs and clerical personnel,

,bringing the CLE concept to the law offiCe.

d. Publication of timely, well-written articles by officers 1in the field
while pursuing their specialty through on-the-job experience and study, would
be encouraged under a program monitored by 'TJAGSA. Papers written in a law-
office environment would be practical and useful aids to the field and would
serve as a valuable evidence of specialty qualification.
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e. Law libraries in the field will become even more important in locally-
oriented professional development. It has become increasingly difficult to
procure treatises, reporters and legal services through the Army library
system. Moreover, local funds for books will continue to dwindle. Under the
sponsorship of TJAGSA, the JAG Field Law Library systemr must be given a
comprehensive one-time review to determine basic research materials which '
must be available at every post. A long-range plan for programmlng funds must
be developed for centralized procurement .:

f. Stabilize tours. In order to prevent disruptidn of the training’
program, officer assignments should be stabilized for two years. As in the
USAF, no one would be moved for any reason, except in dire emergency.

2. The much-discussed generalist-specialist dichotomy usually results
in conclusions which obscure accepted management and education objectives.
Every Army lawyer must be soundly grounded in the basic fundamentals of
military officership. He must be aware of responsibilities to the military
and his legal profession. He must have the ethical scruples to disdain
advocacy which conflicts with integrity.

a. Every officer in the Corps must be a specialist and work to stay
current until he retires. As he reaches field grade, he must strive to con-
tinue his professional development by CLE and self-study. He must practice
law every day. In this way, he provides a needed resource in a time of man-
power constraints, he fulfills his obligation to his profession and he main-
tains the respect of his subordinates who look to him for profeasional
guidance.

b. Nevertheless, every lawyer who seekS’te advance in a law firm or
legal service activity must become a generalist. He does not cease practic-
ing law to become a supervisor. - Supervisors are not necessarily generalists.
The generalist must have broad experience in a variety of assignments. He
must be able to acquire new skills to manage personnel resources and
facilities in addition to practicing law. His job is far more demanding

‘than the supervisor's. All generalists must receive formal resident training

in these new responsibilities. This training should be offered only when he
is eligible to assume the supervisory job as a field grade officer.

3. ADP- assisted personnel management would be necessary to monitor
specialization progress and qualification standards achieved. ORB informat-
ion on-each officer and an annual qualification standards and specialization
summary would be included in the data bank. TJAG must review present ’
staffing of PPTO’ with a view to establishing a professional development
office to:

a. Develop and monitor program for qualification standards.

b. Establisi’ebecialization program. '
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‘c. Monitor annual CLE requirements.
d. Budget for centralized CLE program administered by MACOM.
E. Post-Graduate Military Legal Educatica (PGMLE) - Traiming for Majors

1. After serving as a Captain, acquiring a hard legal specialty and
successfully completing assignmernts and CLE to meet qualification standards,
the Army lavver must be formally prepared for positions requiring staff,
managerial and broad substantive law skills. K At this point, as he enters
his 7th year, he has passed two gates - retention on active duty and select-
ion for promotion to major. It is most likely he will pass the DOPMA gate
at 10 - 11 years. An investment for extended resident training at this point
can be justified by the soundness of training only those with the proven
ability to suceed, in skills that can be readily identified and at a career
point when they can be utilized upon graduation.

2. The resident training, formerly given as the advanced course in the
4 to 8-year period, would be phased out. A new Post-Graduate Military Legal
- Education Course would be offered to selected majors and captains (P} at the

7 to 1ll-year level. This 31-week course would meet ABA standards for
continued accreditation as graduvate law school training and the LL.M would
be conferred upon graduation. The course would prepare officers as
‘generalists to ‘assume supervisory attorney positions in the Corps. This
would include jobs as.deputy SJA, SJA and staff positions at corps/MACOM,
DA and USALSA. :

a. The PGMLE course would treat substantive law and procedure. It | ¢
would concentrate ‘upon the several dimensions of leaderchip and management
behavior including human relations, communications, counseling, management
science, planning, decision making and ethics.

b. Each year 25 - 30 officers would be selected for attendance based

. upon OPMD/OGLA/DOPMA career models which project the number of majors

necessary to fill the 108 colonel (0-6) positions requiring this type of
training. Late accessions from FLEP and Excess Leave would have the opportunity
to compete for this course.

‘c. A rigorous examination policy would be maintained in the course and,
_the results teflected on the academic OER. '

d. Each year, six officers would pursue LL.M degrees at civilian
institutions in order to fill validated positions in the Corps. Validation
would be based on the need for academic credentials for ABA/AALS accrediation

at TJAGSA and for those jobs requiring interface with the civilian legal
community in CONUS and overseas.

-
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e. The PGMLE course would serve as the vehicle for ABA accreditation of
TJAGSA. ‘ ' ' '

f. - The requirement of a growing number of states which prescribe
mandatory CLE as prerequisite to practicing law in their jurisdiction would
be supported by courses and instruction derived from the PGMLE curriculum.

g. This course meets the requirement to invest substantial time and
money only in career officers who have demonstrated potential, who are
willing to take an active part in managing their own development and who.
are about’ to assune supervisory positions. See Table 12, Cost Data.

F. Advanced Military Training for JAGC Officers
" 1. Combined Arms and Services- Staff School (CAS3)

All JAGC officers will attend cas3 as majors or lieutenant colonels.
This 9-week TDY course at Ft Leavenworth will have a nonresident phase and
‘an * examination which is prerequisite to the resident course. See Appendix
2, Annex H for general discussion.

2. U;S. Army Command and General Staff Collége

JAGC ﬁarticibation in this course will continue, although the total
number attending will be reduced consistent with reduced participation by
OPMS officers. 3See Appendix 3,‘Annex M, for general discussion. -

3. Senior Officer Education and Training

JAGC participation at Senior Service Schools will continue at present
levels. However, OTJAG will be required to conduct a position analysis as
outlined and discuvssed in Appendix 1, Annex N.

G. Warrant Officer Training ' o

The JAGC Warrant Officer Program is small (60 officers). Training is
generally pursued by OJE. This has proven effective. TJAGSA continues to
upgrade its Law O€fice Management Course and civilian courses are available
and attended by selected warrant officers. A new program for court-reporter
warrant officers has been recently initiated on a test basis. Training
18 by OJE following completion of court-reporter's school.’ See Annex W
for general discussion of Army Warrant Officet Ptogram.
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IV. JAGC RESERVE OFFICER EDUCATION AND TRAINING
A. Current Program#*

1. The Judge Advocate Reserve consists of a total of 1,830 officers
as follows: 776 officers in the Selected Reserve (Troop Program Units),
205 Mobilization Designees, 440 Non-Unit Ready Reservists, and 409 in the
Standby Reserve. Table 13 shows a breakdown of the above categories.

(It should be ncted that the total strength figure fluctuates monthly and
that at any given moment the figures may be plus or minus 100 officers,
because of -retirements, new appointments, movement of individuals into and
out of units, etc.) At Table 14 are miscellaneous TOE units having Judge
Advocate positions and at Table 15 is a breakdown of the JAGSO units. It
should be notei that there are actually 926 unit positions (Table 14 plue
Table 15). However, because some of these positions are currently filled by
non~-Judge Advocates, the total unit strength figure is only 776. 1In the
future, all unit positions will be filled by JAGC-qualified individuals.

2. ‘These "Selected Reserve units" are the ones which have been designated
for early deployment in the event of mobilization. Obviously, the miscella-
neous units are support type units which have in their TOE only one ot two
SJA positions, none of which would be capable of exercising any authority
above special court-martial jurisdiction in the absence of an augmentation.

In the event of mobilization, this augmentation would come from the JAGSO
teams. TOE 27-600H shows the basis of allocation of each type of team.

These teams are designed to provide the necessary Judge Advocate assets for
support of nondivisional troops in the event of mobilization. For example,

if USAREUR were.to be augmented by a COSCOM of 60,000 troops it would be
authorized (under the basis of allocaiion provisions of TOE 27-600H) as many
as two Military Law Centers, two Claims Teams, two International Law Teams,
three Court-Martial Teams, three Court-Martial Defense Teams, two Legal
Services Teams, and at least two of each of the other types of teams for the
theater Army. A better way of planning 1is to use the present JAG doctrine
which calls for one Judge Advocate officer to support each 1,000 troops. Thus,
60,000 additional troops would require sixty additional Judge Advocate officers
less Staff Judge Advocates. So,. 60,000 nondivisional troops with no

organic SJA section would justify, for example, two Military Law Centers

(14 JAG's plus two SJA's), two Cou.t-Martial Trial Teams (8 JAG's), two
Court-Martial Defense.Teams (8 JAG'g), two Claims Teams (6 JAG's), two Inter-
national Law Teams (6 JAG's), two Legal Services Teams (6 JAG's) and two
Procurement Law Teams (12 JAG's), for a total of 60 attorneéys plus the two
Staff Judge Advocates. Of course, a planner can have any kind of a "mix" of
.teams that he wanted in ordar to come up with the 60 Judge Advocates.

*Extract of memo by LTC Jack K. Williams, Director, JAGC Reserve Affairs Dept.,

TJAGSA
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3. The members of the Selected Reserve units are the only Judge Advocates
in the Reserve who are authorized 48 paid drills per year. The 205 mobiiization
designees as shown at Table 13 are those individuals wh~ are listed in the
mobilization TDA's of uaits, posts and agencies as being required immediately
in the event of mobilization. These individuals are authorizec two weeks'
active duty per year at their mobilization station. This is considered
on-the-job training for the jobs which they would perform in the event of
mobilization. In the event of mobilization, the mobilization TDA's of the
various installations would need to be filled with additional Individuals, and
these would come from the pool of 440 Ready Reserve (Table 13) and those
individuals in the Standby Reserve.

4., Specialties:

a. As with the Active Arny, grade is not really a prerequisite for
any specialties except staff judge advocate positions. In the JAGSO units
(TOE 27-600H) the specialties are as follows: :

1) SJA|

(2) International Law .

(3) Procurement Law (with subspecialties)
(4)‘ Claims

(5) Administrative Law

(6) Trial Counsel

(7) Defense Counsel

In the miscellaneous units the only real 'specialty positions are as Staff
Judge Advocates or deputy Staff Judge Advocates.

b. Total JAG Reserve strength (not including the Retired Reserve,
National Guard and the Standby Reserve) at present is 1 421, broken down as
follows: -

(Troop Program Units)

coL e MAS cPT 1LT TOTAL

71 160 182 331 32 776

(Ready Reserve) (Includes MOBDES)

coo T irc| MAJ CPT LT TOTAL
9% 104 8s . 344 18 ' 645
»
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(Standby Reserve)
COL LTC MAJ CPT 1LT TOTAL
3 11 18 344 13 409

While there is no way to precisely determine the specialties of JAG reservists
by grade, JAGSO uni* reservists break down as follows:

International Law

cot LT - ,‘ MAJ A LT wo
20 <0 | 20, , 20
Trial Counsel |
COL LTC MAJ. CPT 1LT
| 31 31 62

Defense Counsel

coL - LTC MAJ . CPT | 1LT

33 | 31 62 R
Administrative Law ‘ . | e
coL - LTC MAJ oor LT

6 6 ' . 6

Procurement Law

CcoL LTC MAJ CPT LT
10 20 , 30
Staff Judgp Advocate or Eqpivalent - 36 Colénels.

egurz SJA g - 36 Lieutenant Colonels '

-¢. There 19 no way to detetmine ‘the selection rates of each specialty
" bagsed upon recent promotion lists, .

d. . The Advanced Course and the U.S, Army Command and General Staff Course
gselection 18 not based upon a selection board process, but solely upon the -
individual's completing the required courses of study for his grade. Basically,

.the requirements for appointments and promolions apyly, as is e.plained in
paragraph 5 below,
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e. Obviously, all of the specialties are dissipated through non-use.
For this reason, the Judge Advocate Reserve has a comprehensive unit training
program on an annual basis in order to insure that all units are well-trained
in their specialties in the event of mobilization. These training programs
aré prepared by each of the 19 Law Centers for their use and that of their
subordinate units as well.

5. Requirements for appointment and promotion in the Judge Advocate
Reserve:

a., Appointment to unit vacancies: If no qualified officer is available
in a control group (paragraph 1-2a(2), AR 135-100).

b. To the control group oniy if exceptionally we]l-qualified (paragraph
1- Za(J) AR 135-100).

c. Individual must have a minimum of two years of practice of law,
or be engaged in the practice of law, or hold a judicial office or be a
professor of law.

d. Individual must be able to complete 20 “good" years of service’
before mandatory removal (paragraph 1~-5n, AR 135-100).

e. Must be a graduate of an ABA approved law school.

f. Promotion in the Reserve is based upon time in grade and completion
of various courses of instruction. The promotion Tahle 2-2, from AR 135~ 155
sets forth these requirements, which are:

Second Lieutenant to First Lieutenant -- Three years in grade.

First Lieutenant to Captain - Four years in grade plus a basic
course.

Captain to Major -- Seven years in grade plus advanced course of
. branch which assigned

Maior to Lieutenant Colonel -~ Seven years in grade plus 50% of
. . all of CGSC or all of the Judge
Advocate Reserve Component General
Staff College Course.

Iieutenant Colonel to Colonel -~ Time in grade is announced yearly
b by RCPAC, plus completion of all
of CGSC or 'all of the Judge
Advocate Reserve Component
General Staff Course.

g. The courses required for the Judge Advocate Basic Course, the'Judge'
Advocate Officer Advanced Course and the Judge Advocate Resérve Components

- et
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General Staff Course are listed at Table 16, which is an excerpt from the
current Judgé Advocate General's School Annual Bulletin.

6. ‘In addition to the above, members of JAGSO units are required to attend
quadrennial training at The Judge Advocate General's School in the area of
gpecialty conforming to the unit's designation. For example, in the summer
of 1978, all Judge Advocate Court-Martial Defense Teams will attend a two-week
training session at The Judge Advocate General's School, conducted by
the Criminal Law Division, to insure that all of these units receive the most
current information available in the field of courts-martial defense. 1In 1979,
the Court-Martial Trial Teams will go to the Sghool to receive this same type
of training. This 1s followed until all of the teams have received training
in their specialties, and they will return to the School once every four years
for this specialized training. '

7. Reserve Component Technical Training (On-Site) Program:

a. The Reserve Component Technical Training (On-Site) ?rogram was
developed by The Judge Advocate General's School in fuifillment of its mission
responsibility for technical training of U.S. Army Reserve Component Judge
Advocate General's Corps units, - The purpose of the technical tralning is to
bring all Reserve Component Judge Advocate General's Corps officers up to
date in all aspects of military law through periodic professiomal instruction
at their home site. The thrust of the training is directed to all unit and
non-unit Judge Advocate Reserve officers throughout the country over whom the
Commandant, The Judge Advocate General's School has technical supervision.
In addition, all active duty JAGC officers assigned to post3, camps and
stations located near the scheduled training sites are: encouraged to attend A
the training sessioms. .

.b. The practical application of the on-site technical training progranm
is the presentation of relevant and current material in a professional manner
to the Reservists in the local area. Such training also allows Reserve Component
officers to participate in the study of challenging military legal'problemq,
thereby achieving a uniform standard of excellence throughout the Active Army
and the Reserve components.

. . ¢. During academic year 1976-~1977, 23 trips to 52 cities were planned

for the four academic divisions at The Judge Advocate General's School. These.
figures were later reduced to 22 trips to 51 cities as it was necessary to
-cancel one trip due to the inclement weather. The total number of Reserve
Component JAG officers who received instruction was 630. ‘Participation by
Reserve Judge Advocates of the other services was not as high as in past years,
however, 46 Judge Advocate officers of the Naval/Marine Reserve, two officers

of the Air Force Reserve and one Coast Guard Reserve JAG officer attended the
training. On the other hand, National Guard attendance was somewhat higher

than the previous year as 74 National Guard Judge Advocates attended the sessions.
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such legal services would be in excess of $3 million.

*Extract memo by LTC Jack H. Williams, Director, JACC Reserve Affairs Dept.,

d. Personnel from the Reserve Affairs Department, TJAGSA, made nine
liaison trips to 15 cities in conjunction with the on-site instruction. These
officers provided an update on recent developments in Judge Advocate Reserve
matters to include the reorganization of the JAGSO detachments, the Pre-
mobilization Legal Counseling program, and Court Reporter training. They also
answered questions dealing with unit problems and assisted officers in the S
area of career management. ’

e. Viden tapes of Criminal Law instruction, developed by the Criminal
Law Division at TJAGSA, were taken on two trips by an instructor from one of
the other departments in lieu of a criminal law instructor making the trip.
Results of this form o  instruction were mixed; however, all academic divisions

at TJAGSA are in the process of improving existing tapes and developing new
tapes for use in academic year 1973-79.

B. Resefve Support of the Active Army*

1. During the last quarter qf‘1977 (Oct-Dec), personnel in Judge Advocate
Reserve units provided a total of 20,106 man-hours’ in support of the active
military. broken down as follows:

**Legal Assistance 12,196
Claims 1,796
Criminal Law 2,572
Administrative Law 1,133
Environmental Law 41
Labor Law 736

Other 692

The above categories are man-hours of support, on location, at 61 active

military installations. In addition, JAG Reserve unit personnel provided 562 .
hours of military juetice instruction at colleges and universities in support

of the ROTC program, and 378 man-hours of other types of support for the Active
Army (primarily, legal assistance for service members and dependents .

not 1living near Army installations, e,g., ROTC staffs, Army recruiters, dependents
whose sponsors are stationed overseas, etc.).

2. The fall quaéter surveyed is probably lower than the period April- - %

. September, so it is a very conservative figure for a year's projection. Even

using this figure, however, gives one a yearly projection of over 80,000 man-
hours provided by unit JAG reservists for the active military.

3. Using the ABA minimum fee schedule ($40 per hour) the yeatly cost of -

TR SR N

TJAGSA
**RETO note: While 607 of man-hours were devoted to legal assistance, this
JAGSO specialty was recently abolished.
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4. The above data was collected from the 117 JAGSO detachments (538 officers),
the 19 ARCOM SJA's, and the SJA's of 12 training divisions. (Total 630 JAG '
officers sucveyed). At 48 pay drills, these officers put in 120,960 man-hours
per year. 80,000 hours in support of the active military means that they

devoted 687 of their reserve time to the active services (plus clerical and other

administrative support). As requests for support by the active military have
increased dramatically recently, this percentage is expected to increase within
the coming year.

C. Recommendations:

1. The current system of training and education is highly effective and
a model for other military services.

a. Resident courses at TJAGSA provide pedagogically sound continuing
legal education which is both current and meets qualification requirements
for promotion.

b. Nonresident basic and advanced course curricula are updated
periodically. All correspondence courses are reviewed continuously in order

- to stay abreast of changing case law and legislation.

¢. Quadrennial training at TJAGSA for JAGSO units in their specialty
areas provides an opportunity to unit reservists to survey new developments
in a concentrated refresher program. This training complements the multi-year
training plans established by the Reserve Legal leater organization.

d. Periodic "on-site" training provides an extremely cost-effective
delivery of CLE to hundreds of reservists. The quality of this praogram is
reflected in the large number of Reserve lawyers of other services who attend
and by the participation of Active Army JAGC officers.

e. Legal publications such as The Army Lawyer, Judge Advocate Legal
Service, Military Law Review and the excellent legal reference books produced

.by TJAGSA offer the reservist a further opportunity to ' 'stay current”.

£. Video tape programs continue to improve 1n quality, although they
are not readily accepted as CLE. .

2, The most valuable training a Reserve lawyer receives is through OJE.
He gets to know his client, stay in touch with the Active Army and address
current Army problems. The value of these services to the Active Army
exceeds $3 million annually. Reserve lawyers not only practice a full range
of law in SJA offices, providing critical services, but they have stemmed
the steady erosion.of military benefits by offering weekend legal assistance
services at many Army installations. For this latter reason, serious considera-
tion must be given to reestablishing legal assistance as a JAGSO specialty.
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a. Annual training (AT) for JAG Reservists shéuld be programmed

throughout the year. While Reserve commanders desire units to train together

at AT, SJA facilities can usually accommodate only threee or four additional
lawyers at one time. When the SJA has the opportunity to schedule AT in his
office, he can insure full utilization of the reservist and. adjust the work-
load of his active duty staff

b. The current program to establish mobilization designee positions
in SJA offices should be given high priority. .Training and education of
Reserve lawyers is best served when they work in an SJA office. Moreover,
this gives supervisors an opportunity to evaluate Reserve lawyers' job
perfermance and review professional competence.

3. The management of JAGC Reserve officers by OTJAG under the current
program has proven to be extremely effective and responsive to the needs
of the Army. This program provides for the sound training and utilization
necessary to meet mobilization requirements,
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V. LEGAL SUBJECTS TRAINING FOR OPMS OFFICERS

A. The Military Qualification Standards System (MQS) requires a
restructuring of current JAG legal subjects training at Army branch schools.
After a careful study and task analysis, the training outlined below was
developed to meet current and future requirements. It meets the requirement
for front-end analysis of this training. '

1. MQS 1 - Precommissioning - 36 Hours
a. US Military Law -~ The Uniform Code of Military Justice (UCMJ)
(1) Outline the background, development and purpose of military

law; how the UCMJ has been influenced by U.S. civil law; why there is a
need for a separate system of law for the military services. .

(2) Employ the jurisdiction of the military justice system over
persons, places and crimes and apply it to case studies..

(3) Outline the fundamental concept of due process and individual

rights in the criminal process; be able to define the rights of a suspect,

including permissible questioning, right to remain silent and right to counsel

and requirement for expeditious processing of the case.

(4) Outline the structure and composition of military
courts—martial maximum punishments and general procedural rules, including
nonjudicial punishment; be able to recommend action in a case study.

(5) Apply the legal concept of search and seizure and distinguish

inspections and inventories in a case study.

b. Law of Land Warfare - Hague/Geneva Conventions

(1) Outiine the sources of the law of land warfare,Aits development
and the influence of treaty-made law such as the Hague and Geneva Conventions.

(2) Apply the basic provisions of these treaties to case studies.

(3) 1Identify violations of these treaties by enemy.and friendly
forces. : : ' :

. Code of Conduct of the American Fighting Man

(1) Outline the source and development of the Code of Conduct'

- state the requirement for {t.

(2) Apnly the general provisians to cage. acudies, telate these
provisions to violations of the UCMJ.
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2. MQS 2 - Basic Course - 20 Hours
d. The Military Justice System

(1> Outline the procedure for a preliminary inquiry; using case
studies, conduct the investigation; outline the nature and purpose of an
investigation under Article 32, UCMJ.

. (2) Advise an accused on his rights and safeguards, ineluding
right to remain silent (Article 31), right to counsel and right to expeditious
processing of the :ase.

(3) Apply the law of search and seizure in a case study,
distinguish authorized command inspections and inventories.

(4) Outline the composition and jurisdiction of military -
courts-martial apply maximum punishment schedule in a case study.

(5) Identify the elements of common offenses, including unauthorized
absence, larceny, failure to obey an order, disrespectful conduct, assault
and battery using case studies,

(6) Prefer charges in a case study and make/recommend appropriate
disposition. ' : ' :

(7) Administer Article 15, UCMJ (Nonjudicial Punishment) and
dispose of offenses in case studies.

b. Administrative Discharges

(1) Outline the nature and types of ‘administrative elimination :

proceedings, including the Expeditious Discharge Program. '

: (2) Take action in a case study applying applicable Army,
regulations. ;

c. The Army Legal Assistance Program .

- (1) Outline the rights and entitlements of soldiers and their

'dependents to personal legal services provided by the Staff Judge Advocar

(2\ Counsel a soldier and identify ptoblems requiring legal help
using case studies..

d. The Army Claims System'

' (1) Outline the ‘rights and entitlement of a soldier to file a
claim for loss or damage to personal property. .

(2) Counsel a soldier who has suffered a loss whichdis cognizable

under the Military and Civilian Employee Claims Act using case studies.
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3. MQS 3 - Company Command - 10 Hours
a. The Military Justice System

(1) Conduct a preliminary inquiry, using case studies, and prepare a
recommendation for disposition of the case; determine advisability of
,investigation under Article 32, UCMJ.

(2) Outline the rights and safeguards of the accused, determine their
applicability in the case study and recommend the nature of restraint
appropriate under the circumstances.

(3) Determine the requirement for a lawful search, outline the common
pitfalls and set forth the procedure for conducting the search.

(4)" Determine the appropriate level of court-martial tribunal, based
upon the facts of the case study, discuss composition, jurisdiction and
‘maximum penalties which may be adjudged; outline elements of the offense
and possible legal defenses.

(5) Outline the responsibilities of the commander following disposi-
tion of the accused by the court-martial discuss confinement and unit
administration.

- (6) Dispose of a case under Article 15, UCMJ, by reviewing the facts,
determining level of Article 15 (company/field grade), outline the
procedure which must be followed by the unit commander.

b. Administrative Discharges

(1) Outline procedures for common administrative elimination actions;
recommend appropriate disposition of an individual in a case study.

(2) Determine advisability of administrative action versus judicial
(military justice) action and outline primary considerations in an &DP
discharge. -

c. Unlawful Command Influence

(1) Identify unlawful command influence, understand its sources and
outline common 1nfractions of the law. '

(2) Outline penalties/consequences of unlawful commend influence. -
Note: Functional Courses ~ Legal subjects as necessary.

B. The Combined Arms and Services Staff School (CAS3) provides a new
opportunity for training of all field grade OPMS officers in legal subjects.
The training developed for this course is outlined below. This training is
a culmiration of exposure to legal subjects during the MQS phase and the .
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nonresident phase of CAS3. Consequently, the teaching methodology must be
based upon a seminar/problem-solving strategy which reinforces earlier train-
ing. Lecture presentations are not considered appropriate for this course.
Use of video tape character sketches would be ideal for case analysis.

1. Nonresident Phase - 5 Hours
Reviuw and Examination on MQS Legal Subjects

2, Resident Phase - 9 Hours
a. Duties/Responsibilities under UCMJ - 3 Hours.
(1) Preliminary inquiry
(2) Disposition of charges
(3) Article 32 investigation
'(4) Court-Martial duties
b. Law of search and séizure -1 Hoﬁr.
¢. Constitutional rights/safeguards - 1 Hour.
(1) Article 31 warnings
2) éonfessions
d. Article 15 - use and procedure - 1 Hour.
. e, Administrative due process (AR 15-6) - 1 Hour.
f. Law of war - 2 Hours.
(1) Hague/Geneva Conventions
(2) §tatus of Forces Agreements
c. Battalipn/Brigade Command Coufse (Senior Officer Legal Orientation -~ SOLO).

) 1. Battalion Command - A 16-houf program foé oificers assuming command at
battalion level will be presented in the command development phase of the command
course outlined in Appendix 2, Annex F. Courqe content will be based upon TJAGSA .

course 5F-F1, SOLO.

2, Brigade Command - A 32-hour course for officers auaumihg command at brigade
and higher level will be presented in conjunction with the command course discussed
in Appendix 2, Annex F. Course content will be based upon TJAGSA course 5F-F1, -

' SOLO.

D. Resource Implications for JAGC - New/Increased Instruction Requirements

1. Military Qualification Scaﬁdards MQS)
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as appropriate.

MQS 1 - Pfecommissioning - Preparation.of coufse materials.
MQS 2 - Basic Course through 3 years AFCS. (19—week Basic Course).
(1) Resident course ~ prepare/present mafeiial. |
(2) Preparation of legai subjects fof>ﬁQS book of tasks gnd skills.
(3). Participation in unit schdqls. 
MQS 3 ~ Four through 10 years AFCS.
(1) Preparation of matérials for MQS book of tasks and skills.
(2) Participation in unit schools. | |
(3) ‘Kesident courses (TDY) —-ptgp;re/presént coursevmateriai.

(a) Commander's course

t0) Functional courses (Logistics, Finance) - Legal subjects

(4) Nonresident - preparation of materials.

2. Combined Arms and Services Staff School'(CAS3),

a.

b.

Nonresident phase - preparation'of Qaterials for pre-CAS3 Course..
Resident phase.

(1) Prepaie/present materials. ft Leavenworth -~ 9 weeks TDY.
(2) 9 hours legal subjects. |

4 classes per year of 572 students; 13 sectilons of 64
studencs each. .

3. Battalion/Brigade Command Course (Senior Officer Legal Oreintation .
Coutse - SOLO)

a.

b.

Nanesident'phaseM:‘B;;;;;ition of course materials.
Resident phase - pteparation/preséntationf

Combat Arms -~ 240 students

Combat Svc Support - 265 students

Training Cmds -~ 89 students
T0TAL 594 students per year
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VI. SUMMARY OF RECOMMENDATIONS
A. Implement Position Management Systerm.

1. Establish new Specialty Skill Identifiers for JAGC (AR 611-101).

55A ~ Judge Advocate (Basic) 55B - Staff Judge Advocate
55C - Criminal Law Specialist 55D - Judiciary v
S5E - Admin/Civil Law Specialist 55F - Procurement Law Specialist .

. International Law Spec. 55H
.Legal Assistance Specialist

556G
551

Claims Law Specialist

2. Publish TAADS coding directive for JAGC to require TDA/TOE's to reflect
standard job positions, coded by new SSI's.

3. Establish new duty modules as JAG policy. Arany Research Institute’.
presently has list with skill data and will develop with TJAG coordination.

4. TJAGSA review data on common and most important duty modules tb‘insure
validity of basic course instruction; use in development of Post Gtaduate
Military Legal Education Course (PGMLE).

5. TJAGSA review training requirements for unique duty modules tdiinsure
validity of CLE short course program. :

6. TJAG develop ADP capability to monitor properly coded duty positions
for identificatton of requirements and management of resources.

Bt Preappointment - Recruiting Standards for the JAGC.

. 1.

Evaluation of candidates for appointment.

a. All candidates will be required to report to an Assessment Center

for medical/physical/psychological testing. See Annex C.

2'

b. Assessment Center data will be avsilable to JAGC selection boards.

Law school courses to be considered as factors for sppointment by JAGC'

selection boards.

. Evidence
Criminal procedure/Criminal law
Constitutionsl law :

- Contracte

= Federal civil procedure

- Trusts/Estates : T
Torts ' '

" 3. Law school courses to be suggested as important to the military lawyer
in JAGC recruiting literature. ‘ .
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- Family law -~ International Law
- Labor law - Environmental law
- Federal tax law ‘

4. Officers in the Fully Funded Legal Education Program will be required '
to take all the courses outlined in paragraphs 3 and 4 above.

C. Entry Skill Training for Lawyers.
1. Military officership training.
a. Alternative #1 - Restructure Ft Lee orientation ¢ourse.

(1) Delete all subjects which can be ptesented at TJAGSA.

(2) Increase leadership, FTX, weapons ttaining, physical training,

survival, escape and evasion,

b. Alternative #2 - Establish 4-week Ft Benning Officer Basic Course
(RETO recommended course of action).

(1) Leadership training/Field training.

(2) Provide test and evaluative environment for military officer
potential. ' . »

2. Legal Training - JAGC Basic Course.
a. Emphasize writing/professional awareness in curriculum.

b. Trdin to next assignment, when possible, by offering responsive
CLE courses to officers with unique assignments,

D. JAGC Professional Development: 1 - 7 Years.
1, (ualification standards for career development.'
a. Develop standards through grade 0-4 for all duty positions.

b. Fix SJA/supervisor responsibility for counseling and professional
development in meeting qualificaCion standards,

¢. Publish qualifications - outline ptereqnicite jobe, experience
and schooling.

d. Establish ADP program for mandgement.of denographic information'
and individual qualifications with annual update,

C e, Standardize TAADS coding by duty position for efficient assess-~

nent of JAG manning requirements,
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f. Establish annual CLE program for JAGC officers and program local
funds.

g. Initiate staff action to program/budget/manage CLE funds by

~ MACOM. .
T2, Specialization for JAGC officers.

A a. Selection/assignment of a legal specialty for each officer with
"three years AFCS. '

A b, Fix responsibility of SJA/supervisor for'counseling and professional
-development in meeting specialization requiremcnt.

c. Develop procedure for OTJAG approval of specialty selection by
individual officer. '

d., Establish ADP program for management of officer specialty program.

: ‘e. Establish annual CLE program as outlined in paragraph f, above, to
meet specialization training requirements.

3. Trial advocacy training in the field.

a. Establish National Institu;eé of Trial Advocacy-type program for
the JAGC.

‘b, DeQelop faculty team and produce case materials.
e Conduct training using local JAGC facilities.
6.- Articles for publication by JAGC officers in thé field,
-a. Publish guidance for the preparation of lgéal articles under TJAGSA

monitorship; each officer will be encouraged to write one as evidence of
specialty qualification.

' |
b. Pubiication of'articles will be reflected in JAGC offiFer's OMPF
5. ' Stabilize JAGC officer tours.
.a.‘ Minimum two &bar t;dr of duty.
b. Necessary'forlpur@uit of'specializatioq and qualification standards.
6. JAGC Fiel@‘Laﬁ Library.Setvice.'
a. TJAGSA will conduct a review of legal research refereﬁce material g

'  1n JAG offices for the purpose of establishing a standard list of research
" tools. o
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b. TJAGSA will program/bddget/mauage funds for procurement of legal
reference material in order to develop a library system responsive to the
needs of Army legal offices,

7. Establish professional development office in OTJAG.
a. Develop and monitor program for qualification standards.
b. Establish sﬁecialization program,

" ¢. Monitor annual CLE requireﬁents.

d. Program/budget for centralized CLE program managed by MACOMs.
E. Post-Graduate Military Legal Education.

1. Establish 3l-week course for post-graduate military legal education
(PGMLE) -~ two semesters,

a. Majors and captaine (P) will Qttend at 7 - 10 years AFCS.

b. Prepare JAGC officers for supervisory positions.

c. ~Curriculum will emphésize subscantivé law and procedure.

d. Curriculum will émphésizeALeadership and management behavior.
e. Matriculate 25-30 9£ficers per year (OGLA/DOPHA);

f. Conduct examinations with grades recorded in’écademic officer
efficiency report. ‘

g. Course to provide basis for certification of mandatory CLE programs.

2. Select six JAGC majors or captains (P) each year for civilian
post-graduate education, based upon validation of positions.

F. Advanced Military Training for JAGC Officers.

1.. Combined Arms and Services Staff School (CAS3). See Appendii 2,
Annex M. . ) .

2. U.8. Army Copnana & General Staff Colléée. See Appendix 3, Annex M,

3.. Senior officer education and training, See Appendix 1, Annex N.
OTJAG to conduct position analysis to validate jobs requiring this training.

G. Warrant Officers. See Annex W.

H. Reserve Officer EdhCacién and Training,
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1. Continue and reinforce current programs,
a. Reservists may attend short resident courses at TJAGSA for CLE.

b. Reservists may pursue nonresident courses for training and grade
qualification.

c. Reservists in JAGSO units may participate in unit quadrennial
training at TJAGSA.

d. TJAGSA wil] continue to conduct highly successful 'on-site" training
program for reservists.

e. Distribution to reservists of all JAGC legal publications.

f. Video tape CLE programs will continue to be available to reservsists
in the field.

- 2., Continue to program annual training in JAG law offices for small groups
on a year-round basis. . :

3. Continue to establish mobilization designee positions in JAG law
offices.

4, Reaffirm requirement of TJAG to manage JAG Reserve program as
professional resource for mobilization,

I. Legal Subjects Training for OPMS Officers.

Based-upon taek analysis, the following requirements exist for preparation
of materials and instruction. ‘See Part V, Appendix 1, for course content.

a. MQS 1 (Preappointment ).- 36 hours. C '
_ b.v MQS 2 (Basic course) - 20 hours.
c. Mgs 3
.'“(1) Company commanderYS course - 10 hours.

(2) ‘Functional courses - training as needed.

d. Combined Arms, and Services Staff School (CAS3) Resident phase -49 hoors;
-.nonresident phase - 5. hours. . . ' :

e. Battalion commander's coirse - 16 hours.

f. Brigade commander's course (SOLO) - 32 hours.

1 Inclosure '
1. JAGC Officer Questionnaire for RETO Survey
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TJAGSA CLE Courses.

May 1-12: 75th Procurement Attorneys’ Course (53F-
F1o).

May §-11: 7th Environmental Law Co‘urse (5F -F27).
May 15~17: 2d Negotiations Course (5F ~F14).

May 15-19: 8th Law of War Instructor Course (5F-
F12).

May 22-June 9: 17th Bblilitary Judge Course (5F-F33).

June 12-16: 41st Senior Officer Legal Orientation
Course (5F-FL).

July 24-August 4: 76th Procurement Attorneys’ Course
(GF-F10).

August 7-11: 8th Law Office Management Course (7TA-
713A).

August 7-18: 2d Military Justice YT Course (5F-F31).

August 21-25: 42d Sernier Offizer Legat Orientation
Course (35~F1i). !

August 28-31: 75:h Fiscal Law Course (3F-F12)

September 18-29: 77th Procurement Attornes’s Course
(5F -F10).

Qctober 2-6: 9ih Law of War Workshop (3F-F42).

Qctoher 10-13: Judge Advacste General's Co-xference
and CLE Seminars.

October 16-December 13: 33t% Judge Advocate Officer,

Bazi¢ (5-27-C20).
October 16-20: 5th Defense Trial Advoczey.

October 23~November 3: 78th Procuremen: Attorneys
(5F-F10).

November £-8: 24 Crimina! Law New De\elop'ﬁents
(5F -}35).
November 13-16: Sth Fiscal Law (5F-F12),

November 27-December 1: 4°J Senior Ofx’xcer Lezal
Orientation (5F-F1).

December 4-5: 2d Procurement Law \\o- kshop (SF-~
F15). :

December 7-9: JAG Reserve Confzrence and Worksho;}.

'Dece‘mber 11-14: 6th Military Administrative Law De-
velupments (5F-F25). !

January 8§-12: 9th Procurement Attorneys” Advanced
(5F--F11).

January 8-12: 10th Law of War Workshop (SFI-N'Z)

January' 15-17: 5th Allowability of Contract Costs
(5!—' F13).

Januar)n 15~19: 6th Defense Trial Advocacy (3F-F34).

January 22-26: 44th Senior Officer Legal Orientation

(oi- FL.

Jm-.m-\ 29- \hrch 30: §9th Judge Advocate Officer ‘

H:Nr {5-27-C20, , .

January ..‘J~February 2:'18th Federal Labor Relations |

(5F-F22),
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February 5-8: 8th Environmental Law (3F-F27),
February 12-16: 5th Criminal Trial Advocacy (3F-F32).

February 21-March 2: Military Lawyer's Assistant
(512-TAD20/50).

March 5-16: 79th Procurement Attorneys’ (5F-F10).
March 5-8: 45th Senior Officer Legal Onenta ton (War

College) SF-F1).

March 19-23: 11th Law of War Workshop (5F~F42).

March 26-28: 3d Government Information Practices
(5F-F28).

April 2-6: 46th Senior Officer Legal Orientation (5F- -

F1).
April 9-12: 9th Fiscal Law (5F-F12),
April 9-12: 24 Litigation (SF -F29).
April 17-19: 24 Claims (5F-T25).

April 23-27: 9th Staff Judge Advocaté Orientation
(5F-Fs2)

Apnl 23-May 4: 80th Procurement Attorre\ 3 (3F-F10).
May 7- 10 6th Legal Assistance (aF-F.:"!)
May 14~ 15. 3d Negotiations (5F-F14).
May 21 ~June 8: 15th Military Judze (5F -F33).
May 30-June 1: Legal Aspects of Terrorism.*

F'J;;ue 11-13: 47th Senior Officer Legal Oﬁentaiioa (SF-
1. .

June 18-29: JAGSO (CM Trial).

June 21-23: Military Law Institvte Seminar.

July 9-13 (Proc) and July 16-20 (Int. Law): JA
Ci:SC (Phase VI Int. Law, Procurement). occ

July 9-20: 2d Military Administrative Law (5F-F 20).
Juiy 16-August 3: 19th Military Judgé (6F-F33).

FJol;ly 23-Augqst 3: 81st Procurément Attorneys’ (3F-.

July 30-August 3: NCOES Advanced Course (Phase 11
(Ft. Ben*amin Harrison) (71D50). '

August G-October 5: 90th Judge Adv
e iy ge Advocate Omcer Basic

August 13-1T: 48th Senior Officer Legal Onenta:wn
(aF—Fl)

August 20-May 24, 1930: 28th Judze Advocate Oﬂ‘cer

. Graduate (5-27-C22),

August 27-21: 9th Law-Office Maragemer.t (TA-713A).
. September 17-21: 12(h Law of War Worksh op (5F ~F12),

September 24..48; 4uth Senior Ofiicer Legal Otientation

- {3F-F1).

" *Tentative.

Table 1
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SALARIES FOR CORPORATE LEGAL PERSONNEL 1977
ABA JOURNAL (January 1978)

Chief - . Managing New

Legal ‘Qggggz Attorney Attorney Para]ega1  Graduate
Number reported 368 293 5 3,345 - 316 9
Average salary $67,7i6 54,109 48,065 31,496 15,691. ' _Alé,233 '
Numbervéaid bonus 216 183 409 777 . 27 11
Avg. Total Comp. 80,493 63,846 53,589 32,592 15,806 - 18,490
Lower quartile 56,000 48,000 42,540 24,288 12,600 16,500
. Median Comp. 72,750 61,000 51,500 31,100 15,000 - 18,300
Upper quar:ilé' 98,650 75,000 61,100 39,000 18,250 20,000

Altman and Weil, Inc.
Box 472
Ardmore, Pa 19003
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A, 85I Structure

1.

CPT
LTC

coL
TOTAL

CPT

- MAJ

LTC
CoL

TOTAL

NOTES:

b. Du
(1647 lass TPS)

(See 1z, total):

cov-

LTC
MAJ

CPT

TOE/TDA S31_Requirements

a. 73% duty positions in TDA
b. 25% duty Posltioas in TOE

€. Summary - 1504 duty positions

TOE - oma TozAL
214/237, 723/77%, 942/63%
104/359, '193/55% 297/20%,
© 450297, - 112/71%, . 157710z
7/ 6% 191/94 108/ 77,

3707259, 1134/75% 1504/1007%

Sumnazy - $51 | |
702/75% 1047117 135/14%,
79/27%, 1227417 ' 96/32%,
10:/647, 2013 ' 36/23y,
54/50% 4133, _ 13/12y,
935/62% - '287/19% 281/19%

a. SSI designation
554 = Judge Advocate :
353 = Criminal Lav Spectalts~
55C = Adninistrative Law Spacialist

ty pasitioas (1504) Compare fa&orably with anutioeizations
€. Grade of duty posttions comparés Eavota&ly wich~authorizatiods

110/6.5%
170/ 107
322/19%
1085/ 547,

ot © Table 3
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PP-1

PP-2
PP-3

PP-4
PP;S"
PP-6
pp-7
Ai‘PP-é
“pP-9
PP-10

PP-11

PP-12
PP-13
PP-14

~.PP-15

PP-16
PP-17
PP-18
PP-19

PP-20
PP-21

PP-22

Noter

DUTY MODULES, 55 LEGAL

_ "Advises command/staff and investigators on criminal
‘prosecution--UCMJ/Federal/State.

l'Prosecutes in criminal judicial/administrative tribunals.

Defends military personnel in criminal ]ud1c1al/adm1nlstra-
‘tive tribunals.

(Blank insert)
Represents Government before military appellate tribunals.

Represents military personnel before m111tary appellate
tribunals.

Presides over courts-martial/magistrate proceedings.

Supervises adwrinistration of judicial matters.

- Adjudicates appellate issues.

Counsels command and staff on c1v11/adm1n15trat1ve law
(basic).

Represents Government at administrative hearings.

Represents Government before Federal courts.

Counsels on international law/law of war policy and procedure.

Processes and adjudicates claims involving U.S. Army.
Advises and assists individuals in pgrsohal and legal matters.
/Coﬁnsels on procurement/fiscal‘law policy and procedure
Counsels on c1vxlxan personnel/labor law polxcy and procedure
Counsels on patent law policy and procedure
\Counsélélon‘env1ronmental law policy and procedure.
Counsels oﬁ criminal law policy and proéedure;‘ |
,Couhsels on administrative law pollcy and procedure.'
Serves as Staff Judge Advocatc.

D1scuss;on and list of skills for each duty module foilows,
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ARMY OFFICER DUTY MODULE

BACKGROUND INFORMATION. To provide a general understanding of the Army

Officer Duty Module concept, the following information has been extracted

from the Army Officer Duty Module Manual, American Institute ror Research
. in che Behavioral Sciences, dated October 1975.

1., The U.S. Army has developed an experi-
mental system to improve communication
among personnel resource planners, personnel

" assignment officers and manning table designers,
and to facilitate the development of a
conmon data bank of information on officer jobs.
This new system has modular work activity
descriptions that are based upon clusters

+ of tasks. These task clusters have been
given the name "Duty Modules". While the
concept is adaptable to other large organizations
and to jobs held by civilian and enlisted
personnel as well as officers, development of
the system to date has been directed toward
support of the Army's officer corps generally,
and particularly, the Officer Personnel
Management System (OPMS). :

2. A Duty Module, as the term is used herein,
.13 a codifiable cluster of related tasks that
‘tend to go together, occupationally and
organizationally, in meaningful ways., 1In

terms of relative size, a Duty Module is
thought of as being smaller than an MOS and
larger than a single task statement. To be
useful in personnel management, each task
cluster, or Duty Module, must be a coherent,
distinctive and relatively self-contained
segment of a significant work activity. By

and large, each Duty Module should be applicable

. to a number of different duty positions and a

-wide variety of personnel. Properly composed
and standardiged Duty Modules become usable as
"plug=in" units, like building blocks, for
describing job requirements of manning table
positions and qualifications and lapabilities
of personnel in a common larnguage. To a

far greater degree than either officer MOS or
single task statements. Duty Modules also show
the full interrelationship among jobs, including
both the similarities and the differences. -
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FP-1
Advises Command/Staff and Investigators on Criminal
Prosecution--UCMJ/Federal/State
1. Monitors criminal investigations to ensure tompliance with

constitutional, statutory and regulatory requirements.

2. Advises criminal investigators on legality of investigative
technique. S

3. Orients commanders on alternatives to courts-martial and/or
the appropriate level of courts-martial.

A. Counselscommanders on advisability of accepting pretrialA
agreements.

5. Advises law enforcement officials on release of evidence.

6. Coordinates with civilian law enforcement and prosecution
agencies.

7. Keeps Staff Judge'Advocate informed as to status of investi-
gation and/or progress of court-martial.

8. Reviews Article 15 appeals and advises commanders thereon.

- o T-1-49
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PP-2

Prosecutes in Criminal Judicial/Administrative Tribunals

1. Advises commanders on institution of court-martial proceed-
ings including appropriate level of court-martial.

2. Prepares pleadings and allied péper work.

3. Prepares ‘and presents government s case at Article 32
investigation.

4. Secures the presence at trial of witnesses, c1v111an and
m111tary,local and distant.

5. Advises commander on advisability of accepting a pretrial
agreement.

6. Prepares written documents for use at trial, including
stipulations, motions, etc.

7. Represents the 1nterest of the government 1n a court-martial
proceeding.

8. Supervises preparatlon of records of trial and ensures

" their accuracy.

9. Coordinates with c1v1113n law enforcement and prosecution
agencies.

10 Interviews witnesses and prepares them to test1fy in

courts- martlal
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Defends Military Personnel Before Criminal
Judicial/Administrative Tribunals

1. Advises servicemen on their rights and alternatives with
regard to nonjudicial punishment, courts-martial, and adverse
administrative actions.

2. Utilizes all legitimate means of discovery, -including
effective representation at Article 32 investigations.

3. Prepares pretrial agreements and otherwise negotiates
with command for favorable dispositior of case.

4. Represents accused before commander - and m111tary Judge
with respect to pretrial matters.

5. Represents accused before m111tary mag1strate w1th respect
to pretrial confinement.

6. Advises$ client of his post-trial and appellate rlghts and
takes ‘appropriate steps to protect those rights.

7. Reviews record of trial for accuracy and prepares obJec-
tions, if necessary. ,

8. Reviews post-trial review and prepares rebuttal, where
appropriate.

9. Ensures client prepares requests for appellate representa-
tion if he so desires.

T-1-51




PP-5

Represents Government Before Appellate
Military Tribunals

1. Prepares and/or responds to petitions for extraordlnary
~relief, on behalf of government.
2. Responds to inquiries from the field JAG offices.

3 Analyzes records of trlal and develops government position
with reSpect to legal issues raised therein.

4. Prepares oral arguments on behalf of government for presen-
tation to the Army Court of Military Review (ACMR) and Court of
M111ta*y Appeals (COMA)

5. Prepares appellate written briefs on behalf of government
for submission to COMA and the ACMR, including motions for re-
con51derat10ns and other miscellaneous motions.

6. Prepares legal memoranda for government appellate branch
and division chiefs. ,
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PP-5
Represents Military Personnel Before
Appellate Military Tribunals
1. Analyzes records of trial and develops legal issues on be-
half of servicemen appellants.

2. Prepares petitions for extraordinary relief as needed.

3. Responds to appellate inquiries from servicemen and defense

4counsels

4. Prepares and presents cral arguments on behalf of service-
men to the Army Court of Mtlvtary review (ACMR) and Court of
Military Appeals (COMA).

5. Prepares appellate written briefs on behalf of servicemen
for submission to.COMA and the ACMR, including motions for re-
considerations and other miscellaneous motions. o

6. Prepares legal memoranda for Defense Appellate Branch and
Division chiefs.
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PP-7

Presides as Military Judge Over
Court-Martial/Magistrate Proceedings

1. Supervises and manages trial counsel who appear before
him. -

2. Conducts pretrial hearings and resolves motions raised
therein. '

3. Conducts the arraignment proceeding.

4. Presides over open sessions of court in jury trials and
instructs the jury as to the appropriate law 'in the case be-
fore it.

5. Presides over the court ‘in judge alone trials and deter-
mines the guilt or innocence of the accused, and if convicted,
determines the appropriate sentence.

6. Resolves all legal issues arising during the course of the
trial. ,

7. Reviews records of trial for accuracv and completeness,
and authenticates those records properly prepared.

(R~ ;‘-f'.
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PP-8

Supervises the Administration™of Judicial Matters

Organizes the docketing of courts-martial cases.
Administers the issuance of search warrants.

Renders reports to the trial judiciary, as necéssary.

Supervises legal clerks, court reporters, and civilian employees.

Acts as military magistrate with respect to pret.ial confinement.
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1.

Adjudicates Appellate Issues

Reads and analyzes the records of trial of servicemen con-

victed by court-martial.

2.

Develops and analyzes legal issues arising from

courts-martial.

3 ._-

Decides legal issues raised in courts-martial and renders
clear and concise legal opinions with respect to those decisions.

4. Conducts appellate oral argument session.

5. Supervises and manages research aésistants.

6. Dockets cases for disposition and for oral argument.

7. Admlnlsters the rules of the Court of Military Review
practice. .

8. Works towards consensus with fellow Judges on legal and

factual issues.

9I

Contributes to profe551ona1 legal education by writing

artlcles on relevant legal issues.
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PP-10

Counsels Command/Stcaff on
Civil/Administratiye Law

1. Analyzes and provides legal opinions with regard to
military personnel matters, including military status, pay,
allowances, promotions, reductions, separations, appeals to
administrative boards, and complaints under Article 138, UCMJ.

2. Provides legal advice regarding nonappropriated funds,
donations, use and disposal of government property, military
installations, military support to civilian authorities,
disaster reliéf, civilian defense, the Fr eedom of Information
Act, and the Prlvacy'Act. .

3. Advises with respect to legal issues arising from the
Civilian Personnel System and the Federal Personnel Manual.

4. Advises on the regulatory requirements an01V1ng line. of
duty investigations and reports of survey.

5. Counsels the commander and staff with regard to the ‘stand-
ards of conduct and conflicts of interest pertinent to Depart-
ment of Army personnel.

6. Advises the commander and staff with respect to the legal
aspects of the Army Equal Opportunlty and Drug and Alcohol
Programs.

T-1-58
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PP-11

Represents Government at
Administrative Hearings

1. Determines the appropriate statutory or regulatory provi-
sions governing the hearing.

2. Prepares. the government's position, collects the eviden-
tiary materials, and interviews prospective witnesses prior
to the hearing.. '

3. Introduces evidence, conducts examinations of witnesses,
and argues the government's position during the hearing.

4. Evaluates the desirability of appealing adverse decisions
from the board, and when necessary, prepares appellate brief.

S.. Briefs and advises superior and others regarding findings
of the board. ' '

6. Prepares recommendations, when appropriate, for modifica-
tion of policy based on adverse ruling of board.
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PP-12
Represents Government Before
Federal Courts
'l. Litigates cases involving the Department of the Army 1n
the Federal court system.
2. Prepares litigation reports.

3. Prepares pleadings before the Federal courts.

4. Responds to discovery requests and develops the govern-
ment's case through effective discovery means.

5. Collects evidence in support of the government's case
and prepares the evidence for admission before the court.

6. Prepares affidavits.

7. Removes civil actlons and cr1m1nal prosecutlons from state
to Federal courts.

8. Identifies cases for administrative settlement as opposed
to litigation.

9. Evaluates the desirability of appealing adverse decisions
from a lower Federal court.

10. Presents legal arguments on any matter at the direction of
The Judge Advocate General at the request of the U.S. Attorney.
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PP-13

Counsels on International Law/Law of War

t

1. Advises concerning 1nternat10na1 legal implications of
command action, treaty rights and obligations.

2. Advises commander with respect to status of forces arrange-
ments.

3. Maintains liaison wlth foreign judicial authorltles.
4. Adv1ses commander concern1ng oblxgatlons to protect

interests of U.S. personnel and dependents subject to foreign
criminal and civil jurisdiction.

5. Monitors and reports on all foreign criminal cases invol-
ving military and civilian personnel of the force and their :
dependents, and acts as trial observer and prison visitor.

6. Gives legal assistance in matters involving 1nternat10na1
law, foreign law, and conflicts of law.

7. Advises_the commander on the law of war as it pertains to
military operations including the use of force, operations plans,
and rules of engagement.

8. Advises commanders concerning the international law affect-
ing the commission of war crimes, the United States policy in

regard to the prosecution of war criminals, and the proper pro-
cedures in investigating, charglng, and prosecuting war crimes.

9. Acts as war crimes 1nvest1gator, or as prosecutor or defense . ;
counsel in war crimes tr1als. o .. oo

10. Advises commander on the legal rules whxch relate to the
administration of occupied territory.

Al Y mm v 0o

11. Issues gu1dance and monitors law of war tralnlng w1th1n the
command and gives training as requlred

12. Advises commander concerning the background and rules ‘of the

Code of Conduct, how they relate to thelaw of war, and how thev
should be 1ntegrated into law of war tra1n1ng.
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'PP-13.
Counsels on International Law/Law .of War (Coht)

* Prosecution and defense functions are normally covered in
the criminal law area. However, this would not cover persons
charged with "war crimes'" as such, e.g., enemy personnel, or
persons to be tried by special war crimes procedures such as
before a war crimes tribunal or commission. '
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PP-14

Processes and Adjudicates Claims
Involving the Army

1. Evaluates all claims aéainst and in favor of the U.S. Army,

‘applying pertlnent statutes, directives, regulations and case

law.
2. Pro;esses claims arising from the following:
a. Federal Tort Claims Act.
b. Military Personnel and Civilian Employees Claims Act.
c. Forgign claims.
&. Military and National Guard Claims Act.
e. Non-S;ope Claims Act.
£. Article 139, UCMJ.

g. Affirmative claims for the government under the Federal
Claims Collectlon Act and Medical Case Recovery Act.

3. Investigates, coordinates, and reports claims matters in
accordance with applicable regulations.

4. Prepares claims memoranda on claims forwarded for final dlS'

‘position.

5. Prepares files for centralized third-party recovery action. '
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PP-15
Advises/Assists Individuals in Personal Civil Legal Matters

1.  Advises eligible clients of the military community on diverse fields of
noncriminal law, including domestic relations, consumer rights, property,
contracts, and tax and estate planning laws.

2. Manages the personnel and equipmeﬁt, to include law libraries of the
Legal Assistance Office.

3. Extracts and applies relevant legal and faétual information from avail-
able sources through research, coordination, and interviews.

4. Utilizes effective counseling and negotiating techniques to solve the .
client's legal problems.

5. Drafts understéndable, legally correct documents, to include wills,
powers of attorney, contracts, and other legal instruments on behalf of
clients, '

6. Advises clients with respect to the extralegal social services that
compliment Ammy legal assistance functions.

7. In-court representation of clients in expanded Legal Assistance Program.




P-16

COUNSELS ON PROCUREMENT LAW

1. Advises' on preparation, drafting, review and award of
contracts, to include review and advice concerning bid pro-
tests and mistakes.

2. Advises on contract financing.

3. Advises on problems ard disputes arising from contract
performance. :

4. Advises on preparatioh of reports concerning appeals of
contracting officer's final decision to the ASBCA; prepares
pleadings and reports for litigation in the Federal Courts.
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PP-17
Counsels on Civilian Personnel/Labor Law

1. Advises civilian personnel officers and other management
representatives on all legal aspects of the Federal Labor
Relatlons Program. .

2. Represents management at third-party hearlngs on labor
relation matters. :

3. Advises command on procedural and substantive legal re-
quirenents for routine personnel actions such as hiring, pro-
" moting, d1sc1p11n1ng, evaluating, and removing civilian Federal
«employees. ' ' ‘

- 4. Advises on'proper implerientation of reduction in force and
proper processing of Equal Employment Opportunity complaints.

5. Ccunsels on management obligations to investigate and
present evidence at unfair labor practice hearings, arbitra-
tion hearings for grievances, and agency hear1ngs for EEO
and adverse action appeals.

6. Researches and applies applicable laws and regulations.to
legal aspects of collectlve bargaining ob11gat10ns, 1nc1ud1ng
impasse procedures. |

7. Advises on legal aspects of drgénizational and representa-
" tional activities of labor groups.

8. Advises contracting officers on labor laws applicable to
government contract work.

9. Coord1nates with appropriate Department of Army, Department

of Labor, and Civil Servxce representatlves in resolv1ng local
labor problems. .

T-1-66
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PP-18

Counsels on Intellectual Property
Law Policy and Procedure

1. Advises staff personnel, including procurement officials,
on intellectual property matters involving patents, technical
data, copyrights, trademarks, trade-secrets, computer software,
invention secrecy, and employee rights determinations.

2. Performs patent searches and prepares and prosecutes patent
and tradematrk applications.

3. Investigates administrative and judicial claims of patent

infringement or violation of other intellectual property rights,'

performing extent-of-use investigations and validity searChes.

4. Facilitates technology transfer for government-owned in-
tellectual property by negotiation with and preparation of sale
or licensing agreements with domestic and foreign producers and

‘f01e1gn governments.
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Counsels on Environmental Law

1. Advises on the impact of the Nat1(nal En"1ronmental Pollcy
Act of 1969 upon military activities.

2. Advises commanders as to their role in the environmental
consideration process. : : -

3. Identifies the requirements for the preparat1on of environ-
mental impact statements.'

4. Advises the

tive plans for the abatement of pollution and the effect of
such plans on military installations.

5. Advises commanders of the effect of conc>:rvation, historic
preservation, and other environmental management and control
laws on m111tary operations.

PP-19

Policy and Procedure

command on the Federal statutory and administra-

1-1-68
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PP-20

.Counsels on Criminal Law
Policy and Procedure
1. Briefs and adv1ses super1or 'and others concerning criminal

law matters w1th1n the command.

2. Interprets and 1mp1ements h1gher pollcy guidance pertaining

" to criminal law.

3. Issues technlca; gu1dance to subord1nate personnel and
commands on ‘criminal law.

4. Prepares correspondence, reports and studies, including
policy recommendations on criminal law.

S. Ensures that subordinate personnel and commands reczive
latest developments in the area of cr1m1na1 law.

6. Monitors perfqrmance of command in the criminal law area
and takes action to deal with problems.

7. Establishes and monitors procedures to report criminal law
data.
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PP-21

Counsels on Administrative Law
Policy and Procedures

‘1. Briefs and advises superior and others concerning administra-

tive law matters within the command.

2. Interprets and implements hlgher po;lcy guidance pertaining
to administrative law.

3. Issues technical guidance to subordlnate personnel and
commands on adm1n15trat1ve law.

4. Prepares correspondence, reports, and studles, 1nc1ud1ng
pollcy recommendations on administrative law.

5. Ensures that subordinate personnel and commands receive
latest developments in the area of administrative law.

6. Monitors performance of command in the administrative law

area and takes action to deal with problems.
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pp-22
Serves as Staff Judge Advocate

1. Administers military justice and provides other relevant legal
advice and services within the command.

2. Organizes and manages the judge advocate section to accomp11sh
the legal mission.

3. Provides legal advice to the commander, staff, and subordinate
commanders on al] matters involving military law, domestic law, foreign
law, status of forces agreements, and international law.

4, Examines and recommends to the convening authority appropriate
action on charges before they are referred for trial, reviews records
of trial, and recommends to the convening authority the action that
should be taken.

5. Reviews records of trial for legal sufficiency, initiates appropriate
corrective action, when necessary, and acts as custod1an of special and
summary courts-mart1a1 trial records.

6. Prepares and processes correspondence concerned with the imposition
of nonjudicial punishment under Article 15, UCMJ, when required; in
appropriate cases, reviews appeals from punishment imposed under Arti-
cle 15, UCMJ, and makes recommendations to the commander.

7.- Recommends policy relating to pretrial and post-trial confinement.

8. Recommends policies relating to 1iaison with civil law enforcement
and civil judicial agen 1es

9. Reviews reports of nvest1gating officers and boards of officers to
determ;ne Tegal suff1c1 ncy and makes appropriate recommendations to the’
commander.

10. Supervises militar justice and other 1ega1 trainihg'in the connﬁnd.

. 11. Supervises legal agsistance and advice to mflitary personnel their
-deperdents, and other a thorized persons.

12. Supervises and administers all matters pertaining to claims and
recommends actions to be taken, including certification for payment,
if appropriate. ‘
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 PP-22 (Continued)

13. Furnishes legal advice to the command and to individuals as required
on military personnel matters, including military status, pay, promotions,
reductions, separations, authorized activities, appeals to administrative

- boards, and complaints under Article 138, UCMJ.

"14. Provides 1ega1 advice concerning nonappropriated fuhds, donations,

use and disposal of government property, military installations, military
support to civilian authorities, disaster relief, civil defense, the
Freedom of Informat1on Act, and the Privacy Act.

T-1-72
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REVIEW OF EDUCATION AND TRAINING FOR OFFICERS

APPENDIX 1

JAGC PROFESSIONAL DEVELOPMENT

TO ANNEX T

JAGC PKROFESSIONAL DEVELOPMENT

TABLE .5
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AR MODULES
GRADE TITLE MODULE
A-3 Exercises milicary Command authority
A-5 Supervises a staff section, detachment
or office
A-8 Directs, coordinates and supervises a
staff
B-2 Performs personnel management staff
functions
B-4 Performs officer personnel management
at departmental level
E-1 Trains thOps and/or civilian employees
in units and activities
i-1 .Performs program and bﬁdget staff
functions '
N-1 Prepares and conducts formal instruction
in a school -
N-3 Prepares doctrinal or formal instruction-
al publications
w-1 Provides personnel assistance to genérél
' officers:
w-7 Provides advice and'assistahce for Army
reserve components '
7-1-73 Table 5
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Al Doy Module dUs &y +-orm (Revivre,

fdentification Mo.

Dote “:itober 1975 Code:

Dy ODULE 0-A-3 R D R L
¢ _rcises command authority in military justice matters 35 e
. AHHHEE

222 Issue formal admonitions and reprimands.

0023 Prefer charges.

0924 Appoint investigating officers, boards, and members of

~ courts-martial.
a9n25 Review and take command action on findings of lnvestlgat1ng
officers, courts, and boards.
)75 Exercise authority of non-judicial punishuent under UCMJ.
T-1-74
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AIR Duty Modulé Survey Form (Revi9ra) | ; _ identification No.

Datr: Cctober 1975 Code:
(%) {141 |
DUTY MODULE 0-A-5 2] e
- Supervises a staff section, detachnent or office §|3 i3
alald?

Do

0027 Gather, 1nterpret and applj pertinent directives and
information.

0028 Organize personnel and other resources into functional
elements to accomplish mission.

(029 Prescribe standing operating procedures for internal
.unctIOnlng

(030 - Schedule and allocate work, assign priorities, issuec.
guidance.

0331 lonitor, review and evaluate work.

0332 Operate a system for filing, rétrieval, display and report-
ing of information.

0033 Provide for cffice services and clerical support.

€034 ‘bnitor safeguardihg classified information and other
cspec:s of internal security.

035 l-iotiv.;:te, evaluate, and counsel subordinates.
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Al { Duty Module dursey rorm (Reviy; sl

Da:-

Qctober 1975 Code:

tdentification No.

——————— e

Dty

#0DULE 0-A-8

['.rects, cocordinates and supervises a staff

Orrecy

TANEN

Supwivire

Do any

WPervIse

2fpin

Argist

Do

Mut

N M
10

St e abin

0054

0055
0056

0050

Issue guidance for establishment and operation of head-
quarters command-post, and Tactical Operations Center.

“Formulate policies and SOP for staff operation.
Transmit -and interpret command guidance to staff.

Assign .and coordinate work of staff by issuing instructions
to principal siaff officers and mcnitoring results.

Review studies, plans, orders, reports and correspondence
prepared by staff and approve or disapprove or refer to
commander with recommendation.

Arrange an: control liaisen with other headquarters.

Conduct specialized staff training and professional
development.

Fonitor performance of command and take action to deal
with problems.

Intorm and advise commander in matters of concern to him.
Conduct staff conferences.
Reprosent commander and act for him in his absence.'

Arrange for reception of visitors.
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AIR Duty Module Survey Form (Heviorar
pate:  Cctober 1975 Code:

pUTY KODUEL 0-B-2 : :
Ferforas persunnel ranage.cnt staff functionsl'

tdentificatien No.

¢
&
8

TINC

Direct
Oo ana
WpsIvINe
At
Not

‘ISupervise &
Do

TAei Al

!

S

0113 Advise Superior and other concerning maﬁagement of
personnel.

0114 Prepare personnel management policy directives and SOPs,

0115 Establish, post and empley a system of perscnne] records
and related files.

0116 Coordinate procurement and assignment of'military personnel :
a: individuals. _

0117 Ccordinate personnel selectlon testing, pay. and career
developrent.

0118 Honitor civiiian personnel management.
0119 Recommend inuividual assignments to xey positions

0120 Coordinate personnel aspects of casualty handllng and :
reporting.

0121 Coordinate parsonnel aspects of POW{ handling and reporiing.

0122 Control personnel managenent operations of subordinate
personrel section or special staff.

0123 Prepare studies, plans. reports and correspondence per-
talning to personnel management.

D124 Prepare and present personnel management briefings.
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AIR Duty Module Survey Form (Revi974)

Date:

(ctober 1975 " Code:

tdentification No.

DUTY MODULE 0-B-4
Perforrs oificer personnel maragenient functions at
department level

Orect

Oo ang
Wwoervise
EYOTIN

Supsrvie
Do

ol tengin,

0144

0145

Brief and advise superior and others concerning management
of officer personnel within career branch or group.

Interpret and implement higher policy guidance pertaining
to officer personnel management, including assignments,
perscanel actions, professional development, and
specielization.

Pecormend or concur. in individual officer assignments on
basis of policy and review of officer's record and prefer-
ences in comparison to job requirements.

Prepare nominative, eligibility or other special lists
for consideration by selection boards.

Recommend, concur in or process requests for retirement,
resignation, relief from active duty, inter-branch or inter-
service transfer, compassionate reassignment, special
schooling, Regular Army status, continuation on active duty
of a physically Zisabled officer, continuation on flight
status, reclessification of an officer who has become dis-

- qualified for a particular MOS or branch of service, as

well as assignment instructions, promotions, flagging
actions, involuntary separations from active duty, and
casualty reporting.

Counsel officers and provide information concerning assign-

ment, professional development or personnel actions by
correspondence, telephone or personal contact during visits.

Prepare correspondence, reports, personnel estimates and
studies including policy recommendations on officer per-
sonnel management matiers.
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" A1 Duty Moduie Survey Form (Revtgras

Date

Ccteber 1975 Code:

ldentification No

-

FuTY FOSULE 0-E£-1
Trains troops arnd/or civilian emplcyees in units and activities

Direct

Iy

Sunervive

e oo i
]

Oo ana

P Crtving

Do

0277

0278
0279

Prepare training schedules in accordance with training
progrems and directives. :

Prepare lesson nlans for training.

Arrange fcr training areas, training materiais and aids.
Teach forr.al classes by lecture.l

Conduct gqroup instruction.

Conduct demonstratio}i.

Conduct individual An-the-job training.
Cbnducf.practica] apalicatory team training.
Hanage range firing.

Conduct physical training.

~Corduct unmit operational training exercises.

Fonitor and inspect training.
Test and evaluate training status and proficiency.

Post training records, training publications, and submit
training reports. ' ,

IAu "
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AR Duty Kot sle Survey Form (Reviare

B Y

Cctober 1975 Code:

ldcntvlncat:on Mo

§ DUTY FODULE 0-N-3

Prepared doctrinal or formal instructional publications

Oirect

H

0659
0723
0724

0725
0726

0727
J723

0729
0730

0731

Conduct preparatory researcn in assigned subjuct area.

Reriew pertinent reports and field evidence.

Develon, ceoidinate and publish doctrinal or instructional

material, or modifications thereof.
Edit for publication, material prepared by others.

Review doruments, programs, and publications prepared by
others for consonance with current policy and doctrine.

Lvaluate responses from. individuals and groups e11c1ted by
material published, and prepare replies.

Prepare studies, correspordence and reports assocratcd
with jrojects.

Prepare and present br1ef1ngs on prOJects.

Analyze proposed new or modifled equipment testing

. directives to determine appropriateness and realism.

Prepare recommendations for limitations and capabilities
of new or modificd equipment.

[y
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tdentificaton No

. Jztober 1975 Code:
D DULF 0-1-1 EIITICIIEY
., ©ns prograr and budget staff functions T s o
tf8ledf of 23t
] 6ialodlol .22
n551  Advise supcrior and others on program and budget matters.
0542 Interpret, coordinate and dissemirate program and budget
guidance from higher headquarters. .
0543 Develop plans, policies and procedures to execute command.
budget activities, including break-out of. funds.
0s44  Prepare directives for development and preparation of com-
ward operating program and budget and conceamitant budsg2
execution reviea. .
UL Recorterd program and budget priorities.
3z rrovide authority To- vie ¢ distribution of funds in '
cxe-ution of buiget witnin prescribed constraints.
¢t47  Develop methodol!s for preparation of budget statistics.
0573 [2sign pro:edures and factors for preparation of cost
analysis ard coit estimates within command.
054 Fnalyze prograe: and budget performance to focus on rates of I
chl<-ations and expanditures, impact, and trends. .
Ch5s  xocemaend tund cedistribution to priority activities after ;
buiget reviess to achieve optimum fund utilization. !
05%:  FPreparc budge*ary impazt statements for submissions to
! higher healiuarters.
] .
b gste Canduct special studies as a basis for planning,programming
and budjstary decisions.
o
;0553 Freepare 2 preseat briefings concerning program and budget
; rattaers.
i :

T-1-31
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, ool advice and ossistance for Army reserve components sl iE: =) %
: Sina EN RN
b e , —detalozl 2l <iz]]
P .4 Fepresceot and advise suparior and others on Army National

Gu:rd cr U.S. Arry Pesarve matters.

Gt irtorpret and irplemant policy guidance céncerning Army
reserve cardonent activities.
£og) of reserve componzat units on training, )
, , cperations, legistics, planning personnel
venegemont, inteiligonce, comrusications and ceremanies.
ol nnist dp plring end preparation of Acmy resarve coaponent
mits forubiiization.
PRI LR FEPE S TS T - “~ and supported units con-
CerLany Rl CU3a00e E8epuncatl activiiies.

C.L trovice perigiic renarts and records on training and
vanline s sovius 0f resecve units.,

G Aoy s reserye componcat unit cnmaander and staff
G inspoctouns 2nd essist in dealing widh remedial actions
for proYic.s suriaced. : -

0T Laondinate gt ivities of sudordirate advisory personnel.
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REViEW OF EDUCATION AND TRAINING FOR OFFICERS

APPENDIX 1

JAGC PROFESSIONAL DEVELOPMENT

TO ANNEX T

JAGC PROFESSIONAL DEVELOPMENT

TABLE 6




JUDGE ADVOCATE

55A
GRADE TITLE MONULE
03 Judge Advocate Officer pP-1,2,3,10,11,14,15; E-1
Resource Management E-2; W-7
04 Post/Command Judpe Advocate PP-22; 'A-5; E=1; i-1
Deputy Staff Judge Advocate PP-1,10,14,15,20,21; A-~5;
E-1 .
05 Staff Judge Advocate/Division Installation| PP-22; A-8; E-1; i-1
Asst Ch, PPTO Div, CTJAG B4
Director, DDL Div, TJAGSA A-5; N=3
Deputy Staff Judge Advocate - Corps/ PP-1,10,14,15,16,20,21;
MACOM/Installation A=5; E.1 ' .
Asst. Exec., TJAG w-1
06 Staff Judge Advocate, Corps/MACOM/Major PP-22; A-8; E-1; B<2; i-1
Installation : -
Commandant/Ceputy Commandant - TJAGSA N-1,3; E«1 A-8; i-1; A-3
Exec. OTJAG: A~-8; B-4; i1
Ch, PPTO Div, CTJAG 'A-8; B-4
Dir'ector. Reserve Affairs' A—S; E-1; i-1; B-4; W7
07 USAREUR Judge Advocate PP22; A-8; B-4; f-1; E-1
08 . ATIAG PP=22; A-8; B-4
TJAG PP=22; A-8; B4
T-1-83 Table 6
. N ; . I II .Il -I-, I | A RN . .



CRIMINAL LAW
55B

GRADE "TITLE MODULE

03 Appellate Advocate PP-5,6
Criminal Law Specialist PP-20
Instructor PP-20; N-1,3

04 Ch., Criminal Law Branch PP-1, 20; A-5
Senior Instructor N-I,B;.A-S; PP-20
Criminal Law Specialist 1’2-20
Military Judge pPP-7, 8

05 Ch., Criminal Law Branch, MACOM/QOTJAG PP-20; A-5S
Ch., Criminal Law Div; TJAGSA PP-20; N-1,3; A-5
Military Judye PP-7,8; A-5

06 Ch, Criminal Law Div; OTJAG PP-20; A-8
Military Judge PP~7,8; A-5
Ch., irial Judiciary PP-7,8; A-8
Appellate Judge p?-9
ch., Govermment Appellate Div. USA PP-5; A-8

Judiciary o
Ch., Defense Appellate Div; USA PP-6; A-8
Judiciary ‘ S .
07 ATJAG, Mil. Law

Ch., USA Judiciary '

T-1-84

PP-13, 15, 20, 21

PP-5,6,7,8; A-8

e
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CIVIL/ADMINISTRATIVE LAW

55€ -

TITLE

e cwm mrih e - —

GRADE MODULE
03 Administrative Law Specialist- o - pP-21
Litigation Specialist | PP-12
Instructor N-1, 3; pP-21
Environmental Law Speci‘al_ist.' PP-'IQ_ |
International Law Specialist PP-13
Procurement Legal A&isor PP-11, 12, 16
Labor Law Specialist : - PP-17
Patent Law Specialisf. A . Pp-18
Administ‘rative Law Com)é.el pP-21
04 Ch., Adninistrative Law Br PP-17, 19, 21; A-5
Seni‘or Ins;tmctor | N-1, 3; A-S5
Ch., Litigatiqn Br Pp-11, 12, 16; A-5
Adninistrative Law Counsel PP-21
Ch., Claims Branch pPP-14; A-3
| ch., Legal Assistznce. Branch A-5, PP-15
05 Ch., Adninistrative L:y Br. OTJAG. PP-21; A-S

Ch., Adninistrative Law Div; Ch., IA
Div; Ch., Procuremgnt Law Div, TJAGSA

| ch., Adnin. Law Div., MACOM

Adnin. Law Counsel
Administrative Judge-Procurcment

‘Ch., International Law Br., OTJAG

Ch., Claims Branch, USA Claims Service

Ch., LégAal Assistance Brapch
Ch., Litigation Br. OTJAG

Sr. Instructor, USACGSC '
B T-1-85

A-S; N-1,3: PP-13, 16, 21

A-5; PP-17, 19, 21
pp-21 '

PP-9, 16
A-S; PP-13

A-S; PP-14
A-5; PP-15
A-5; PP-12
N-1, 3; PP-13, 20, 21

& U adent N BT Y iattoa s T G eh




CIVIL/ADMINISTRATIVE LAW
' 53C

05

.M Chief, Contract ‘Appeals, DIV, USALSA

T-1-36

RADE TITLE MODULE
06 |Ch., Administrative Law Div. JTJAG A-8; PP-21
Admin.. Law Counsel | PP-21
Ch., Procurement Law Div. OTJAG A-8, PP-16
Ch., International Law Div. OTJAG A-8; PP-13
Ch., Patent Law Div. OTJAG A-8; PP-18
| ., Litigation Div. OTJAG A-8; PP-12.
Ch., Legal Aslsistance Div. OTJAG A-5; PP-15
Ch., Trial Attorney, Contract Appeals .
Div, USALSA. \ A-8, PP-11, 16
Law Professor (AWC, AHS, USMA) N-1,3; PP-13, 20, 21
¢h., U.S.'A.. Claims Service A-8; PP-14; 1-1; B-2 .
07 - | ATJAG Civil Law A-8; PP-12, 16, 17; 18, 19
'NOTES:
ADD: '
03 Procurement Trial Attorne‘y, Contract
'_ Appeals Div, USALSA, PP-11, 16
05  Labor Advisor, OTJAG A-5, PP-16, 17
~A-5, PP-11, 16
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REVIEW OF EDUCATION AND TRAINING FOR OFFICERS

APPENDIX 1

JAGC PROFESSIONAL DEVELOPMENT

TO ANNEX T

JAGC PROFESSIONAL DEVELOPMENT

TABLE 7




B, Ceommon and Most Important Duty Modules
1. CAPTAIN

'DUTY MODULE
TITLE :

Train TRP and/or Civ Employees in U and ACTV

Adv CMD & STF,  Inves on Criminal Prosecution-
UCMJ/FED/STATE ,

Prosecute in Criminal Judicial & Admin Tribunals

Defend Mi) Pers in Criminal Judicial & Admin Tribunals

Counsel CMD & STF on Civil/Adinin Law (Basic) '

Represent Govt at Admin Hearings

Process & Adjudicates Claims Involving US Army

Adv & Assists Individuals in Personal & Legal Matters

2. MAJOR

DUTY MODULE
TITLE

Supervises a Staff Section, Detachment, or Office

Train TRP and/or Civ Employees in U and.ACTV

Perf Prog and Budget STF FUHC

Adv CMD & STF, Inves on Criminal Prosebu:ion-
UCMJ/FED/STATE

Prosecute in Criminal Judiclal & Admin Tribunals

Defend Mil Pers in Criminal Judicial & Admin Tribunals

Counsel CMD & STF on Civil/Admin Law (Basic)

Represent Govt at Admin Hearings C-

Processes & Adjudicates Claims Involving US Army

Adv gnd Assists Individuals in Personal & Legal Matters

Counsels in Criminal Law Policy & Procedure

Counsels in Admin Law Policy & Procedure -

3. LIEUTENANT COLONEL.

DUTY MODULE
TITLE :

Directs,. Coordina:es and Supervises a Staff
Train TRP and/or Civ Employees in U and ACTV.
Perf Prog and Budget STF FUNC
Adv CMD & STF, Inves on Criminal. Prosecucion-

UCHJ/FED/STATE

Prosecute in Criminal Judicial & Admin Tribunals
Defend Mil Pers in Criminal Judicial & Admin Tribunals
Counsel CMD & STF on Civil/Admin Law (Basic)
Represent Govt at Admin Hearings
Processes & Adjudicates Claims Involving US Army
Adv & Assists Individuals in Personal & Legal Matters
Counsels on Criminal Law Policy & Procedure
Counsels on Admin Law Policy & Procedure -

. T-1-87

CODE

E 001
PPOO1

PP002
PP0O03
PPO10
PPOLL
PPO14
PPOL5

CODE

A 005
E 001
I 001
PP0OO1

PP002

PP0O3

PPO10
PPO11
PPO14
PPO15
PP0O20
PPO21

CODE

A 008
E 001
1 001
PPOOL

PP002

~ PP0O3

PPOLO
PPOL11
PPOL4
PPO15
PP020
PPO21

TRAINING
METHOD

M
1M

1P
1P
1M
M

CIM
1P

TRAINING
METHOD

1M
3M

1M
k.|

M
M
k}.|
3M
3M
3M
M.
k1|

TRAINING

METHOD




4. (OLONEL

- TITLE - DUTY MDDULE CODE TRAINING -

* METHOD
Directs, Coordinates, and Supervises a Staff A 008 ' M
"Performs Personnel Management Staff Functions B 002 3E
Train TRP and/or Civ Employees in U and ACTV E 001 3E
Perf Prog and Budget STF FUNC : I 001 M
Adv QD § STF, Inves on Criminal Prosecution- PP00O1 ~ 3E
Prosecute in Criminal Judicial § Admin Tribunals PP0Q2 3E
Defend Mil Pers in Criminal Judicial § Admin Tribunals PP003 3E
Counsel D § STF on Civil/Admin Law (Basic) PPO10 ’ 3E
Represent Govt at Admin Hearings - PPO11 3E
Processes § Adjudicates Claims Involving US Ammy PPO14 3E
Adv § Assists Individuals in Personal § Legal Matters PP015 3E

Serves as a Staff Judge Adve ate ‘ PP022 .M

NOTES:
- a. Duty module appears as common and most important only if it appears in
40% of the duty positions in the grade.
(1) Total of 115 duty positions require pPP-22.

(2) Deputy SJA duty positions do not carry PP-22, but preparatory training
for 06 requires it. ;

b. There are no wnique duty'modﬁles for 699 of 942 captain duty positions,
i.e. Basic Course provides essential training. The remaining 243 positions are
primarily appellate advocates and instructors :

(1) Captains should receive formal resident tra1n1ng only when they are
about to assume a job with a unique duty module

{2) The mumber of duty pos1t1cns requiring unique duty modules partlcularly
procurement, is low and reflects 1nadequate TAADS coding.

‘c. TJAGSA currently provides all necessary CLE courses for duty module
requ1rements

(1) Exception - legal éss1starce CLE primarily derives from local juris-
dictions, and TJAGSA course must be supplementéd by civilian CLE programs.

(2) Exception - patent law must be pursued in ‘civilian program. Query do
we need military attorney duty positions in this specialty?

. T-1-88
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OFFICEk SURVEY ANALYSIS - JAGC

a. 68% return on 400 samples

59% Captain
15% Major
157 Lt. Colonel
10%, Colonel
1% Other

b. Georgaphic Location Taking Survey

78% CCNUS

4% Ha, Al, Pr, Pa
4% Pacific

13% Europe

1% Other

c. Basic Branch

94% JaGC
6% AG, AD, FA, IN, MI, MP, QM

d. Major Callund

127 USAREUR
23% PORSCOM
167 TRADCC
" 3% ¥orea
1% Japan
- 1% Com. Omd.
2% HSC
14% MW
28% other

e. Type of Unic

11% Combat
_ 2% Combat Support

2% Combat Service Support . _ : ' :
107, Training. : : o ;
28% Carrison Staff o s ‘ - o i
31% High-level Staff ' o ' K ;7
16% Octhers ' - - : :




f. Law Specialty

197 Judge Advocate
20% S.J.A.

18% Criminal Law

102 Judiciary

182 Admin/Civil

7% Procurement

2% International Law
4% Claims

2% Other

8- Alternate Law Specialty

8% Judge Advocate

9% SJJ.A.
28% Criminal Law

11% Judicisry

18% Adain/Civil

4% Procurement

3% International Law
5% Clainms

14% Other

h. Years of Service
Mean - 9.9 yezrs

Median - 8.4 years
- Mode -~ 4.0 years

i. Milicary Education ‘Divcl

Basic: - 53%
© Advanced -~ 271
GSC - 13%
ssC - %

J. Civilisn Education Level

. Jp - 831
- LIM- - 122

" Other MA - 4%
8JD - 1




k. Marital étatusl'Sex

847 < Married Male
2% - Married Female
13Z - Single Male

1% - Single Female

1. Race/Ethnic Group

94 % - White
3 % - Black
+7% ~ Spanish
.41 - Asian
1.9% - Other

1. Sc"urce of Commission

62 - 0oCs
- 8% -~ UsMa
56% - ROTC
307 - Direct

2. Component
38% - RA

417 - Res. _
17 - ARNGUS/Ccher

3. Career Plans

122 - Yes,
7% - Yes,
17% - Yes,
24% - Yes,

20

2 - 26
26 +
but 77

24% - Unknown
16% - No

4. Rank Expectations

3% ~ Major
20% - LTC
38% - ocoL
127 - GEN v
" 5% = Other

S. Az Promot{ong
9 % - Once

2. - Nlc‘
4% - Three +

“;

———




LAWYER

Question 6: WHAT TYPE TNG CARRIES MOST WGT WITH BOARLS?

CATEGORY FREQ {pcT)
RES MIL 155 57.8
NCN-RES MIL 1. A
S 0JT 73 | 27.2
CIV ED 28 10.4
CIV TNG . 2 LT
OTHER 7 2.6

MISSING CASES 2 ' .7

Question 7: WHAT IS HIGHEST LAW POSITION YQOU HAVE HELD?

CATEGORY - FREQ (rcT)

UNASSIGNED | 1 4

m | 74 27.6

INSTL SEC CH , 72 26.9

DEP SJA 32 11.9

MACOM SEC CH 31 , 1.6

SIA ,, 57 21.3

MISSING CASES I U A
g
b

T-1-96 - | o




LAWYER

Questibn 8: WHAT HAS BEEN MOST SATISFYING WORK TO YOU?

CATEGORY
PROS
DEFENSE
TEACH
PLANS
RESRCH
REP GOV
COUNSEL

MISSING CASES

FREQ (pcT)
45 _ 16.8
54 : 20.1
24 ) 9.0

2 .7
22 8.2
14 542

102 38.1
5 1.9

Question 9: WHAT 1S YOUR LINE OFFICER EXPERIENCE?

CATEGORY
NONE
COMPANY

- BATTALION

 DIV-MACOM

' MISSING CASES

FREQ: FCT)
186 68.7
52 S 19.4
17 6.3

10 3.7
5 ' 1.9




LAWYER

Question 10: WHAT IS YOUR HIGHEST STAFF EXPECTATIONS?

CATEGORY
BATTALION -
BRIGADE
DIVISION
INSTALLATION
MACOM

MISSING CASES

FREQ
13

32
32
168

22

Question 11: TIME OF OGSC COMPLETION:

- CATEGORY
NEVER
BEFORE BDE STF

AFTER BDE STF

FREQ
216

7

45

Question 12: PURPOSE OF OGSC 1s:

CATEGORY
 UNKNOWN
UNDSTND CLIENT
'S.lIA‘PREP
SHARE EXPRNCE
PROMOTN POSTN -

. BROADEN ONE

MISSING CASES |

FREQ
51

19
35
10

. 43

109

PCT)

4.9

- —




LAWYER

Question 13: (GSC FOR ALL?

CATEGORY
RES NEC

RES NON-RES NEC
FORM NOT TP
OK NOW -

NOT SURE

NOT REQ

ACATNST

MISSING CASES

FREQ
90

33
18
23
67
19
5

13

Question 14: EXTENDED oGsc?

CATEGORY
DO IT

TRY IT

| ANOTHER LEVEL
I DON'T CARE
LUXURY
ELITIST

MISSING CASES

FREQ
26
99
24
28
53
29

9

ok

(PcT)

33.6
12.3
6.7
8.6
25.0
7.1
1.9
4.9

10.4
19.8

10‘8

3.4




LAWYER

Question 153 MINIMUM EDUC LEVEL AT TIME OF COMMISSION SHOULD BE?

CATEGORY FREQ  (®CD)
NONE o 27 0.1
HS GRAD T I 3.7
SOME COLLEGE 1 4.1
ASOC DEG | 57 a3
BA 162 60.4

MISSING CASES I | &%

Question 16: WHAT MIX OF EDUCATION~TRAINING IS REQUIRED? -

CATEGORY | FREQ - (reT)
MUCH MORE EDUC 25 . 93
MORE EDUC 56 209
SAME 125 46.6
MORE TNG T 18.3
MUCH MORE TNG on 4.1
MISSING CASES 2 g

Question 17: EDUCATION 1S MORE IMPORTANT AT?

CATEGORY , FREQ . , .chl
NEVER 42 s :
ALWAY3 s a1 ) )
cer | 38 16 | ‘
MAJ . 58 21.6 - : i
LTc w2 15.7
coL 23 8.6
MISSING CASES T 2.6
T-1-100 |




LAWYER

Question 18: GRAD EDUCATION 1s PRIMARILY USEFUL FOR:

Question 19:

CATEGORY _ FREQ
NOTHING : ;
CIV JOB 12
PROMOTION . 9
BROADEN 86
PRI SPEC KNOWILGE 110
ALT SPEC KNOWLGE ' 6
NEXT MIL JoB 38

CATEGORY ' FREQ
YES, MORE VALUE 150

YES, FOR PERFRMNC ,14'

YES, FOR OTHER | 30
. UNKJbWﬁ . %

NO, MY RESP 35
'NO, NO NEED = | 20
¥o, OTHER . 12

MISSING cases =~ ' 1

T-1-101

SHOULD ARMY . PROVIDE GRAD EDUC?

(remy
2.6
4.5

3.4

32.1

41.0

2.2

14,2

56.0

3.2
11.2

2,2

13,1

7.5

4,5

b

-

-—




L~

LAWYER

Question 20: WHAT PROPORTION OF JAGC SHOULD HAVE GRAD DEGREE?

- CATEGORY FREQ (pcT
NONE | 10 ' 3.7
FEW 75 - 28.0
FOURTH E 106 39.6
HALF ' 49 18.3
THREE- FOURTHS 2 ' B
MOST | 24 ' 9.0
MISSING CASES 2 | .7

"LAWYER

Question 21: MOST USEFUL PRI SPEC TNG RECEIVED:

CATEGORY FREQ (pcT)
0JT | 107 | 3909
NON-RES MIL . | 1 . R

© PRE-COM I R 5.6
BASIC . 21 : 7.8
ADVANCED T f7;9
RES SPEC CRS 28 10.4
ClV ED W 7.5
a;séluc CASES ' 1 ‘ 4

e o L Lo

e = et T 2 b o




LAWYER

Question 22: IS ADEQUATE TNG AVAILABLE IN YOUR LEGAL SPEG?

CATEGORY
YES
NO

DON'T KNOw

LAWYER

)

FREQ (PCT)
181 : 67.5
69 _ 25.7

18 : 6.7

Question 23: DESCRIBE PRI SPEC ING PROVIDED You:

CATEGORY

'BROADLY-BASED

THOROUGH -
CENERAL
UNRELATED

- NONE

MISSING CASES

R een)
64 230

09 40.7
57 ' 21.3

20 | 7.5
2 Cob.5

6 2.2

_ -




LAWYER

Question 24: 1IN YOUR PRI SPEC-MOST IMPCRTANT TNG PROVIDED xT Yul:

L 2

CATEGORY FREQ N 19
0JT 49 | 18,3
NON-RES MIL 10 N
RES MIL 121 ' 45.1 ,
CIV SPEC TNG o  28 10.4
CIV-BA L 1 | A
CI7-GRAD 54 200
MISSING CASES 5 ' L.
* LAWYER

Question 25: 1IN YOUR PRI SPEC LEAST USEFUL TNG PROVIDED TO YOU'."

CATEGORY | FREQ (zen)

0T 12 4.

NON-RES MIL .. 03 384 ;

RESMIL . 14, 5.2

CIV SPEC TNG s 5.6
ctv-pa . 102 | . 384 ? |
CIV-GRAD 20 . 7.5 ‘ | $
MISSING GASES _ 2 N 7 i - ’Sg




—aeraarra

Quest:'ion 26: WHAT LEVEL GAP IN TNG IN CURRENT SCHOOLING:

CATECQRY - FREQ (pcr)
© BASIC 33 12.3
ADVANCED . 76 28.4,
EXPERT 29 10.8
UNAWARE OF GAP - 124 46.3
MISSING CAsES. | 6 2.2
LAWYER

Question 27: 1IN YOUR PRI SPEC ROLE OF CIV ED:

CATEGORY  FRE (pe) “
AVAILBLE- IMPTNT 130 ' 485 , N
AVAILBLE~UNIMP 89 o 33.2
UNAVAIL ‘ 45 ' 16.8

. MISSING CASES ’ A S 1.5

| Question 28: 1S YOUR PRI SPEC TNG OF VALUE IN CIVILIAN CAREER

'CATEGORY . FREQ (rer)
YES, SMEWORK 27 . 44

f YES, SMLR WORK ) ‘-677 o 25.0 .
YES, WORK u:ixnow 133 49.6 ?
NO, Bur SIM WoRK 11 Co o 4.1
.no;'01s~woxx' ' 24 : 9.0

MISSING CASES .6 . 2.2 . -




LAWYER

Question 29: YOUR DEFINITICN OF SPECIALTY QUAL:

CATEGORY FRE LecD)
|GHECKOFF CRS & 10BS 92 B
O THE JOB 106 39.6
BOARDS DECIDE 17 6.3
DA 2AM 600-3 16 N N«
PROFFES CERT 33 : 12.3
MISSING CASES 4 “ 1.5
LAYSR , : ' L '

Question 30: 'RESPONS FOR S5PEC QUAL:

" CATEGORY FREQ (pcT)
OFFICER ' ' '167 62.3
PPTO 35 13.1

"RATER 8 3.4
TRAINING SYSTEM - 23.1
HISSING CASES ' 3 1.1

Question 31: HOW MANY ASSIGmElNTS ARE REQUIRED TO BECOME SPEC QUAL?

CATEGORY ERE o (eem) ’
" ONE o 76 " 28.4 f
™o . % 35.1

THREE 69 25.7

FOURY : 15 . 5.6

MORE ' 11 - 4l
, MISSING CASES 3 W 1

T-1-106




LAWYER
Questiop 32: PRI SPEC-METHOD OF QUAL:
CATEGORY : FREQ {rcT)
oJT ' 104 38.8
NON-RES MIL 2 | .7
RES MIL - ? 2.6
SELF CIV STUDY 5 | 1.9
RES CIV- 6 2.2
COMBINATION 141 . 52.6.
© MISSING CASES 3 ' 1.1
~ .
LAWYER
Questfon 33: SPEC QUALIFICATION STANDARDS FOR EAGH JOB?
| CATECORY mReg ~(pem) :
YES,, ABSOLUTE . 12 , 4.5
ves, FLEXIBLE 126 o 47.0 ' :
NO, NOT POSSIBLE s . ; 24.3 - ' (
NO. OTHER 29  10.8 ‘ 5 1
UNSURE | 3% g : ' |
MISSING CAsEs 2 g ' J
- : : i
¢
114107 '_!
| 5
RN RO . } ' .

' g . . o B .
RN o . T f

s




LAWYER

Question 34: USE OF QUAL INFORMATION:

CATEGORY
PROF DEV
PROMOTN
PERSONAL
DLAGNSTC
NOTHING

MISSING CASES

LAWYER

FREQ (PCT)
- - 8.2
41 C17.s
B _ XY
158 | 59.0
T o 1a
3 1.1

Question .35: PRI SPEC QUAL BEFORE PROMOTION TO WHAT RANK?

CATEGORY
MAJ

LTC

ooL

NONE

ALL ABOVE

MISSING CASES

FREQ A (pct
15 5.6
30 - 11.2
14 5.2
179 ° . 66.8
28 10.4
2 BE

Question 36: PRESENT LEVEL OF PROF DEVELOMMENT?

c,yraéom'

WELL

sqwawnAr ‘PREPARED
SOMEWHAT UNPPRD
UNPRFRD

MISSING GASES

157 , 58.6
9 ‘ 35.8
8 | 1.0
3 1.9
2. 3
T-1-108 : ,
- p—p——
6-4 ,!xk‘ . . PRl
R RO e




LAWYER

Question 37: BEST TNG-PRI SPEC: RESIDENT/NONRESIDENT

CATEGORY .

NEITHER
RES
NON-RES

BOTH

" MISSING CASES

LAWYER

FREQ

20

227

15

Question 38: SELF~STUDY TIME:

CATEGORY
PAALLAALL R

ONE HOUR -

2-4 HRS

5-7 HRS

8-9 HRS

. TEN UP

MISSING

CASES

FREQ
28

98
- 87

18

T-1-109

(pcT)

7.5

84.7 .

- 1.5

5.6




“f

LAWYER

Question 39: PROFESSIONAL
‘CATECORY |
STRONGLY AGREE
AGREE
UNKMOWN.
‘DISACREE
STRONGLY DISAGREE

 MISSING CASES

LAWYER

EXaMS?

FREQ {BCT)
20 7.5
50 18.7
29 : . 10.8
93 34.7
72 26.9

4 1.5

Question 40:

CATEGORY.

DIAGNSTC -

TNG NEED
POS 'QUAL

PROMOTN

ANYTHING

USE OF PROF EXAMS:

MISSING CASES

Question 41:

~ CATEGORY

" PAPR- PEN

AREA TOO
OKAY NOW
OTHER

MISSING C

FREQ 93
66 24.6
80 29.9
40 14.9
23 8.6
' s 2.5
4 1.5
| LIMITATIONS OF |%oF EXAMS:
NOT 'Joav 145 " 54.1 "
BROAD 63 s
20 1.5 .
39 S 146
ASES 1 . %
T-1-t10
g - v

N vy a4 b i L




‘LAWYER

Question 42: MEANS OF PROF DEVELOPMENT:

. CATEGORY
EXPERNC
SLFSTUDY
COMB-SLF, NON-RES
" RESDNT
~ comBo

MISSING “ASES

LAWYER

Question 43: YOUR VALUE TO ARM¥"AFTER HIGHER TNG INCREASE?

FREQ

CATEGORY
GREATLY
SOME
UNSURE
NOT MucCH
NONE

MISSING CASES

FREQ
35

.
3

22

205

65
i}a
4
&5

Question 44: SJA MANAGEMENT:

" CATBGORY FREQ
DO IT Now 13
GOOD BUT PROBS 121
1 DON'T CARE 43
NO 77
MISSING CASES 14
T-1-111
- P --———*P .:“ ,I' :::'\;’..f,
AT -

€19
264.3
64.0
15.3
10.1°
5.6

.7

4.9
45.1
16.0 -
28.7

5.2

[4




LAWYER

Question 45: CLE FREFERENCE:

CATEGORY ' FREQ

RES MIL 80
: RES CIV . ' 87

PROF SEM . 88

VIDEO 4

SLFSTUDY : 7

.iussmd CASES 2
LAWYER

Question 46: BEST CLE PROGRAMS:

CATEGORY ' o FRPQ .
MI). SCHL 110
CIV SCHL | 52
PROF ORG . 92
GOVMN: - 6

" MISSING CASES .8

(kcT)

29.9
32.5
32.8
1.5
2.6

.7

41.0

19.4

34.3
"
3.0

. ol st




TN et s o p— g
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LAWYER

Question 47: CIV EQUIVALEN SALAR™:

 CATEGORY

. $10,000
$10,001 - $15,000
s1s,6oz - $20,000
$20,001 - $30,000
1$30,001 - $40,000
$40,001 - $50, 000
$50,001 + |
UNKNOWN

MISSING CASES

. CATEGORY

$10,000 |

$10,000 - $15,000
$15,001 - $20,000

$20,001 .'sso,oool

' $30,001 - §40,000

$40,001 - $50,000
$50,001+
UNKNOWN

MISSING CASES

Question 48: YQUR CIV SALARY:

| FREQ Lrcn)
2 .7
4 1.5
34 12.7
80 29.9
74 - 27.6
42 15.7
30 11.2
i 4%
1 4
FREQ lPCT),
1 4
8 3.0
59 22.0
91 34,0
'”63‘ 23,5
21 7.8
13’ 4.9
10 3.7
2 7
T-1-113
I

<%




LAWYER

Question 49: 1IF THERE WERE LAW COURSE PREREQ, AFFECT YOUR DECISION
TO APPLY JAGC?

CATEGORY FREQ PCT)
OBJEGT 75 ‘ 28.0
ACCEDE . 29 10.8
NO DIF 158 » 59.0
1 3.0
'MISSING CASES C e
T-1-114




S —
LAWYER
Question 50: REQUIRED LAW cénasas:
CATEGORY FREQ - | - (ET)
EVDNCE 118 | 44,0
TORTS . | 2 .7
CONTRCTS 3 1.1
FAM LAW | 1 A
INT LAw‘ 1 A
FED C1v 2 7
TRUSTS 1 , R
AL - 134 50.0
MISSING CASES ‘ 6 2.2
. L ad
‘Question 51: COURSES NOT REQUIRED:
CATEGORY FREQ : (€419}
. EVDNCE , 2 ' .7
' TORTS L 13 X
confncrs | e ' 1.5 ;
FAM LAW SR A 5.2 5
INT LAw"_ e 24.3
LAB Law ) | 2z 10.1 | 'g |
FED C1v I R '16.0 I - 1
: TRUSTS 21 7.8 X 'f |
5 ENVI Law o 60 g | o

MISSING CASES AT N {-1

.“.l . ; . | t-l-lls« R . | | | o !

S, . s e T e




LAWYER -

Question 52: TIME SPENT ON LAW PRACTICE:

CATEGORY FREQ ) (rcT)
ALL 'A 159 : 59.3
75% 65 2.3
50% | .13 ' 12.3
25% DoWN 11 I 4.1

Question 53: CONCENTRATED REFRESHER TNG BEFORE EACH NEW ASSIGNMERT:

CATEGORY . EREQ (ren)
STRONGLY AGREE .49 ' 183

AGREE, | a4 : 42.5

UNKNOWN | 0 7.5,

DISAGREE | o 26.9 \
STRONGLY DISAGREE 13 4.9 5

Question 54: Tpy ADV.COURSE:
‘CATEGORY

STRONGLY ACREE - 42 15,7
. MGREE 62 23.1
UNKNOWN 30 11,2
DISAGREE g 34,3
STRNGLY DISAGREE 41 15,3
MISSING CasEs : 1 | 4
S T~1-116




LAWYER

Question 55: ALL CPT TO ADV CRS:.

CATEGORY | . EREQ
STRONGLY AGREE  es
AGREE 89
UNKNOWN 26 .
DISAGREE - &7
STRNGLY DISACREE . 21

(pCT)
24.3
1.2
9.7
25.0

7.8

Question 56: UTILTZATION AFTER CIV SPEC TNG:

| CATEGORY o FREQ -
STRONGLY AGREE 129
AGREE | 100
UNKNOWN ' 22
DISAGREE . 13
STRONGLY DISAGREE 3

" MISSING CASES o 1

‘Question 57: PURPOSE CIV ED IS FOR SKILLS NOT

CATEGORY ' FREQ
'STRONGLY AGREE 109

AGREE :1i18
UNKNOWN E C 11
~ DISAGRLE | 2
STRNGLYVDISAGREE 6

\\T<3~117
.

- - ¢ e s e b e

49}

48.1

37.3
8.2
4.9

1.1

b

ACADEMIC CREDENTIALS:

{rcT)
0.7
4.0
41
9.0

2.2

P



LAWYER

Question 58: ADV CRS SHOULD TRAIN FOR NEXT DUTY:

CATEGORY - . FREQ (CT).
STRONGLY ‘AGREE o 9 3.4
AGREE - s6 20.9
UNKNOWN 24 | 9.0
DISAGREE 141 52.6
STRNGLY DISAGREE 37 ' 13.8
MISSING CASES 1 A
Question 59: ALL SPEC EQUAL:
CATEGORY , FREQ (e
STRONGLY AGREE .9 ' 3.6
AGREE 85 BT
UNKNOWN o | 7.8
- DISAGREE - 102 ' 38.1
STRNGLY DISAGREE o 19.0.

T-1-118

P ‘ .
R Y

A 55 - PRI
AN 2 ) T ket g Bt r
s ,,,,:.,,Af”«;,»“-';‘-'& W ; ¥

T et i .+ i e e




LAWYER '

Question 60: COMBAT ARMS BASIC COURSE FOR NEW JAG:

CATEGORY EFREQ Ty
STRONGLY 'AGREE 52 19.4
| AGREE 62 3.
UNKNOWN 10 3.7
DISAGREE | 65 24.3
STRNGLY DISAGREE 78 « 29.1
MISSING CASES 1 4
v

LAWYER

Question 61: 5-8 WKk SJA ORIENTATICN CRS - LAW AND MANAGEMENT:

~ CATECORY | FREQ (rcT)
| STRONGLY AGREE 67 25.0
AGREE s 50.4°
UNKNOWN 30 | 11.2
' DISAGREE 29 . 10.6
| STRNGLY DISACREE s I K

MISSING CASES 2 . Y




LAWYER

» Question 62: ACAD REPORT 18 AS IMPORTANT AS OER:

CATEGORY ‘ FREQ CoLreT)
" STRONGLY AGREE 15 5.6
AGREE 64 23.9
UNKNOWN ' 21 7.8
DISAGREE ' 127 . 47.4
STRNGLY DISAGREE =~ 37 | 13.8
DON'T KNOW 1 A

MISSING CASES 3 1.1

Question 63: (GSC SHOULD BE BROAD:

CATEGORY FREQ (eer)
STRONGLY AGREE 79 29.5
ACREE - 152 56.7 }
UNKNOWN . 20 7.5 |
D1SAGREE ' 12 | 4.5
STRONGLY DISAGREE 1. .6
© MISSING CASES 6 1.5
T~1-120.




— . <

TAWYER

Question 64: CIV ED SHOULD BROADEN ONE:

CATEGORY FREQ (e
STRONGLY AGREE 14 | 5.2
AGREE 98 ' 36.6
UNKNOWN | 23 8.6
DISAGREE | 111 414
STRONGLY DISAGREE 19 : 7.1
MISSING CASES | 3 1.1

Question 65: (GSC-AWC MANDATORY FOR ALL MAJ AND LIC:

| CATEGORY - FREQ [:99)
STRONGLY AGREE 8 | 3.0
AGREE | , .36 | 13.4
UNKNOWN 41 15.3
DISAGREE 128 - 47.8
STRONGLY DISAGREE 52 19.4
I DON'T KNOW - 1 “
.',mssmc casEs a 2 -
T-1-121
- —— -,.,-.-_.,M“_;A‘:,_:.,.f.:.:,\,:‘ Wﬁﬁwi"‘t& m?‘w - ‘




LAWYER

Question 66: SJ4 CPT SHOULD ROTATE JOBS AT 6-9 MONTES:

CATEGORY ‘ FREQ " (PCT)

STRONGLY AGREE 39 14.6

AGREE 96 - 35.8

UNKNOWN | 11 4.1

. DISAGRFE 9 36.0

STRNGLY DISAGREE 31 11.6
LAWYER

Question 67: WHEN PROMO TO MAJ/LTC, THE ARMY LAWYER BECOMES A
MANACER AND PRACTICES LITTLZ LAW:

CATEGORY ' FREQ {pcT)

STRONGLY AGREE | 2 S 26.5 -

AGREE 108 40.3

UNKNOWN s | 1.9

DISAGREF . 62 . o 23.1

STRNGLY DISAGREE 21 . 7.8 '
© MISSING CASES’ . 1' . I

e e he ¢ - . e &




LAWYER
Question 68: FORMAL TNG SHOULD BE PROVIDED TO LEARN BASICS
OF A SPEC: | | ,
CATEGORY FREQ | (ren)
STRONGLY AGREE % 28.4
AGREE 168 62.7
UNKNOWN . 9 | 3.4
DISAGREE 13 4.9
STRNGLY DISAGREE 1 , 4
MISSTNG CASES , 1 o A

L 4
.‘Question 69: PROMOTION BOARDS SHOULD PROMOTE BY SPEC QUOTAS: ;
CATEGORY . FREQ . (pem)
STRONGLY AGREE 5 1.9
AGREE . 23 8.6
UNKNOWN ©32 11,9
DISAGREE b 107 39.9
' STRNGLY DISAGREE . 99 36.5
MISSING CASES - ' 2 - R
: L
T-1-123 -
]
- et - ‘ ? ’— - "’- pON. ,.’:VA;. N - ,a‘,‘_, 5
. 0'" S 2 v * -IE: -~
o Sl
Toew e come A
% ' . 1]




LAWYER

Question 70: EVEN DIST OF QUALITY OFFICERS:

CATEGORY FREQ PCT)
STRONGLY AGREE 25 9.3
AGREE 101 37.7
UNKNOWN 4 ~16.8
DISAGREE - 72 26.9
~ STRNGLY DISAGREE 22 8.2
MISSING CASES 3 1.1

Question 71: @gsc SHOULD BE DIF FOR SPECS 11 AND 12:

' CATEGORY . - FREQ (rery
STRONGLY AGREE 63 23.5
AGREE 108 40.3
UMKNOWN 3 13.4
DISAGREE W " 16.0
STRNGLY DISAGREE - 13 4.9
MISSING CASES 5 1.9

'1?-1-124
— AN . S - .
\\\‘ | _,r’ : f" -2 «35; v
" B " EANR
. it v

e e o e

e ———" o s

A




LAWYER

Question 72: 1IN WAR OR PEACE JAG PRACTICE IS THE SAME:

CATEGORY ' FREQ (rpcT)
sixomm AGREE 15 5.6
. AGREE 116 43.3
UNKNOWN | 22 8.2
DISAGREE 50 33.6
STRNGLY DISAGREE 18 6.7
MISSING CASES B 2.6
LAWYER
Question 73: CIV LAWYERS COULD BE TRAINED FOR JAG IN 30 DAYS
IN WAR:
CATEGORY ~ FREQ - (pem)
STRONGLY AGREE 17 ' 6.3
AGREE 101 37.7
' UNKNOWN - 6 o 2.2
DISACREE T . 36.6
STRNGLY DISAGREE 43 16.0
* DON'T ¥NOW o - 1 4
MISSING CASES 2 ' .7

T-1-125

——— e = e mn




LAWYER

Cuestion 74: ONLY SPEC RELATED TO SJA HAVE GOOD PROMO POTENTIAL:

CATEGORY . EREQ | ey
STRONGLY AGREE 18 : 6.7
AGREE ' - n_j 41,4
UNKNOWN o2 o9
DISAGREE 84 '31.3
. STRNGLY DISAGREE | 16 6.0

MISSING CASES S 7 2.6

Question 75: ALL SJA SHOULD PRACTICE - SEE LEG ASST CLIENTS:

CATEGORY - FREQ ' (pcT)
STRONGLY AGREE 2 . s
ACREE 55 20.5
UNKNOWN 20 7.5
DISAGREE . 119 4.4
STRNGLY DISAGREE 50 18.7
MISSING CASES g ' .

Quesc.on 763 "0GSC-AWC SELECTION MOST IMPORTANT:

STRONGLY ACREE 0 7. |

AGREE | 66 . 26.6 ;
Ur: NOWN s C 213

DISACREE 87 325

STRNGLY DISAGREE 29 o 10.8




LAWYER

Question 77: ~ OJT IS THE MOST VALUABLE

CATEGORY . g_n_x-:g
STRONGLY AGREE ;67
AGREE - 174
UNKNOWN ' ‘ 6
DISAGREE 17
STRNGLY DISAGREE -3

MISSING CASES S |

TING' IN SOME SPEC:

[¢:9)
25.0
64.9
2.2
Cea
1.1

b

Question 78: CIV ED MAKES OFFICER MORE COMPETITIVE FOR PROMOTION:

CATEGORY FREQ
STRONGLY AGREE 53
AGREE | S 125
UNKNOWN ' 35
DISAGREE 58
STRNGLY DISAGREE i1
MISSING CASES. | 6

Question 79: MORE FORMAL' TNG BEST:

CATECORY o FREQ
STRONGLY 'Acm-:a.' , .85
AGREE . | 182
UNKNOWN 14
DISAGREE 12
STRNCLY DISAGREE 2

MISSING CASES

LPcT)

12.3 .
6.6
13
21,6
4.1

' 2.2

5.2
4.5
i

1.1




LAWYER

Question 80: EVERY JAGC OFFICER ~ GENERALIST PLUS SYECIALTY:

- CATEGORY FREQ - LrpeT)
STRONGLY AGREE w 17.5
AGREE . 134 50.5
UNKNOWN 16 - 6.0
DISAGREE 59 - 22.0
STRNGLY DISAGREE 10 T3
MISSING CASES ' 2 7.

Question 81: TNG LEVEL SHOULD NOT BE USED AS PROM CRITERION:

CATEGORY FREQ (xcT)
STRONGLY AGREE 26 9.7
AGREE e 36,7
UNKNOWN 48 17.9
DISAGREE 91 34.0
STRNGLY DISAGREE 6 2.2
MISSING CASES : 4 1.5

Question 82: PROF EXAMS NEEDED:

CATEGORY FREQ - (peT)
STRONGLY AGREE .1 ' 5.6
' AGREE | a 17.5
UNKNOWN - 28 | ' 10.4
m-smntz L. 9 35.1
| STRONGLY DISAGREE ~ 82 A ' 30.6

MISSING CASES

st g 40 e




LAWYER

Question 83: INCREASE JAGC SVC OBLIGATION TO 4 YEARS:

CATEGORY FREQ
STRONGLY AGREE 35
" 4GREE - ‘ 78
| UNKNOWN .45
DISAGREE | 81
'STRNGLY DISAGREE | 28
MISSING CASES A |

LAWYER

Question 84: JAGC ENTRY RANK SHOYLD BE 1LT:

CATEGORY . FREQ |
STRONGLY AGREE 15
. AGREE o 2
UNKNOWN ' | 10
DISAGREE - 69
i STRNGLY DISAGREE . 150
DON'T KNOW - o
" MISSING CASES - -2
T~1-129

Lzcr)
13.1
29.1
16.8
30.2
10.4

A
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REVIEW OF EDUCATION AND TRAINING FOR OFFICERS

APPENDIX 1

'JAGQ PROFESSIONAL DEVELOPMENT

TO ANNEX T

JAGC PROFESSIONAL DEVELOPMENT

TABLE 10

T-1-129%a
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JAGC -

QUALTIFICATION STANDARDS*

55A ~ Judge Advocate ,

Judge Advocate Officer (JAO)

" LL.B/J.D. degree. Adnitted to practice in a State/D.C.

J.A, Officer Orientation Course

J.A, Officer Basic Course

OJE required for qualification - 2 years in positions with
duty modules PP-1, PP-2, PP=-3, PP-10, PP-11, PP-14, PP-15,
and E-1, This JAO qualification is a prerequisite to a551gn-
ment to any other duty position in the JAGC,.

Deputy Staff Judge Advocate

JAO Qualification _
Post Graduate Military Legal Education Course
Assignment Prerequisites - '
= Criminal Law Specialist (PP-20) - 1 year
- Administrative Law Specialist (PP-13/PP-16/PT-17/PP-1G
or PP-21) ~ 1 year
OJE required for qualification ~ 1 year

Post Judge Advocate

JAO Qualification
Post Graduate Military Legal Education Course
Assignment Prerequisites =~
- Criminal Law Specialist (PP-20) - 1 year
« 'Administrative Law SpeCialist (PP-‘B/PP-Iﬁ/Pp-l7IPP 19
or PP~21) - 1 year .
OJL required for qualiflcation = 1 year

*This brief outline of quaiificacion standards {llustrates the RETO
recommendation, It is not prescriptive and may be modified t~ 2ot
current needs of the JAGC., :
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55B = Criminal Law Specialist

Appellate Advocate

JAO Qualification
Ass.grment Prerequisites
= Criminal Law Specialist
OJE Required for Qualification = 1 year .

Criminal Law Specialist

JAO Qualification
CLE -~ 1 week
Assignment Prerequisites
- Trial Counsel or Defense Counsel - 6 months

. OJE Requirced for Qualification - 6 months

Instructor, Criminal Law

. JAO Qualification

MOI Course
Assignments Prerequisites
- Criminal Law Specialist
OJE Required for Qualification - 1 year

Chief, Criminal Law Branch

JAQ Qualification
CLE ~ 2 weeks :
Post Graduate Military Legal Educatxon Course
Assignment Prerequisites

- Ch. Trial Counsel/Defense Counsel -1 year
OJE chu1red for Qualification = 1 ‘year

Military Judge

JAO Quallflcation '
Post Gr:duate Military Legal ‘Education Course
Military Judge Course : '

- Assignment Prercquisites

« Criminal Law Specialist
OJE Required for Qualification - N/A

Sr. Instzuctor, Criminal Law

JAO Qualificaticn
Post Graduate Military Legal Education Course
MOI Course
Assignment Prerequisites
~ Criminal Law Specialist
OJE Requircd for QUGllfiCdtiOﬂ '« 1 year
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CLE

55C = Administrative Law Specialist

Administrative Law Specialist

JAO Qualification

CLE =~ 1 week

Assignment Prerequisites - None

OJE Requirea for Qualification = 1 year

Instructor, Admin/Procurement/International Law

JAO Qualification

MOL Course

Assignment Prerequisites
- Administrative Law Specialist or,
= Procurement Legal Advisor or,
= International law Spec1a11st

OJE Required for Qualification - 1 year

Litigation Specialist’

i

- JAO Qualificatio1

CLE -~ 1 week
Assignment 2rerequisites = None
OJE Required for Qualeic ation = 1 year

Environmental Law Specialist

JAC Qualification

CLE - 1 week : ]
Assignment Prerequisites = None

OJE Required for Qualification = 1 year

Jaternational Law Specialist

JAO Qualification

CLE = 1 week

Assignmert Prercquisites - None -

OJE Required for Qualification - 1 year" (part-time)

Procurement Leggl'Advisor,

JAOQ Qualification

= 2 weeks, TJACSA

- 3.5 weeks ALMC Contracting Officer Coutse
Assignment’ Prcrequisites = None

OJE Required for Qualification = 1 year
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Labor Law Counselor

JAO Qualification

CLE - 1 week '

Assignment Prerequisites ~ None

OJE Required for Qualification - 1 year (part-time)

Administrat ve Law Counsel

JAO Qualification;
CLE - 1 we:k - = '
Assignment Prerequisites
- Administrative Law Specialist
OJE Requ1red for Qualificatjon - 1 year

b

Patent Law Snec1alist

\JAO'Qualification

Patent Law Courses, 6 sem., hours at accredi{ted law schosl
Assignment Pirerequisites = None
OJE,Required for Qualification = 1 year

.Chicf Adninistrative Law Branch

JAO Qualification

CLE - 2 weeks.

Post Graduate Military Legal Education Course

Assignment Prercquisites ‘
= Administrative Law Specialist

OJE Required for Qualification -~ 1 year

. Seaior Instructor. Admin/Procurement/Internitioral Law

JA0 Qualification
Post Graduate Military Legal Education Course
MO1 Course
Assignment Prerequisites
= Administiative Law Specialist or,
~ Procurement Legal Advisor or,
= International Law Speclalist
OJE Required for Qualification - 1 year

Chief, Litigatl §_gnch

"JAO Qualification
CLE = 1 week : :
Post Graduate Milfitary chal Education Course
Assignment Prerequisites
= Litigation Specialist
0JE Requtrcd for Qualification = 1 year

D Brrs B e O




0-4

Adminisfrgtive Law Counsel

JAO Qualification
CLE - 2 weeks

Post Graduate Military Legal Educztion Cours.

Assigrmment Prerequisites
- Administrative Law Specialist
OJE Required for Qualification ~ 1 year

Chief, Claims Branch

JAO Qualification S '
CLE ~ 1 week . _

Assignment Prerequisites = None

OJE Required for Qualification = 1 yecr
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COA DATA

Continuing Legal Education

Resident Courses, TDY, 2 weeks
JAG School, .one per two years (400)

ADDITIONAL
Field Trial Advocacy Training .
50 Panels per year . ADDITIONAL
NET ADDITIONAL
Proposal #1 »
Continue Lee 3 weeks
Continue JOBC 9 weeks
Drop Advanced C_oﬁrse 50 stu. x 41 wks x $642 ‘'save
Add PQMLE 30 stu x 31 wks x $642 add
Less TPS/10 weeks | - save
Less PCS Dislocation Allow~~-e | save
| save
Add Continuing Legal Education
NET SAVE
Proposal #2
o D:bp Lee 3 weeks save
. Add Benning 4 weeks add
. Drop Ad&aricéd'Oourse - Add P(M..E ‘save
' | o . save
Add Continuing Legal Education

NET ADDITIONAL '

$ 613,000

39,009

$ 652,000

$1,300,000

600,000

99,000

54,000
$ 853,000

652,000

$ 201,000

$ 453,000
680,000

853,000
$ 608,000

652,000

i

$ 44,000

Table 12

-




o REVIEW OF EDUCATION AND TRAINING FOR OFFICERS

APPENDIX 1

JAGC PROFESSIONAL DEVELOPMENT

TO ANNEX T

JAGC PROFESSICNAL DEVELOPMENT

TABLE 13

§
i
!
i
I
A
i
1




ARMY JAG RESERVE PROGRAM

* _ STATISTICAL SUMMARY

Distribution of Ready Reserve JAG Corps Officers

a. Authorized Troop Program Unit TO&E
* JAGC positions within the Army Re-
serve System divided among 231 units
or detachments (Selected Reserve)

(1) 117 JAGSO Detachments 538

" (2) 19 Army Reserve Commands 38

(3) 12 Reserve Training Divisions 60

(4) 19 Reserve Brigades, Army and 48
Division Support Commands

(5) 103 Miscellancous units 242

b. Mobilization Designee Officers (IRR)

(1) - OTJAG ' 37
(2) USALSA ] 78
(3) U. S. Army Claims Service 7
(4) TJAGSA - 38
(5) Other C o - 74

c. Non-unit Ready Reservists (Control Group)

(1) Annual Training 16
(2) Reinforcement (IRR) 430

d. Army Naticnal Guard Units Position
.(Selected Reserve)

e. Current Number of JAGC Officers in the
' Standby Reserves

T-1-137 .

Authorized  Actual

926 776
234 205
440
330
409
1830
' 2
Y
T
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Mircellaneou Unitg

' Combat Support Groups

USA Purt Detachments

USA Garrisons

Combat Suppert Field Dépots
Logistical Groups

Combat Support Battalions

Engineer Groups

- Special Forces Groups

Engineer Commands

Medical Department Centers

~ Medical Department Brigades

Military Océan Terminals
Military'Intelligence Battalions
Militar& Police Brigadgs
T#ansportatiou Corps Brigades
T;anspdrtation Corps Batéalions
Transport;tgon‘CorpslGroups'

Logistical Commands

ngisﬁical.Brigades

VCorpé

No. of -

Units
17
13

N W s = oo

j; lb‘ -Lu 14

Auth
Spaces

2

1

Total
34
13

T

n o <
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L

JAG SCRVICE ORG/ " IZATION

TOE 27-6¢ 1l
(TOTAL FORCE AUTH) ' ' _ AUTHORIZED
"TEAM NUMBER FUNCTION - OFFICER KO ENLISTED
M 19 MILITARY LA CTR 8 1 8
FA 0 CLAINS | 3 © 4
GA 20 INTERNATIONAL LAW o 3 1 2
HA 31 COURT-MARTIAL TRIAL . 2
HB. 31 COURT-MARTIAL DEFENSE . 4 2
IA 6 LEGAL SERVICE | 3 2
JA 2 PROC-CONTRACT o 6 : 2
JB 2 PROC-PROPERTY o 6 2
Jc 2 PROC-FRAUDS 6 2
Jo 2 PROC- LABOR Y 2
JB 2 PROC-FISCAL | 6 2 o
117 | |
OLD TOE |
TOTAL DETACHMENTS 17 210 Reduction - 93 Detachments
AUTHORIZED STRENGTH: - -
OFFICERS: 538 5217 . I.x.crease’ - i‘l_ 6fficer _positions
WARRANT OFFICERS: ‘39 33 Increase - 6 warrant v'o-ffic':ers‘
ENLISTED: 35 544 Decrease - 190 EM 71B NOS.
. TOTAL 951 1,098  Total Reduction 167 positions
T-1-139 . " Table1s
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course structure

This section sets out the organization for each of the majcr courses. offered
in the nonresident format. The succeeding section contains detailed descriptions
of individual siibcourses. As with the resident program, the correspondence
courses are desighed principally for attorneys. Individuals who desire to enroll
in either the Ba:.c or Advanced Course must meet the prerequisites for those
courses. * Students who apply for enrollment in separate subcourses under the
miscellaneous enroliment category  should recognize that thes~ are part of a
graduate level continuing legal education program.

JUDGE ADVOCATE OFFICER BASIC 38 Fundamentals of Mutary Cramina

' CORARESPONDENCE COURSE 15-27-€E1) Law und Proceduss 26
43 The Law of Land Wartare 12
PURPOSE: To prowide bassc branch onentation and teaireng’ §8  Staf Judge Advocate Operstions | 10

, for Reserve compoment officers recewving 8 commgon »
sthe Judge Advacate Genersi's Corps wathout concurrent Cradit Hours in Phase 11 93

. orders 1o active Ouly. .
PREREQUISITES: Commasoned officer of & Rewrve
component with ¢ JO or LLB cegree who hs been 2ppo=nterd
OF NUCDIES JPPOtTtment in he Judge Advocate Geners's

Towi Credit Mours 147

Corps. JUDGE ADVOCATE OFFICER ADVANCED
LENGT. 147 credit hours. CORRESPONDENCE COURSE 15-27€23)

MAXIMUM PERIOD OF ENROLLMENT: Tan vears

PHASING: Phose | - 54 credht hours, Phase t1 - 83 creont

hours.

ACADEMIC REQUIREMENTS: Completion of st least
75 credkt hours, m the Hist yesr of enroliment and the
remeinder in the econd vesr.

PURPOSE: To provide & work.ng knowiedpe of the dutw=
ad ceponsiteiites of field grae Judge Advocste Gererat's
Corpe offucars.

PRERCOUISITES:
s JAGC

1. Comvrimored ofhcgr whose branch
for s mrwce’'s euvaent! and 2. Actusl,

CONSIrUCTvg. OF vQurvbient Concht for Jucge Advarate O¢zer

B

-
SUBCOURSE CREODIT Bame Courme (5270208 or Juage Advocate Officers' Bame <
NUMBE R TITLE MOURS Corewponderce Course (5 27 EN.
" ohese } LENGTH: 502 credit moun.
80 Beretts for S nd their MAXIMUM PERIOD OF ENROLLMENT: Fwe yeors
Fomtey ° PHASING - Phise | 24 credt  hows Phaw
st O of Deterse O . 120 credit hours,  Phase i - 26 credt  hours;
“ Fu 15 of Manpqeenent 12 Prme 1V . 127 crect hours. Prow V - 12 credt hours,
88 Miitary Bosds and imvestgetiors 10 Phase Vi - 120 crecht Bours, Phase VI - B0 credst hours.
0  Sob g Clasnteag int ? ACADEMIC REQUIREMENTS: Comolenon of at least
78 The Army Daswons A 120 crecit howrs sach evwoilment yeer.
' © 238 Rece Relstvow 2 CREOIT
' 228 Drug Abum 2 SUBCOURSE
248 Military Lesdersho 3 NUMNER nne HouRS
23 Ciwl AMa Orgragtron 2 Phowe | : '
+ W5 Cwit Dpwrbonces 3
Cregt Hows »n Mg | 54 Wt Cont Afipry (Adverced’ 2
Phein 1t . 229 Orgewzanon of Brgede and Battshon 3
7 ¢ » 2 M8 Moty Lesderwp , 3
0 - st o 33 Fwercr st Maragewart 3
. Camomgracoton
Covit Low, ond Wirary T8 Indvdiel g Growe ,
. ; 2 ” (Adverced) :
21 Logst Bows of Commerd " . ’ Honagmon ' '
2 Mty Permsrnsl Low ond Boorth ottt Howrs in Prang § 2
. of Officany $ ' - :
' T L ¢ (aws Lt Admiore 'Y ’ ' .
M Ot Aem 7 e Low of e S »
. . . % Clowm [} Pge i . |
2% Lage Amisense (I 138  Swwgston of Cowniterve ? i
' N 1
' L
B ) o . 1.1-1‘0 s
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13
132
137

133
134

136

122

124

125A
1258

\bg ]
127
178A
1288

By

. 1"ns
"e

Common Law Evidence 16 Prase Vi
Comstitutiona Eviderce 14 112 Governmen Contracr Farmaton 2
Miitary Crimes 12 N3 Governevent Coctract Aze-rustration 20
11¢ Speciat Aspects of Gaveraerens
tread Procedure 18 Mmk‘ ' 20
Trai Procedure 2]
Post T-at Pricedure md Review 15 Ht Law of Peace 19
Agocilate Reveew 113 142 Law ot War >
143 Spectat intermatcra Aspecty aof
Cresht Hours v Prase 126 Judge Agvocate Operamioes 16
Commang ard Stat Procedyres 10 Coadit Maury i Prase Vi 120
Brigade Comrmag and Comtrot 3 ' Phase Vi
Crewon Suppont Commang Concept 2 150 Legai Hessarch ang: Winterg Program 65
Linfantry Brigade and Battawon [ ' ar .
Race Reiations 3 151 Fundementaly of Mty Laged .
'  Writing 65
Crocht Hours un Fhase 110 2 152 Managernent for Wiiicary Lawyers 15
o
The internutional Protectson of Crodet Hours i Phase: V11 145
‘Muman Rghts 24 ’
Totat Creit Moury * 567
Il Revew of Wirtary N : JUDGE ADVOCATE OFFICER ADVANCED COURSE -
Actontees 16 INONRESIDENT RESIDENTHS. T2 C2ZT B
Logs Bass of Comvmand  Commang . . N
o Instaianoes 2 PURPCSE: To prepare o%icors of the Rewew components
Legs Baut of Comvang *eary nCt on Xive duty and, Quritng mODT L 1or . attcers of af
AiS 10 Lawe £ ~orceent s COMEInents, 10r the Julws G 0003l e, of eid grode
JAGC offaurs,
L Bays of Commpng .
E-':: s Low 10 PREREQUInUITES: v, Rﬂan Corperert comm.agioned
Logsl By of Comms . Aficer vhose Dranch 1y JAGC. ard 2. Al acstncing,
A oot-aed Furd 0 Squnslent cradrt for Judge Advocrre Otficers Bauc
I~ oty e 4 Course 1527 C204 o June Advacase Ofcers’ Basic
Low of Feows roiovmen, s Correwondence Courm (5. 2T ETL
Low of F L ator Mas " LENGTH: 302 credr houey.
Reiotions v s . MAXIMIUM FERIOD ENROLLMENT € ve Lqurs. :
! PHASING: Phser b - 24 cont nours, Pruge o . 120 credit
Goverrmgen 1rigrman . H P
Miitary Permyrmed “:‘n wtces "o hours Phow {1t . 28 credet hours, Pme v - 120 creget
Fooww Tort Coomes Act 2 hasrs Phase V - 12 credt houes. Pham VE - 120 credit |
Mol tory Peosorimer 33 Crosiipn hours. PR VIt . 3D crede hours.
Emoimy ey C prma . ACADEWIC REOUIREMENTY: 4 TheC23 avarced coune
Act A cratove C. s D siets the E2] cormenvaraomace course o o1 seven onaten,
Legw Amaarce Porgams P 1, 1, and V may Be complensd bv SoerPpondece
Adrurestr at-on, s Selectod COUMY STidy Of sttendarce ot & USAR xhool during (DT,
Prob 0 b Phaws 1. IV, ard VI may Be cumpeted ether by
TEDONITCE CONIE RUPY OF by . BNt irEric Tion
Crogt - ™ v ¥ unng mtree duwﬁwvmu?mhdw Admxau_
7, Grwrst's School. ¢ Phame VIl most be completet oy
[ COMPIOINEInCS Covese shudy. o, Stoderm must complete. st
Diwson Aot stwe Opew ataone ¥ ‘et 173 crelt Mours sach enroitmew yeur.
Records Monagrment 2 : '
intpitgence , 3 LEGAL ADMMUSTRATIVE TECHNICIAN
The inasgency Protien 3 CORREPONOENCE COURSE ' o
Orvg Atune 3 ) . ’
: . PUPOSE T2 prepere Asmvy embaes w2 perform o to
" TIPIVE 1N Bretcaary of Aswy ety pertormang utes
Cradt Mowrs o Prgy v . :
n o Logsl Admwesowsivg Tochvcsen, VMOS 1134,
- PRIREQUINITES: 1. Warare offucer or envitted membee
Pl Low 12 " gode !0nm.m2.€awmah~t~<
L Ot Commendrcs Coww, NCOES: Adverced,
Secwe Econome Poteran T ! or ogviveert Mng & euperence,
Php me craBt Ry om gener LENG 1% 11 connit ey,
MO » My v L | 2 -

MAXIUA PERIOD OF ENROLLMENT One veer.

»




T P o,

SUBCOURSE CREGIT

NUMBER TITLE HOURS

2C Introduction to Admnistrative and Civ
Law, and M.irtary Legal 3ini-ugrepny

61 Department of Deferse Orgamzation

67 Civihan Personnel Mznagement

70 Preparation for Writing

71 P:rung Your Thoughis or Paper

72 Speiting, Abbrew:ation, and Capitaization

73 Punctuation

74 Reviewing Your Writing

77 Smaii Uait Adrmunstranion (Pubications,
Records g Personnet Ytanagerentt

80 Sateguarding Defense Informaton

83 ynit Organzation and Scoply

6 The Army Plancirg, Programyming, and
Budge :ing System 16

152 Management for Miiitary Lawyers 15

-
Vo DO N

=

Totwd Credit Hours 1"y

JUDGE ADVOCATE RESERYE COMPONENTS GENERAL
STAFF COURSE

PURPOSE: To prepare seiected JAGC Rewerve c*friers for
duty a3 staff otficers of 0. :H0me LN SLIMOT Lo =gV
90 provide these 0fHicers wath dn urerstanang of (e 17
of genersl statt 0fficers Of CODR and held Irmues ity aXiche
thewr combist 3ervice WPPOCT Systern), and of tomb.s aens
POFLCIDACION A (Ot NG COMDINED DOPTINONS,
PREREQUISITES. Cormwn.gieoed JAGC Frserve 2%~y
who mert the foilowing prereguinites e acaited fue
orroliment (warvers wiid not De granied) 1. Gr e of mawe
(04} or hugher. 2. Co wieted Or been Jadrded ¢Qun et
or Constructive cradut for 3 JAGC Qitcer Advanced Cr v
3. Not have compieted the ~esdent course at the US. ;
Command and Gonerd? S:if Cat'ege, nor e LTAIHY
Nonressdent/Resdent Courst through USAR Schocs o
correspondence.

LENGT?¢: Reudeni . 80 hours Sorvesigent 100 haurs,
MAXIMUM PERIOD OF ENROLLMENT: One vear,
ACADEMIC REQUIREMENTS: Compict.mn of Nonrrsugent
Phome requited foe artendarcs at Nemdent Shge
NONRESIOENT PHASE

SUBCOURSE 1/7:  introguctory Sulbwects &,

SCOPE: o An :ArOGUtson 13 and B u:or 0f *Be batee

‘doments of $ClrONK war'ere. Dt utton el 2ieCty

of . electroruc wai'are & an element Of Comhat [ower,

. COOTNJION and nter JTON DRtveen ¢ IRMENCEY, 000N

waff officers, and 1echnsi perionme’  and (wamand grvy
Rt X HONS NECERIrY FOF D ar1iCOITON inv FOIIOW a0 et
B Orgonizitionsl rewponsitn:1 e and tunctions uf stafls with
e Army 0 the teld «“Ciudr Cathr oy Lrinrent the
COMmandet and Ns staff, among he memees of the statf,
] DEtWEIn PR Srd B 0T e 208 Ne SIS, as it
8 staft procedures emptoved. €. A dncuvieon of Cmbat
MONPENCE 0 COUNIINININIgINCE  0DW ating under the
Wriovs forme of confict. Ditusmon Ct airy e rrdns - the
wlivgrace reguirements of the tatcat commanter. The
MBSt MegInce | PORUCTION  WyIl. A& Jrwcrbed, - to
inslude planmng, cotecthion, snd procesng of wlueragton
ol e Gmmewwton of wisthgraces. The dricusson
aludee 8 ANCHOUon of e Capairkitngs Of N9 (OVwtiun
gatee within the corps and e 0wrces of mtelisgance
wisbis 9 the wtdhgerce offce o' eafh ~iwion.

913 PASE LS 5457 JUALLYL LAAgdenasped
Frend CorY

PR R84+ #1011

26

- T-1-142

Countennitelligence aspects include pianning for oHensive
and  cefensive  counterintetfigence operations. d. An
mrroductioy to the key features of decision making.
includes the manner in which the staff assists the commander
i s dec'sion making process and the sequence of
commander and statf actions, the mez~ng of the term
“estimatc” and the use of the esumate formats, mussion
aalysis and planming gu:dance n relalion 12 (he eiumate,
deveiopment of the staft estmate; zeveispmcnt of the

commander's estimate, 10 nciude selection of alternate

courses of action, analysis and companise~ of aiternates,
Oeveicpment of statt recommendations, and commander’s
decision and conceoi. e. A review Of procaaures, techniquas,
mg staff responmbility for tramsiating the commardar's
decision into Cleas, conrcisez. and ‘imety cumbat plans and
orders. explananon of the planning seuence” the vanous
tyves and uses of combat plans and orciwes; the formats and
techniques employed . there preparaten and in the
preparatian, of annexes and appendices. ' Task planning as

an ad for the ftormutation of these documents; the -

Mu.onsh-o'to ang ntegration of the commander’s decision
and concept of the operation in plans and orders.

CONTENT:  €ighe lessons and #n examination:

CREDIT HOURS: 44

SUBCOURSE 27 introductory  Subjects - if:
Organization of Army Forces i the Feid and Principles of
Combat, ' )

SCOPE: 3. The first three icssons provide an mtroduction
10 the orgamiationdd framework it which the student will
work in futurs courtes reqarding the and'<aton of factics,
Cludng the orgar2atiun of the ™heater army and its
Lormard re stionships 1o Kegher and lower headnuarters, the
IQMVZRTION O INE TIPS JNa 1T COMDAL Slements, terntorial
argaratation of the theater. of nperations, ana theater
operaranyt plewang. "D scusson of Army & sisions focuses
on the . capatxlilies, Limit,tions, and srnioyment of the
amoted, lartry, 2d mectumzed drvisoms. Orgamration
ad Capabilitins of the arcead covalry regument, soparate
brigeces and he o Coviiry cOmDIt LrGgaaes are included.
The student s 850 introduced 10 the reference manuas used
Y COIege snstrction. b, In the fourth tesson, factors that
contrinte (o of detrxt from the dJd~siopment and
2OhCat:0n of COMBUT DOTAY, the Matvens of retative Combat
owt, the pancipet of war and ther relghon 10 tachics,
N he ~ittary apects of  terran are Gncussed.
€. Knontesge of the fundamentaty devetoned =~ these lessons
it wive 4 3 foundauon for i wDwqQuent courses
20nCered W LEDCH rerations. Y
CONTENT  Four s 13 an enaminguion.

CRIOIT HOURS: 18, ’
SUBCOURSE ¥7: Combat Sevice Support n the Theater
2 Querationy (4.

SCOPE:  An mpoducton 1 the bauc prnciies,
repomlhiities, and  upersnonst - gracedures involved
COmMBat sIvCe WOPOrt Tor the army = the feid. Contains
the orgenation 107 combut 1rvace smdrt and an anelyws
A e lwec functioms to chude  personnel, woply,
!'W"J""‘, . g and
o telis ation, . .

CONTENT:  Fre lotoons ang an ensmngtion,

CREDIT HOURS: 40

Tha course is offered during eath scademic yeer,
Appicaiorm sre sxepted obly n the fall of sach yesr,




udcours e Jescriptions

Al sur nurses aaministered by The Judge Advocate General's Schoo! are
listed conse- . vely belowe, with appropriate scopes, number of lessons, and credit

hou:s inct i 1.

SUBCOUH. L JA T2 O L TPNMELT PROCUREMENT

CREDLIT nhiv. 8 »
’ . 16 e sereer tal o aspects of

» Oy pe et DONCIQS and
o e [a iy o Carement | the
szl o~ e gener s the maie

. Toa s, Y a0 yrement leym,
PrOCUTEt sl “rem/pren: vanagoment. One

lesson: i 4 cal

SUBCOU 4 JNoo INYTEODUCTION 10
ADMIL it ALVE TV LAY AND MILITARY
LEGAL LR 1CoRAr
CRYMVT pness
ScorE ¢l ot

=t of roter, ademinnrytne

R D T oy s = gt agthanty for
L 2 BT Twy bisuns  end
exgm - st

SUBCC L SA 1 L LAL BASIE OF COMMAND
CRETMT 11 g 1

SCOot ¥ L Ry I LS RPN TS 7R L I
PO S Pt gy Giy un el
ol Faoo Tt the L wrnemdeder 10 conted
MG s rate, 23l MeGteate rruurt vistem o
W fur boe 0 s oy AStaLI 9. cperation  of
RONCL S e B L e on 8 ety instaliabion,
oSt T CT ey e irire et guthaiiteg
Ervuon. et e (0 g an il miag and seuiing
Are,, oo ¥ t Army LT pursaant o
the Fre 1 of 1o Act. s lesont and

exare oy

SURCOUUSE SA 22 LUL.TADYY PERASONNEL LAW AND
BOARD. 7 OTFC: C .,

CREDIT }, wig v

$COPE: S .Gy 0 1: L popton of the Anny utheer
BT - D NIOMU T el wDAEt Y endy et and
it g en T e llion avd saparatan, Sr
ewmom o gt ’

SUBCOURE 1A 23, LAY OF FEDLRAL LABORM
RELATIHONS ’
CRTNT HOHJRS. 8

CQCOPE . Soni 100 v ondd rovyitatory Dases for crnlian personed

" othe fifrt wirvice, nror pet10nnel KDONS, W oCedures
1Or Bdverse 8.1100% 8810 ! Crvslion eIy s v PO pies
O 18b0F ¢+ 31 338 13 the: (w3l SErWIFR. €504 ¢ 1500 D~ Garrung .
ond 14bOt COntrat Acgotial.on 1 the Teeral service. Fowr
lessons 54 caaminetion,

SUBCOURSE JA M. CIVIL RIGHTS.
CREDIT MOURS: 2 '
SCOPE: B11.C r2gulstions and 11atiries drwoted 10 Cwel reghts;
Mo s opportumty progrem. Fow lemons  end
naminstion, '
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SUBCOURSE JA 25. .LAIMS

CREDIT HOURS: 8

SCOPE: The Army claims progeam. Whlitary Personnet and
Conlian Employees’ C'ams Act. Federat Tart Clarms Act.
ahrmative claims. Five temons and exarwngnon,

SUBCOURSE JA 26. LEGAL ASSISTANCE

CREDIT HOURS: &

SCOPE: Legal asssstance program. Sovtrers’ and Saiors. Civil
Relief Act; domwile andt Soidiers’ and Savars” Ciw! Renef
Act tax prowisions, survivor benefits and Survivor Seneht
Plan.  Four lessons and exanunanon.

SUBCOURSE JA 38. FUNDAMENTALS OF MILITARY
CRIMINAL LAW AND PROCEDURE '
CREDIT HOURS:. 26

SCOPE: An infroduction to fundamental awects of mulitary
orminal law and proceduce, inctuchng:  junsdction Quer the
person and over the offense. romudraal  pumshment;
clastiration of courts-narmal. preparation. and drspovtion
of charges; Actcie 32 imesngation, pretrat  adwice:
COrveming  Coults Marhal, Courts-mact:ak  Dersomnel. the
Article 33°8) #IMOW  wragrment, MOnans, pieds. N
procedure; hindings and sentences; appeiiate review and new
tripls, matiers of defeme: the punitive artucies. Fourteen
enons 0d enammation, .

SUBCOURSE JA 43. THE LAW OF LAND WARFARE
CREDIT HOURS: 12

SCOPE: Bisc ru'es ang prncipies, commencement of
hostithes. forbudden Conduct with resoect To  persons.
forbidden means of waging werfare. bompardments. susaults,
BEQES, NG stratagems, trastment of DrooRIty g Combat:
remedhni fof violgtion of interrationad IXa. pescrers Cf war,
the wounded and uck: beatmant of cwhiyn oersons,
treatment of internees, infoemat.on bureaus, central agency,
gt of socetes.  Five lnons and exammaton.

'SUBCOURSE JA 58. STAFF JUDGE ADVOCATE
OPERATIONS
CREDIT HOURS: WO
SCOPE. The statf judge advocate and his refations. with the
Commander and his staft. orgenization and functign.of & statf

dQE dvotate WENGA; respdnsibehitins of the gt mdcr'

#avocate and he sspsunts, preparstion of a staft study by
the stelf judge advocste. selected prodblems relsting to staff
{WOgP 20vucate oparstians.  Fivie lesons and exammation,

SUBCOURSE JA 80. BENEFITS FON SERVICEMAN AND
THEIR FAMILIES (AG SUBCOURSE S)
CALZOIT HOURS: §

SCOPE: Study of pavsorinet sirvices, 10 ichude lq-f atfirg
ond Denetits authorg for servicemen, veterang of wartime
o3 pescatims mrvice, thew dependents, and Suvwors,

omgmumnqm—mmw,
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DEPARTMENT OF THE ARMY
OFFICE OF THE CHIEF OF STAFF
WASHINGTON, D.C. 20310

16 December 1977

Dear Survey Participant:

At the dircction of the Chief of Staff, Army, a potentially land-
mark review of officer educatfon and training has been undertaken, the
results of which are ‘expected to be significant, both to the Army as a
whole and to individual Army officers. A key effort in this important
review is the attached Officer Education-and Training Survey.

The survcy has been designed to permit you and a large, representative
s~wple of yeur fellow officers to tell us from your perspective what we
need to koow aleut coertain specific areas under review. Also, the survey
poscs seviral courses of action and asks you and your fellow participants
for your views ou them. Since these courses of action are only a few of

. those urdir consideration, they should not be taken as fndicative of
review group gonclusions.

Your responses will be held in strict confidence, so please do not
identify yourself on any part of the survey hooklet or answer sheet.
When all responses have been received, they will be analyzed carefully,
together with data relative to education and training requirements.
Education and training policies addressing each phase of officer career
deveclopment will be prepared and recommended for incorporation into the
FY 80-84 program. :

, The attached survey is your best chance to put your experiences,
expectations, and suggestions about officer education and training
"on the record." - We urge you not to miss this opportunity, but
timing 1s important. To be included in this special review effort, SR
your survey must be completed and put ia the mail within five working ' :
days after its receipt. To protect the answer sheet, .which will be ,
machine-scored, we ask, too, that you tuck it completely inside » !
the survey booklet and mail both in the return envelope provided. , ' ;

1
Thank you for your pa:ticipation, and good luck to you in your ‘ {
military career. 3
Sincerely,
1
\\t %71\0\‘ > !
—
HARRISON"

Hajor Ceneral, USA
Chairman, Review of Education
A : and Training of Officers
RCS; CSOCS~-(0T) 259

INCL 1 .
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RCS-0S0CS-(OT) 259
DAPC-MSF-S 77-44

GENERAL INSTRUCTIONS FOR SURVEY PARTICIPANTS

1. Use only a No. 2 pencil when completing the answer sheet.

2. Do not place your name or social security number (SsSN) anywhere
on the answer sheet or survey booklet. This will help to assure that
your responses remain truly anonymous.

3. Answer all questions as of 31 December 1977 ‘even though you may
be completing the. survey before that date. . .

4, Be sure that the question number that you mark on the answer sheet
is the game as the question number in the survey booklet

5. 'You may make only one response for each question.; Blacken the
circle on the answer sheet that has the same letter or number as the
response you selected in the survey- booklet. Do not make any

other marks, or write, on the answer sheet.

6. If you make a mistake, erase the mark completely before you enter
a new one.

7. You are not requined tn answer any question which you find objectionable.
8. If the bOSsible responses to a question do not fit your opinion

exactly, please choose the response which most nearly apprcximates
your view. .

e et o —
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INSTUCTIONS FOR_COMPLETING THE FRONT OF THE ANSWER SHEET

Enter capital letters JA in upper right corner blank identified as
survey number.

The front of the answer sheet contains lettered columns. These
columns are used to state demographic iuformation. " Please
complete the lettered columns as follows:

COLUMN A: Blacken the circle corresponding to your grade.

COLUMN B: Select from the following table the geographic area in
which you are taking this survey. Blacken the lettcred circle
corresponding to your location. ‘(Ignore the two numbered columns.)

A. Continental United States (CONUS)

B. Hawaii, Alaska, Puerto Rico, Panama (Canal Zone)

C. Pacific area (Other than Havaji, includes Korea)

D. Europesn area (Includes Middle East) ‘ .
E. Cther : . .

COLUMN C: Select the letter which corresponds to your basic
branch and blacken the appropriate circle.

A. Adjutant General

B. Air Defense Artillery
C. Armor

D. Chemical

‘E. Engineer -

F. Field Artillery -
G. Finance

H. Infantry '
I. Military Intelligence
J. Military Police

K. Ordnance

L. Quartermaster

M. Signal
N. Transportacion
W. JAGC

COLUMN D: Select the letter correspondlng to the major command
(MACOM) to which you are assigned and blacken the appropriate
lettered circle'in Column D.

A. USAREUR
B. FORSCOM
C. TRADOC

D. USFK/EIGHTH ARMY

E. US ARMY, JAPAN

P. SUPPORT COMMAND, HAWAII

C. COMMUNICATIONS COMMAND

H. HEALTH SERVICES COMMAND
- T. MILITARY DISTRICT OF WASHINGTON
J, OTHER

T-1-1I-3
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COLUMN E: Indicate the type of unit to which you are assigned

by selecting the appropriate code from the table below and blackening
the proper circles in Column E. Blacken the circle corresponding to
the first digit of the code in the first sub-column and the circle
corresponding to the second digit in the second sub-column.

S0. Combat

11. Combat Support

22, Combat Service Support

33. Training (includes service school staff and facult-}
44, Garrison/installation staff

‘'55. Recruiting, ROTC, Readiness Regions

66. Corps or higher level staff (includes MACOM, DA, etc)
77. Other

For study purposes, three specialty skili indicators
(SS1) have been designated in the legal area (55)
55A-Judge Advocate; 55B-Criminal Law Specialist and
55C-Administrative/Civil Law Speciaiist. The basic
entry duty position for captains in TDA/TOE
orgainizations is judge advocate officer (554).
Officers in the criminal law specialty (55B) are in
full-time criminal law duty rositions, such as chief
,of a criminal law branch/division, instructor or any
job in the USA Judiciary. Officers in the administrative/
civil law specialty (55C) are similarly in full-time
positions. For test purposes, several subspeclalties
in 55B and 55C have leen listed below. All duty
positionslare included in these specialties or legal
areas,

10 Judge Advocate
11 Staff Judge Advocate
20 . Criminal Law
. 21 Judiciary-Judge/Appellate dvocate
30 Administrative/Civil Law (Labor,, environment, -etc.)
31 Procurement Law
32 International Law
33 Claims




COLUMN F: Indicate the specialty you are qualified to
practice by blackening the appropriate circles in Column F.
Blacken the circle corvesponding to the first digit in the first

sub-column and the circle corresponding to the second digit in
the second sub-column. '

COLUMN G: Indicate an alternate speclalty you are qualified to
practice by blackening the appropriate circlas in Column G.
Blacken the circle corresponding to the first digit in the first
. sub-column and the circle corresponding to the second digit

in the second sub-column. If you feel you hav~ no alternate
specialty, use code 00.

COLMN H: Enter the number of years of Active Federal
Commissioned Service {AFCS) you will have completed as of 31
December 1977 by blackening the appropriate circles in Column H,
Round partial years upward to the next higher whole year. If
you have completed less than' ten years AFCS, bladken O in the
first sub~column, and the circle corresponding to the first
digit of the rumber in the first sub-column, and the circle
corresponding to the second digit in the second sub-column.

COLUMN I: Select the code from the table below that corresponds
to the highest level of military education yon have completed.
Blacken the appropriare circle in Column I.

A. Basic Course
B. Advanced Course

C. Command and General Staff College or equivalent (includes

‘non-resident and constructive credit)
D. Senlor Service College (1nc1udes non-resident and con-
structive credit)

COLUMN J: Select the code from the table below that corresponds
to the highest level of 2ivilian education you have completed.:
Blacken the appropriate circle in Column J.

A. Doctoral degree-SJD

"B. Master's degree-LLM

C. Master's degree T
.D. Jp/LLB '

COLUMN K: Indicate your-marital status and gex by selecting the
_ appropriate code from the following table and blackening the
corresponding circle in Column K.

A. Married male
B.  Married female
C. Single male (divorced, separated, widowed, never married)

~ D.' Single female (divorced, separated, widowed, never married)

T-1-1-5
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COLUMN L: Indicate your racial/ethnic
the appropriate code from the following
corresponding circles in Column L.

background by selecting
table and blackening the

Q0. White (Caucasian)

11. Black (Negro)

22, Méxican-American; Puerto Rican:
33. Asfan~-American

44. Other

Hisbanic extraction

T-1-1-6
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2.

4.

5.

Through which of the following did you receive your commisston?

a.
b.
c.
d.
e.

ocs

USMA

ROTC

Direct appointment
Other

What is your component?

a.
b.
c.

Do

Regular Army
US Army Reserve
National Guard

you plan to make the Army a career? (;hat.is, 20 or more

years of service?)

a,

b.
c.
d.
e.

£.

Yes, I plan (or will be required) to tegire at 20 years
of service ' "

Yes, I plan to retire after more than 20, but less than 26 years
Yes, I plan to retire after 26 vears of .service or more.

Yes, but I am undecided as to when I will retire.

.1 have made no decision as to waéther or not I will make the
Army a career. - '

No, I do not plan to make the Army a career -

Given normal career progression, what is the highest rank you
expect to attain? S

a.
b.
c.
d.

MAJ
LTC
CoL
General Officer

During you military caréer, how many times have you heen selected
for promotion from the secondary zone (below the zone)?

b.
C,
d.
e.

I have never been considered for promotion by a centralized
_selection board ' :
Never '

Once '

Twice

Three or-more times

T-1-I-7
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7.

9.

10.

d., At division/MACOM level

Regarding your personal career, which type of training or
educational experience, successfully completed, do you '
believe "carries the most weight" with promotion/selection boards?

a. Resident military coirses

h, Non-resident military courses

€. On-the-job training or experience:

d. Civilian Education )

e, Civilian industry or occupational training
f. Other

During your military career, wht is the highest position
you have attained?

a, I have yet to be assigned

b. Judge Advocate Offidar

¢. Ch., Sec/Br/Div-Installation
d. Deputy Staff Judge Advocate
e. Ch., Sec/Br/Div-MACOM/OTJAG
f. Staff Judge Advocate

What type of work has Been most professionally satisfying to you?

a. Trial practice-prosecution

b. Trial practice-defense

c.' Teaching

d. Plans/Personnel

e. Research/preparation of legal opinions

f. Representing Government/individuals at administrative hearings
g. Counsel to command and staff

I have served.as a "line" officer

a. I have never served as a "line" officer
b. At company/battery/troop level
¢, At battalion/brigade level.

What is the highest staff level at which you expect 'to serve
_during your career?

a. Division
b. Installation/garrison
c. Major Command (e es Forces Command, TrainLng and Doctrine .

Command)
d. Department of the Army
e. Other

© Pal-1-8-




11,
- - Command and General Staff College/Armed Forces Staff College

12,

13,

14.

‘a. Implement immediately; the Army needs more "thinkers"

When did you complete, or obtain credit for completion of,
or equivalent?

a. I have not completed CGSC/AFSC or equivalent
b. Prior to assignment to Bde/corps or higher staff

c. After being assigned to Bde/corps or higher staff

:Thé principal purpbse of level 4 (CGSC-Level) training is:

a. I do not know the purpose of CGSC-Level training

b. To understand my client a little better

e. To prepare for Staff Judge Advocate positions

d. To share professional experience with peers

e. To retain a competitive position for promotion/advancement

f. To broaden the outlock of the officer in preparation for
positions

8. Scme other reason

About half of the officer corps will serve in field grade
positions throughout the Army without benefit of Level
4 training (CGSC). Assume for this question expanded
professional development opportunities could be opened.
One alternative would be to continue attendance at CGSC
for combat arms officers, and to provide equivalent level
4 training to other officers at appropriate military or
civilian institutions. Which one of the following best
expresses your view about this alternative?

a. Resident training at this level 1is necessary

b. Either resident or non-resident training is necessary

¢. The form of training (resident or non—resident) is not
important

d. 1I'm not sure that CGSC-level training is either

' - necessary or desirable

“"e. Most officers do not require training at the CGSC level

f. The current system is adequate
8. I am opposed to Level 4 (CGSC) training for reasons
-not-mentioned above

Several forei"n armies provide extended Level 4- training
for selected officers; for example, a small percentage

of given CGSC-level class 1s selected to remain for an
additional year of professional development in military'
thought, philosophy, and applicationm. If the Army could
adopt the "Second year at CGSC" concept outlined above,
what would be your view regarding this alternative?

b. TIt's worth a pilot test or "trial run" -

¢. T should be considered, but at another level (i.e., advanced
course level or senior service college level?)

d. I don't care one way or the other

e. The Ammy can't afford this luxury; we need'mote "do—ers

f. It s a bad 1dea; it would create an’ "elitist group"”

et i Mttt WA St O 0 Ribs
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i

T—191-9




16.

17.

13.

19,

© a. High school graduate

- ----»b;vc vssanet, the minimum cfvilian educational
level required at time of coznissstioning should be:

h. Some college but no degree

¢. Assoctate degree (2 years of college}

d. College graduate

e. Civitian education has nothing to do with being an
effective officer

If education i3 defined as "creparatfon for. life (or the
unknown) while training Is defined as'“?reparatloq for
a specific task (or the known)", what mix of

education and training do you beli.ve {s

required by an effective Army offi.er:

a. Much more education than training
b. Mcre education than trafining

¢. About the same amount of each

d. More training than educatiom

e. Much more training than education

At what rank do .you believe education becomies rore i{mpertant
to duty performance than specific training?

a. Education is never more firmportant than training
b. Education is always more important than training

c. -Captain

d. Major

e¢. Lieutenant Colonel
f. Colonel

For wvhich of the following do you belfeve gtaduate-levei
civilian education 1s prlnarily useful?

a. GCaining knowledge Tequires Ln a fegal specialty

b. Caining knowledge required tn an alternate specialty

c. Cenerally broadening an educatfonal background im
preparation for future assignments.

.d. Staying competitive whem considered by promotion/

selection boards
e. Preparing for a utilizatios tour requiring npeciflc
civilian education
f. Prepsring for a civilian career after leaving uctlvc duty
g. Nor -uch of ‘anything

Do you belteve that tf you perform wll the Army, through either

- fully~funded or partially-funded programs, should’ provtde you

the opportuanity to schieve & graduate degree during ycur
tera of ncttn scxvice?

s. Yes, & gnduto degroe will cnhuu ny value to the Army

. 9 Yes, graduste elucatica {s rcquind for wcconlul pcxfomneo

fn wy epecialties

. €+ Yas, for some other resson

4. I have a0 opinion
e. Bo, my personsl ede~stionsl .oolo are sy owa mmlbll;ty

f. Bo, a gradeats quu ee 2o locha ou wy d!octivmu as aa
offlcer

8. lo. u-.-m:--
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20. For'naximum Army effectiveness, what proportion of the JAGC
do you believe should have graduate law degrees?

a, None

b. Very few

¢. About a fourth

d. About half

e. About three-fourths
"f. Almost all

21. Which one of the following is the most useful training ot
education you have already received in support of your
legal specialty:

a. Pre-commissione.raining
b. Basic course
¢. Advanced course
d. Resident specialty-related courses (miljtary)
e. Military correspondénce courses
- f. On-the-job experience (no structured training)
g. Civilian education/civilian industry sources
h. CGSC/AFSC

22, To the best of your knowledge, are adequare training
opportunities avajilable so that you can become cquetently
trained in your legal specialty?

a. Yes, adequate training opportunities are available
b. No, odequate training opportunities are not available -
c. I don't know if adequate training opportunities are
available

23. How would you .best descrite the training normally provided
which supports your legal specialty?

a. It is bicadly-based, and provides the specialty knowledge
required to perform effectively at successively higher levels.

b. Sufficie-tly thorough; prepares one well

¢. Too broad and generalized to be of wuch practical value

d. Not related to actual duty position requirements

e. Nopn-existent .

24, Which of ‘the following do you believe Iz the most important i
training or education which should be yravidod in suppot: : .

of your legsl specialty? ‘ : ¢

a. Mllitary resident instruction" ‘

‘b. Military non-resident instruction

¢. Onithe-job experience (no structured trnininz)

d. Ctiyilisn schooling (nndergraduats) - —
_ @. Civilian schooling (graduate} :

f. Specialized civilisn training (pou-d-srul '

T-1-1-11




26.

27.

28.

29.

veeavn une vl tne I0llowing do you helieve is the least
useful training or education which could be provided in
your legal specialty?l

" a. Military resident instruction

b. Military non-resident instructioa.
c. On-the-job experience (no structured training)

- d. Civilian schooling (undergraduate)
e. Civilian schooling (graduate)

f. Specialized civilian training (non-degree)

At what level does the m&jo: gap in the currently-
available schooling for your legal specialty occur?

a. -Advanced knowledge level (CPT-MAJ)

b. "Expert" knowledge level (LTC-COL)

¢. ‘ore than one of the above

d. . am not aware of any major gap in the currently
available schooling

Which of the followihg best describes the role of civilian
education in you legal specialty?

a. It is both available and highly important for proper
_professional development

b. ‘It is available, but of llnited importance for professional
- .development

c. Not available

Do }oh believe your legal specialty training or education iill
be of value to you in a potential civilian career?

a. tes, 1 expect it to be directly applicable; I plan to do the
"same type of work after I leave active duty.

b.  Yes, I expect it to be of use; I plan to do similar or
clogely related work 4n civilian life.

c. Yes, I expect it to be valuable, although I do not know
what 1 will be doing sfter I leave active duty.

d. No, I do not expect it to be useful even though it is
closely related to what I might be doing in civilian life

e. No, T do not expect it to be useful; I will be working 4n
" an entirely different tield

Which one ¢* (he following most clocely 1dentifies yaur view

‘of “specialty quali!ication

a. ‘Successful conpletion of detignated training courses nnd
davelopmental assigrments

b. The ability to "do the 5" {n the specialty, at the. aaaigned

level vhother formally trained or not, as shown by OER
evaluations or promot.on/selocti.s board results
c. A subjective admir strative decision on the part of
' career managers and pramotion/selection boards
d., Professional re;lnttutionlccrtilication .
e¢. I believe "specialty qualiflca:ton 1e lcrsoly

nadcf in ®le
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cew paasmewsy reapUNS1DLLLLY Xor an officer beéomlng “specialty-
qualified" lies with"

a. The officer :

b. The officer's PPTO career manager/assignment offxcet
c. The officer’s rating cfficer

d. The officer education and training system

' 31. In your legal specialty, how many different assignments would
you estimate are required for an offiher to become "specialty-

qualified?”
a. One

b. Two

‘¢, Three
"d. Four

e. More than four

. 32, Which ore of the following is the chief way you Rave (bt expect) to
qualified in your legal soeCLalty? o

become
a. Resident training ir military courses

b. Militery corresponderce courses

Resident civilian education

Off-duty civilian study

On-the-job experience (no structured training)

. A combination of the above

o 0.
. e .

33. Should specialty qualification standards be established fot each
specxalty 2t each grade?

a. Yes; absolute standards should be established
'b. Yes; flexible standards, to be used as goals, should be
, established

c. No; specialty qualification is subjective. no firm standards
can or should be established

d. No,.but for masons not specified above

‘¢. I am not sure whether or not specialty qualtfication
standards should be established

34, 'If firm specialiy qualification standards were established, they
would provide a benchmark for officer professional development;
that {s, an officer would either be "qualified" cr "not"
qualified* What use should be made of this information?

.o

b n A -

a. Used unofficially to measure professional development of the
individual officer : =

b, Uscd officially as a matter of record for consideration by : 1
promotion/selection boards or other activities,

¢. Used only by the officer for lLis pergfonal assessment

d. Used as a diagnostic tool for determining assignment - ‘ . §
and/or educational opportunities for the otficer involyed o |

e, Not used for any purpose. R L :
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36.

37.

38.

39.

‘ L e -u‘;uw;ug ranks should be dependent
upon "specialty qualification?"

a., MAJ
b. LIC
c. COL

d. Noneée of the above
e. To each‘of the above

Estimate your present level of professional development in
your legal specialty:

8. Well prepared

b. Somewhat prepared

¢. Somewhat unprepared |
d. Not prepared at all

In some legal specialties, military training is available
through both resident courses and non-resident (correspondence)
instruction. In your view, which type is mdst effective in
providing the skills required for your lecgal specialty
qualification? '

a. Resident instruction is the most effective

b. Non-resident instruction is the most effective
c. They are both equally effective

d. 'Neither are effectxve in their present form

How many hours per week do you believe yod could devote to
independent career-related studies (both on and off-duty time.)

a. One hour or less

b. Two hours to four hours
¢. Five to seven hours

d. Eight or nine hours

e. Ten hours or more

Professiond examinations for the officer corps should be instituted.

3

a. Strongiy agree

‘b. Agree

40,

c. It does not matter to me
d. Disagree :
e. Strcngly disagree

Let us agsume that professional officer exaﬁinfations vere instituted,

What do you think the principal purposes of this exam should Be?

a, For 1ndiv1dua1 diagnostic worl only
b. Only to assist in dEtermining education/training needs; for
. example, validation of CCSC (Level 4} knowledge, or: :
attendance of some phase of formal instruction at that level
c. As one of the criteria for promotion

: q. As one of the criteria for qualifying fot certain positionl

(A.e., S.J.A.}
Q. ’ot ' ‘ny purpo.‘
r-1;1;1§

© .-

-————




41,

42.

44,

45,

- 46,

What do you think would Be the principal limitation.of officer
exaninationg?

a. Paper and pencil test may not reflect job performance
accurately

b. Officers responsibilities are too broad to be adequately tested.
c. Another evaluative tool is not necessary; current procedures

are adequate.
d. Some limitations not listed above

Through what means do you beliéve'professional development can
best be achieved?

a. Through experience

b. Through self-study within prescribed parameters

¢. Through a combination of self-study and non-resident
instruction

d. Through resident instruction

e. Through a combination of the above

If you were to graduate from the next higher military course of
instruction (for example, CGSC if you are an advanced rourse
graduate), do you believe that your value to the Army will

have been increased?

a. Yes, greatly
b. Yes, some
c. Not sure

d. Not much

e, Not at all

Current staffing minimizes multiple opportunities as SJA at each
level. An altern.tive would be to allow groups of officers to
be managed as SJA's to permit repetitive tours at each

level. What are your views regarding this alternative?

a. Implement immediately
b. - It's a good idea, but may cause some problems

.¢. I really don't care one way or the other

d. I don't think this alternative should be implemented
In phrsuing ny contiﬂuing legal education (CLE), I prefers:
a. Resident instruction in a military school

b. Resident instruction in a civilian school
¢. Professional association seminars/workshops

di Video tape/study package
e, Self-study

In my experiencé, the Best CLE prograns ware apdnsored by:

&, Military schools

- be  Civilfan schools

c. Profrssfonal assoctation
d. SGoicrnacat agancies (».8., U.8. Civil Servtce cqmmission)
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47.

48,

49,

50.

What is your estimate of .he annual salary which would be
earned by a civilian whose duties and responsibilities
correspond most nearly to those you have in your present
duty assignment (or most recent one if you are now a
patient, student, or unassigned?}

a. 510000 or less

b. $1C001 to $15000

e. $15001 to $20000

d. 520001 to $30000

e. $30001 to $40000

f. $40001 to $50000

g.. More than $50600

h. I have no idea what a corresponding civilian job would
- "be worth, or there are no corresponding civilian jobs

Suppose that your military service was unexpectedly terminated
Given your present level of training, education and experience
what is your estimate of the annual salary you could earn in
civilian life

a. $10000 or less

b. $10001 to $15000
c. $15001.to $20000
d. 520001 to $30000
e. ,$30001 to $40000
£. 3540001 to $50000

g+ More than $50000

h. I have no idea what I could earn in civilian life

If there were prerequisite law school courses for appointnent

"in JAGC, what effect would it have had on your decision to seek
@ JAGC commission? »

a. I would object to any constraints

placed on my law school training
b. I would complain, but accede and cake che ‘courses
c, It would make no difference to me’

What law school course(s) should be required for appointment in
JAGC? Select one.: . .

a. Evidence; Criminal Procedure

b. Torts

c.. Contractslcovernment Procuremen:

d. Family Law .

e. International Law

£. Labor Law

g. Federal Civil Procediire (Litigatipn)

h. Trusts and Estates (Wille, Testamentary instruments)
i. Enyironmental Law .

- 3. Al of the above

o7
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51. In the last question, vhat course should not be required? Select one

a. Eyidence; Criminal Procedure

b. Torts

c. Contractslcoverument Procurement

d. Family Law

e. International Law

f. Labor Law

g. Federal Civil Procedure (litigation) :

h. Trusts and Estates (Wills, Testimentary instruments)
i. Environmental Law

52. What percentage of your time is spent on the practice of law
: including research, study, writing counseling, advocacy and/or
supervising other lawyers?

a. Virtually all
b. 75%

¢, 50

d. 25 or less

The following statements are neither prOposala nor alternatives
Some are obviously true; others are obviously false. Some may
be good ideas; sume may be bad; many are "biased" in one way

. or another. They are intended simply to identify attitudes
within the officer corps. Please indicate your agreement or
disagreement with each of the gtatements by selecting the

. appropriate response from this list:

a. Strongly agree

b. Agree

c. It doesn't matter to me
4. Disagree

e. 'Strongly disagree

53. All JAG dofficers should receive a conéentrated "refresher" course
: vrior to assuming a new job

54. Level 3 (4dvanced course) training would be more cost-effective ,
. if it was shorter, and.if students attended on a TDY. rather than
a PCS, basil.

FRORSRPY PSRN

55. All captains should attend an appropriate advanced ccurae

56. Officers should be assigned to a utilization teur directly . i
following civilian apecialcy training.

57. The primary purpose of ciyiltan education should he the.

acquisition '0f skills rather than the acquisition of academic = . ? o
credentials L o
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58.

39,

60.

61.

62, -

63,

64.
65.

66.
67.
68'0

69.
70'

71.

72.

. specialties, either voluntarily or involuntarily.

‘different for the maneuver combat specialties (11-Infantry;

Level 3 (advanced course) training should be oriented
primarily toward training off cers for their next duty
position.

There are adequate career progression opportunitics in

' JAGC specialties

New JAGC officers should attend a Combat Arms Basic
Course (INF, Armor, etc) prior to the JAGC Basic
Course in order to train as a military officer.’

SJA Orientation Course should be a 5-8 week senior-level
lavyer/manager coiurs2 with heavy emphasis onr substantive law
developments and personnel management,

The academic report recejved upon completion of a cuurse
of military or civilian training 1s as tmportant to one's

."advancenent as an efficiency report.

Level 4 (CGSC-level) training should bt prepare officers
for specific duty positions, but should provide broad
preparation for a variety of duties during the following

several years of service

It is more'important ro the Army that civilian education.
broacden the officer personally than provide him/her
specific skills

CGSC and AWC completion should be'mandatory for all majors
and lieutenant colonels respectively, either by resident or
non-resideﬂt programs. )

Captains in SJA offices should rotate johs at 6-9 months for

: professional development

Typically, when promoted to MAJ and LTC, the Atny Lawyer -

‘becores a manager and practices little law.

Formal course training should be provided to learn the
basics of a specialty. '

Promotion boards should promote by specialty quotas

"Quality" officers should be equitably distribﬁted over all : O

OPMS-Level 4 (CPSC-Level‘ training should be significancly

12-Armor) than for all other specialties (55-JAG' 31-Law
Enforcement) '

Practice of law in JAGC'varies llttle between peacettme and
wartize, except for increase/decreasse in mflitary justice.
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73.
74.

75.

76.
7.
78.
9.
80.
81,
82,

83.
84.

In mobilization for war, ciyilian lawyers could Be trained
for JAGC in 30 days or less. '

Only those specialties which can be related to astaff judge
advocate job have good promotion potential

All lawyers in the SJA office, including the SJA and

_ Deputy SJA, should see 1 or 2 legal assistance clients

each day in order to stay competent in basic legal subjects

Selection for attendance at CGSC/AWC is more important
than actual attendance

The most valuable training in some speclalities 13 on-the~job
experience (no structured training).

Officers who have received graduate-level civilfan schooling
are more competitive for promotion ths those who have not.

All other things being equal, "more" formal course training

1s always more carcer-enhancing than "iess"

Evéry JAGC officer must be a generalist, !-:it h2 should be
required to develop a legal specialty and werk to remain
professionally competent in it.

Promotion boards should not use a level of training
completion as a criterfon for selection.

Professional examinations for the officer. corps should be
instituted

Service obligation for initial tour in JAGC should be 4 years

Initial appointments in JAGC should be in grade 0-2 (ILT)
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REVIEW OF EDUCATION AND TRAINING FGR OFFICERS

ANNEX U

‘EDUCATICN AND TRAINING FOR THE US ARMY CHAPLAINCY

1. PURPOSE: To provide information and recommendations resulting
from the study of the US Army Chaplaincy's requirement for educa-
tion and training by the Review of Education and Training for
Officers (RETO) study group.

2. ANALYSIS OF CHAPLAINCY REQUIREMENT FOR FDUCATION AND TRAINING.
The following factors emerged from the RETO analysis of the chaplain's
requirement for education and training are discussed In Appendix 1:

a. Need for affirmation of the Chaplain Professional Develop-
ment Plan. :

. b. Importance of agreement between the Office of the Chief of
Chaplains and the US Army Chaplain Center and School in matters
regarding chaplain education and training.

c¢. The Army Chaplaincy requirzs a variety of specialty areas
which manifest discernable patterns in tetms of requirement by
grade.

d. Appropriate modes and timing for chaplain training vary
considerably among the specialty areas, and involve a mixture of
civilian schooling, resident military training, and eupervised-on-
the-job-training throughout the chaplain 8 cateer.

e. For reserve component chaplains, the supervised-on-the=job-
training, which is emphasized in the Chaplain Professional Develop~
ment Plan is difficult to implement, particularly in light of éur-
‘rent fiscal constraints,

3. SURVEYS OF US ARMY CHA?LAINS. Results of the :wh Surveys of -
Army Chaplains used in the RETO study are contained in Appendix 2.

4. THE CHAPLAIN ADVANCED COURSE. Consideration of an alternative
for the Chaplain's advanced course and the rationale for ‘this con-
- gideration 1s contained in Appendix 3.

5. QUALIFICATION CRITERIA FOR CHAPLAINS. The nece/ ° *2y and the
difficulty of formulating qualification’ criteria by = sde for
chaplains is diacussed in Appendix 5.
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6. RECOMMENDATIONS.

a. That the.Army Chaplaincy continue in the direction it has
begun with its Professional Development Flan with the following
exception: Substitute Combined Arms and S2rvices Staff School
(CAS®) and three temporary duty short courses for the chaplain's
advanced course, as recommended in Appendix 3.

b. That the Army Chaplaincy assure appropriate coding of chap-
lain duty positions and trained chaplain resources so that the per-
sonnel managers within the chaplaincy may take full advantage of
automated data processing equipment.

c. That the chaplain Specialty Skill Identifier/Additional
. Skiil Identifier (SSI/ASI) code be reviewed to determine if a lim-
ited revision will assist. the personnel managers in easier identi-
fication of trained resources to fill duty position requirements.

d. That the Office of the Chief of Chaplains continue in its
project to define qualification criteria for major, lieutenant
colonel and colonel chaplains, focusing on the aspects of leader-
ship in and supervision/management of ministry.

e. That an assessment center for Army chpalains be considered
for establishment at the US Army Chaplain Center and School for the
purpose of providing assessment and assessment instruments wnich
will enable chaplains to determine appropriate utilizacion of the
Chaplain Professional Development Plan.,

4 APPENDIXES

1. An Analysis of the US Army Chaplaincy s Requiremen: for
' Education and Training with 2 Inclosures

2. Results of Chaplain Surveys with 2 Inclosures

3. An Alternative for the Chaplain's Advanced Course: Consideration

of an Approach for Enhancing the us Army Chaplain Professional
Development Plan
4. Qualification Criteria for Army Chaplains
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' The files provided a means for the RETO analyst to "look over the | . ]

REVIEW OF EDUCATION AND TRAINING FOR OFFICERS

APPENDIX 1

AN ANALYSIS OF THE US ARMY CHAPLAINCY'S REQUIREHENT
FOR EDUCATION AND TRAINING

TO ANNEX U

EDUCATION AND TRAINING FOR THE US ARMY CHAPLAINCY

1. SOURCES OF INPUT, For analysis of the US Army Chaplaincy's
education and training requirements, the same basic approach was
used as 'with the rest of the Army officer corps. Most input for
analysis of each military specialty by the Review of Education

and Training for Officers (RETO) study group was provided by the
Department of the Army proponent for the specialty, the education/
training proponents for the specialty, responses from the field to
survey instruments, and visits tc/interviews with the field by
RETO staff. Annex G contains detailed descriptions of total sources .
and how these sources were used by RETO. The Department of the
Army proponent used most for input for chaplain analysis was the

' Office of the Chief of Chaplains (OCCH). The education/training

proponent used most was the US Army Chaplain Center and School
(USACHCS), Fort Wadsworth, N.Y. There were some resources used in
the chaplaincy analysis which were different from or additiomal ro
the resources used in the analysis of other Army specialties.

a, Instead of the survey instruments employed by RETO for the
Officer Personnel Management System specialties, two other instru-—
ments were used for the chaplaincy. These curvey instruments and. o ;
the results of the surveys are described in some detail in Appendix :
2 of this Annex. . . .

be Documents leading to the recent development of the Chaplain i
Professional Development Plan are maintained in the Office of the : b
Chief of Chaplains. These files were made avaiiable to the RETO .
analyst. . Included in the files were comments from virtually every - i
active duty Army chaplain concerning the preferred content and struc-
ture for chaplain education/training (in the responses to "Straw-
man I" in 1975 and "Strawman II" in 1976). Additivnal papers sub-
mitted by Major Army Command (MACOM) staff chaplains and comments
by OCCH personnel made the files extremely valuable in the study.

shoulders” of those formulating the present Chaplain Pra:essional
Development ‘Plan.
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c. Early in the study, OCCH requestel, through the MACOMS,
a reclarification of the specific requirenents connected with each
chaplain duty position in the Army. The frmy Research Institute
(ARI) had not performed an analysics of the non-OPMS specialties

to determine appropriate duty modules for each type of duty position.'

The information furnished OCCH by the MACOMs assisted the KETO anal-
yst in evaluating the extent to which the chaplain duty modules
prepared by USACHCS were applicable throughout the Army Chaplainc

d. The formulation of potential duty modules for all chaplain‘
positions by USACHCS made it possible to review the complete spectrum
of field requirements for chaplain education/training. 1In all, 63
specific. chaplain duty modules were formulated and utilized in the
study.

e. Open communication with OCCH and USACHCS provided information
concerning problem areas in professional development of chaplains
due to assignment/utilization difficulties and educational resource
shortages. ' ' ’

f. Interviews with the staff chaplaing of six installations
and with chaplains undergoing training at these installations proved’
to be a resource extremely_useful to the RETO analyst.

g. The Chaplain Academic Board, a group appointed by the Chief
of Chaplains to review and make recommendations concerning the.
revised Chaplain Professional Development Plan, was briefed on the
RETO study, and provided helpful suggestions to t.2 RETO. analyst.

The board is composed of military chaplains and civilian consultants

who bring with them rich and varied backgrounds in the education
of chaplains and ministers._

h. Special information in the form of r-ports from Traicing and
Doctrine Command (TRADOC), Forces Command (FORSCOM) aud Health
Services Command (HSC) staff chaplains concerned a major form of
chaplain supervised-on-the-job-training, (Clinical Pastoral Educa-
tion), on 16 Army installations.

i. A literature search in the area of continuing education

for the ministry was especially productive. Those writings providing

the most useful information for the stady are listed in'the biblio-
graphy te the Appendix.

3. Interviews were conducted with proponents for chaplein educa-
tion and training in institutions other than the US Army. These '
institutions included the US Air Force, The Veteran's Administration,
The National Iastitute for Business and Industrial Chaplains, and

The Society for tlie Advancement in Continuing Education for Ministers
(SACEM).
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2. AFFIRMATION OF' THE CHAPLAIN PROFESGIONAL DEVELOFMENT PLAN.
Analysis of the education and training provided Army chaplains has
led the RETO analyst to affirm the general thrust of the Chaplain
Professional Development Plan. Specific strengths and weaknesses

of ‘the plan are discussed in Appendix 3. Basically the Army Chap-
laincy has launched into a less costly and highly productive and
relevant format for the training of chaplains, summarized in Inclo-
sure 1. The key ingredient of the plan lies in its emphasis upon
"exported" training. "Expcrted" training for chaplains carries a
different conotation from what is normally referred to as nonresident
or correspondence courses. In'the chaplain plan, it is the trainer/
educator that is exported, rather than just the instructionzl material.
This is true of Phase III Basic Chaplain Training and also of the
supervised~-on-the~-job mode of training entitled Clinical Pastoral

" Education., 1In fact, the plan emphasizes the importance of supervisory

chaplains at all echelons assuming responsibility for much of the
training of chaplains under their supervision. Appropriate train-
ing for these supervisors is offered by the US Army Chaplain Center
and School and through civilian schooling and workshops. By util-
izing this approach, the chaplaincy has been able to reduce sub-
stantially the amount of time required for chaplains to spend in
resident forms of instruction at USACHCS., Training and education

can be offered at the time when it is needed by chaplains, and
commanders can receive appropriate training assistance for their chap-
lains related to specific chaplain tasks and functions in existing
situations., The Chaplain Professional Development Plan is considered
evolutional in nature. The next important stage in the process of

its evolution should be the development of additional quality con-
trol procedures for its varied training opportunities. USACHCS. and
TRADOC in consultation-with the Office of the Chief of Chaplains are
seen as primary agencies in this process. An additional relevancy
can be given to. the total chaplain training program by the estab-
lishment of a professional assessment center for chaplains at USACHCS.
This center could provide USACHCS students with assessment to deter-
mine appropriate training foci, but it could alsé provide assess-

.ment tools and processes to chaplains in the field, thereby enabling

sound decisions for profesasional development of chaplains while

‘they are in various positicns throughout the Army.

3. AGREEMENT BETWEEN GFFICE OF THE CHIEF 6F CHAPLAINS AND THE US
ARMY CHAPLAIN CENTER AND SCHOOL. In the 33 questions asked both

'OCCH and USACHCS, general agreement was expressed on most training

needs. The interaction between the two proponents has enabled them
to understand chaplain training needs and educational modes in a

mutually supportive fashion. In the view of the RETO analyst, this
cooperation was enhanced by the recent development of the Chaplain

" Professional Development Plan. Both proponents emphasized innovation

and relevance in the professional development of chaplains. Some
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differing views were.expressed by the two proponents. In order that
these different views may become means for productive discussion

in the future between the proponents, they are summarized in the
following paragraphs.

a. OCCH cites leadership, supervision and ethics as areas in
which chaplain expertise should be developed. USACHCS views the
most crucial area as staff ard parish development.

b. OCCH indicates that formal schooiing and real life situations

" are best to train chaplains to deal with uncertainty and complex,

uncharted situations., USACHCS indicates that in sustainment phases

of trafning, chaplains should be placed in situations loaded with
ambiguities and then their responses and actions critiqued. The
USACHCS response to the question.further states that faith'is required
to dea] with uncertainty, and faith cannot be trained for.

c. Regarding the projected effect of the Division Restructuring
Study on the chaplaincy, OCCH sees nc significant impact, The USACHCS
response speaks of the need for increased counseling specialties
for both chaplains and chapel activity specialists. .

d. OCCH indicates that approximately 5 percent of chaplains
worldwide should be proficient in a foreign language at the conver-
sational level USACHCS does not view this as essential.

e. Both proponents felt there should be an authority for each
specilalty to determine training. OCCH indicated that thay (QCCH)
should formulate policy and overall objectives for training of
chaplains, USACHCS indicated that TRADOC should dictate training
policy. o '

f. OCCH indicated that there should be no chaplain posgitions
considered as essential experience levels for promotion purposes.
USACHCS indicated that chaplains should occupy one TOE positicn and
one TDA pogition to be eligible for promotion ot the grade of major.
OCCH did indicate that experience .as battalion chaplain and brigade
chaplain were essential to qualification of all chaplain specialties.

g. OCCH indicated no changes for' the academic effecieacy report
system. USACHCS suggested several changes: relative standing omitted,
“superior rating" in item 14 eliminated, and elimination of any
attempt to discriminate among the academic abilities of. the students
{except where students fail to reach academic objectives.)

h. OCCH indicated that field grade officer training and genior
officer training should not be the same for all chaplains. The
USACHCS response indicated that it should be the same for ali officers.
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5. VARIED SPECIALTY AREAS WITHIN THE ARMY CHAPLAINCY. The first

informatfon emerging from the RETO analysis of the chaplaincy showed
the variety of specialty areas which are required for A-my chaplains
to perform their total mission effectively, Contrary to the views

of many commanders, ministry to the troops in the traditional sense

of conducting religious services and visiting confinement and hos-
pital facilities is only a part of the total requirements registered
in chaplain positions. A summary of the chaplain specialty areas
required by grade is provided in Inclosure 2. Each of the 13
specialty areas requires some training in addition to seminary edu-
cation if chaplains can be expected to perform ministry effectively
in the Army environment. 1a fact, position requirements dictate
further specialized training for some of the command/unit chaplains:
Ranger qualification for 2 captains; Special Forces qualification
for 4 majors and 3 captains; parachutist qualification for 1
colonel, 5 lieutenant colonels, 9 majors, and 19 captains. The
recently implemented Chaplain Professional Development Plan provides
adequately for chaplain education and training which can produce the

-skills and knowledge required for most chaplain specialty areas.

Assignment authority for professional development commensurate with
position requirements is a functional part of the assignment consid-
erations. It must be noted that some. chaplain specialty areas are
denoted, by Specialty Skill Identifiers (SSI) and some by Additional
Skill Identifiers (ASI). Some of the specialty areas identified by
ASI have more position requirements than those identified by SSI.
Under the current system, it is necessary for the Chief of Chaplains,
Directorate of Personnel to asesign chaplains._z AST as well as by
SSI if requirements in the field are met, and if training is a appro-
priately utilized in the field. For the Army as a whole, asgignment
by ASI may be a difficult if not an impossible task until computeriza-
tion of appropriate data is achieved. However, for the Army Chap-
laincy, since only slightly over 1,400 persons are involved, assign-
ment by ASI is more realistic, and is, fa fact, already being done
to some, extent, As position analysis reviews are conducted by the

© US Army Chaplain Center and School through their criterjon referenced
instruction preparations, the Office of .the Chief of Chaplains wmay

well consider grouping together similar specialty areas as an SSI,.
and using ASI to further refine the related sub~specialties. For
instance, one SSI may be labelled "Pastoral Care". ASIs related to
it could be "Alcohol and Drug Abuse Pastoral Counselor"”, "Confine-

‘ment and Rehabilitation Pastcral Couuselor”, "Pastoral Counselor

General,. "Marriage and Family Pastoral Counselor", and "Hospital
Chaplain”, Likewisé, if "Chaplain Educator™ were the title for an
SSI, the "Clinical Pastoral Educator”, "Instructional Technologist",
"Phase II1 Basic Chaplain Trainer", and "Supervisor of Religious
Education” could be related ASIs. If these and other similar changes
are made in the SSI/ASI coda, 1t will still be necessary to assign
chaplains by ASI., However, one form of ttaining could be offered
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to all "Pastoral Counselors", for example, in the early phases of
training, with specizljzation occurring later. The total management
of training would be simplified.

5. DISCERNABLE PATTERNS IN SPECIALTY ARFAS BY GRADE. Analysis of
specialty areas required for chaplain positions by grade revealed

some discernable patterns. 55 percent of all positions for captains
are related to the command/unit chaplain specialty. Another 16

percent of the total captain positions for chaplains are 'in the general
pastoral counseling area. Each of the other specialty area: offer
opportunities for less than 10 percent of chaplains in the grade of
captain., Only 11 percent cof the chaplain majors and 4 percent of

. the chaplain leiutenant colonels and colonels can expect to serve

as command/unit chaplains at any given time. The higrast percentages
of chaplain major positions are in the specialty areas of general
pastoral counseling (25 percent) and chaplain management/administra-

.tion, For lieutenant colonel chaplains the highest percentages of

positions are in chaplain management/administration and community

- parish preaching specialties. Colonel chaplains also have a high

percentage of position requirements in the management/administration

‘and community parish preaching areas (24 percent and 22 percent re=-

spectively), and there is a high percentage of colonel positions in
the area of staff and parish development (22 percent). The percen-
tage figures for other specialty areas and grades can be seen in the
table at Inclosure 2. The notion that all chaplains, regardless of
grade, perform basically the same function is shown to be invalid by
the RETO analysis. If training is to prepare chaplains to perform
effective ministry in chaplain positions, then the training for each

grade should have a somewhat different emphasis. Captains, for
.instance, must have a primary emphasis on the tasks of a command /unit

chaplain for the 55 percent who will be serving in this capacity.

It appears that a secondary but still important emphasis for captains
should be in the area of general pastoral counseling. Chaplain
majors need primary thrusts in their training in the tasks related

to general pastoral counseling and chaplain management/administra-

"tion, the latter including the process of supervision and effective

staff work. Lieutenant colonels and colonels need continued focus
in management, administration, and community parish preaching skills.

" Chaplain colonels also need to develop skills and understanding

related to staff and parish development. Skills and knowledge relating
to other specialty areas must be provided for the different grades.
However, focus on the areas and grades mentioned above is essential

if competerice in minis*ry is achieved and maintained in the Army
Chaplaincy.

6. MODFS AND TIMING FOR CHAPLAIN EDUCATION AND TRAINING. ' RETO anal-
ysis indicates that certain modes of training are particularly appli-
cable for chaplains, and that appropriate timing of the training is
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essential if position requirements are met. A general format for
the modes and timing of chaplain education and training is provided
in Appendix 3. This paragraph considerc appropriate modes and tim-
ing for the various chaplain specialty areas,

a. Command/Unit Chaplain. The.requirement for chaplains in the
grade of captain can be met for this specialty area through the pre-
sent Basic Chaplain Training consisting of three phases. Phase III,
which consists of a l-year internship utilizing the supervised-on-
the-job mode of training, is particularly designed for this capa-
9ility. Basic Chaplain Training covers the first year of active
cuty for all Army chaplains. For chaplains in the grade of major,
taree forms of training provide the skills and knowledge required
fcr this specialty area. First, the nonresident course which is a
pxoposed prerequisite for the Combined Arms and Services Staff School
283y is completed between the 2nd and 6th year of active duty.
Sacond the 9-week CAS3 course itself, the RETO proposal for a1l
'naJOts, would provide staff officer skillavand knowledge' at approx-
imately year 6. Third, a 9-week "Supervision of Ministry at Bri-
gade Level" course at USACHCS to be offered to all chaplain majors
" at approximately year 7 is recommended. - For lieutenant colonels and
colonels, S5-weck courses at USACHCS focusing on supervision of min-
istry at echelcns above brigade, and management of ministry at in-
stallation level is recommended. Each of these courses should be
offered shortly after the individual has assumed the position com-
mensurate with the grade to which he has been promoted (LTC or COL)
to allow for assessment of his capabilities in the light of present
position requirements. The assessment will be crucial to determine
an appropriate training focus. Training of chaplains for command/
unit chaplain positions at division level caa be enhanced by selec-
tion to attend the United States Army Command and General Staff
College (USACGSC). For 11-12 chaplain positions above division level,
-gselection for attendance at one of the senior service schools is
recommended.

b. Family Life Chaplain.- This specialty area is identified

- with only a small percentage of specific chaplain duty positions.
However, it ir extremely important that some chaplains in the grade of
captain and major be selected for intensive training as family life
chaplains., Civilian schooling is the best mode at present for pre-
-paration for tnis specialty. Chaplains should be sel:cted at appro=-
priate times after year 3 to fill required positions, and educated

on that basis at institutions which lead to certification with the . 7 !
American Association of ‘Marriage and Family Counselors (AAMFC).

c. Hospital Chaplain. Clinical Pastoral Education which util-
izes the hospital model currently trains chaplains in this specialty
‘area. The in-house training programs at Brooke and Walter Reed Army
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Medical Centers, supplemented by the civilian training at Tale-New
Haven Mospital currently provides for adequate training of Army hos-
pital chaplains. Studies are being conducted to determine if the . .
present requirement of one-quarter of certified Clinical Pastoral .
Education is adequate for this specialty. Results of this study will
determine if more hospital model training stations are required.

At present, the existing centers are adequate, and chaplains can

be best utilized in this specialty area if they are trained between
years 3 and 7 of active duty.

d. Clinical Pastoral Education (CPE) Supervisor. Intensive
training for a few select chaplains in this specialty is required.
One year of intensive training in an accredited (by the Association
for Clinical Pastoral Education, Inc.) civilian institution is
required for An adequately trained CPE supervisor., Normally, this
training cannot begin until after the completion of 1 year (4 quar-
ters) of Basic and Advanced CPE. In order to meet fleld requirements .
for supervisors of this main mode of chaplain supervised-on-the-

 job training, the chaplaincy needs 15-20 more chaplains with this

qualification., Utilization will be more effective if only senior
captains and junior majors are trained as CPE supervisors.

e. General Pagtoral Counselor. Preparation for this specialty
area is acquired through 1 year of CPE offered at the 17 accredited
CPE centers on Army installations, or through appropriate magters
degree level counselor training programs offered by civilian in-

, stitutions, CPE is considered a primary mode in the training of this

specialty, since it can be done in-house, Being a supervised-on-
the-job form of training, CPE can be offered while chaplain students ~
are performing ministry in the setting of specific duty positions.

To meet duty position requirements, the Army CPE programs will need
to be supplemented by appropriate civilian schooling for general
pastoral counselors, as is currently being done. Chaplains need to
be trained in this specialty at all grades, besinning as eatly as
their 3d year of active duty service.

f. Phase III Basic Chaplain Trainer. Chaplains serving in these
positions are required to supervise the intern phase of basic chap-
lain training at designated installations. A 3~ to 4-week course
offered at USACHCS is meeting the training needs for this specialty,
and should continue to be provided for the minimal number of major
and junior lieutenant colonel chaplains selected for this ducy.

g. Chaplain Management/Administration. This specialty area
was revealed in the analysis to be required at all grades, and in-
volving over one-quarter of the positions for majors, lieutenant
colonels and colonels. USACHCS contends that the preferred mode of
training for most of the aduinistrative functions which chaplaing perform
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‘is extension training. A portion of the requirement can be met by

- Finance School.  Short military and civilian workshups focusing on
" chaplains in staff positions at Department of the Army, MACOMs and in
other key positions could be more productive in their assignments
. (at master's degree level) by the University of Alabama, University
- ized area for mnst chaplains occurs in Phase III Basic Chaplain

"and 18th years. Civilian schooling for positions requiring it in

. Training Conference, and other equivalent organizations. The Chief

‘quire advanced skills in this area. Skills related to this area are

- communication courses which can ba offered at the US Army Chaplain

‘extension courses. It appears to the RETO analyst that some admin-
istrative chaplains on large installations and those concerned with
budgeting responsibilities at higher levels of command should have
at least the benefit of the Programming and Budgeting Course (4
weeks) and/or the Review and Analysis Course (3 weeks) at the Army

management and administration could further supplement the extension
courses and on-the-job experience of chaplains in this area. A few

if they attended courses such as the Comptrollership Course oifered
of Indiana, and Syracuse University. Some training for this special-
Training and, in TDY courses proposed at USACHCS in the 7th, 1llth

this specialty area will be more productive if acquired at the grade
of major.

~ h. Pastoral Counseling in the Specific Areas of Alcohol and
Drug Abuse, Confinement and Rehabilitation. Although these two spe-
clalty areas have decreased sharply in terms of position require-
ments, there is still a limited need for chaplains trained in them
if total Army requirements for ministry are met. The preferred

mode 18 civilian schodling for a period of 1 year, and the most pro=
ductive time for the training to occur is between the 4th and 7th
year of active duty.

i. Scaff and Parish Development Consultant., Training for this
specialty area occurs through chaplain participation in installation
workshops sponsored by the US Army Chaplain Board and through civilian
laboratories offered by National Training Laboratories, Mid-Atlantic

of Chaplains, through the US Army Chaplain Board, offers "intern-
ships” to those chaplains who require advanced skills in this area,
All iieutenant colonel and colonel chaplains will encounter some
familiarity with this specialty area in the training proposed for
them at USACHCS. . ,

j. Community Parish Preacher. Although every‘chaplain is ex-
pected to. deliver sermons in a context of worship for the persons
where he is assigned, certain key assignments at installatfons re-

best learned at appropriate seminaries through preaching workshnps
or civilian schooling. Additional training for this area can be pro-
vided by workshops conducted at various installations and by special

School.
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 -k. Supervisor of Religious Education. Involving only a minimum
" of chaplains who perform this specialty as a full time mission, the
specialty area 1is best prepared for through civilian schooling, pre-
ferably at the grade of major. Strategically located, these chapluins
provide advice and consultation for other chaplains in the religio:rs
education programs for their units, in addition to supervising large
. installation religious education programs, '

1. €haplain Instructor Technologist. Chaplains working in this
specialty are 'staff or faculty members of the US Army Chaplain Center
and School or one of the other Army service schools.' Each chaplain
involved in this specialty has an area of expertise, which is the
basis for his selection to the faculty of a service school. In addi~-
-tion,. he requires additional training and experience in educational

" philosophy and methodology commensurate with his position in the
service school. This can be provided by the service school, or by

" special short courses contracted by the service schools for their
-instructors and staff. One position in.the chaplaincy requires a
chaplain who has had the .equivalent of a masters degree 'in visual
‘media utilized at the US Army Chaplain School. Training should be
provided to service school staff and faculty as they arrive for duty
_at their assigned schools. In the case of the visual media specialist,
the civilian schooling should be acquired immediately prior to assign-
ment at USACHCS. '

7. EDUCATION/TRAINING FOR RESERVE COMPONENT CHAPLAINS. The Chaplain
Professional Development Plan for Reserve Components parallels the
program for active duty chaplains as nearly as possible. The most
glaring weakness in the Reserve Component plan is its difficulty in
implement ing anything similar to Phase III Bagsiec Chaplain Training or
~ any of the supervised-on-the-job modes of training for chaplains. The
-amount of time which can be used annually for full time training of
a US Army Raserve or Natfonal Guard chaplain is severely limited by
fund constraints. Therefore, longer and more intensive forms of
chaplain training are difficult for Reserve Component chaplains to
acquire, There 13 no solution forcast in the forseeable future for
this problem. In crder to make some movement toward equipping
Reserve Component chaplains with the skills they will need in the
event of mobilizacrion the following recommendations are made.

" a. There are many skills requlred for active duty chaplains which -
can be extremely useful to ministers im their civilian parishes.
Encouragement of Reserve Component chaplains to acquire and use
these skills in connection with their civilian parishes would render
these chaplains more qualified in the event of mobi!{ization. Fin-
ancial assistance to these chaplains to partially cover the exrenses

. of certain workshops, laboratories and short courses could be an
incentive for assuring a high level of competence when and if
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mobilization occurs. Areas for focus for this endeavor should in-
clude Clinical Pastoral Education, staff'and parish development,
management and administration, and pastoral counseling.

b. I1f funds can be made available to bring more National Guard
and Army Reserve chaplains on active duty for training for periods
of 3 months or a full year, these chaplains can participate in more
of the intensive supervised-on-the-job training moaes available to
active cuty chaplains.

c. ' Emphasis should be made to assure that Reserve Component 3
chaplains acquire training in the skills requitred in active duty
chaplain positions by specialty area and by grade,

d. Completion of the proposed nonresident packet which is a
prerequisite for the CAS3 course will enhance the grasgp of the
~ Reserve Component chaplains in effective chaplain staff officer
functions. »

e. A larger percentage of Reserve Component chaplains will
attend the proposed cas3 training (at the time of promotion to
major) than were able to attend the USACGSC in the past, This will
provide more functioning staff officer skills among the Reserve Com-
yonent chaplains,

8. IMPLICATIONS FOR FURTHER STUDY. During the RETO analysis several
areas emerged as important for further consideration by the proponents
concerned with the education and training of Army chaplains. These
areas are listed not 'in the order of their priority, but in the order
in which they emerged in the analysis.

a. Qualification Criteria for Chaplains by Grade. This subject
is discussed in Appendix 4 and will require extensive consultation
between the Offine of the Chief of Chaplains and the major eccles-
iastical endorsing agencies.

b. Alternate or Secondary Specialty Arcas for Chaplains, Assign-
‘ment’ procedures for Army chaplains indicate that all chaplains should
be. able to function as 56A, or command/unit chaplains. There are
command/urit chaplain positions for only 55 percent of the captains,
11 percent of the majors, and 4 percent of the lieutenant colonels
' and colonels. .Currently all chaplains carry the primary SSI of 56A.
It should be facilitative for the personnel management of trained
chaplain resources if chaplains with training in other of the
chaplain specialty areas are given primary identifiers which indi-
cate the forms of miristry they are best qualified to perform.
Hence, for example, some chaplains would have & primary SSI of 563,
Family Life Chapla-n, and an alternate specialty of 56A. Designat- -
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.ing primary specialties in consonance with specific chaplain qual-
ification would not detract from the necessity of assuring that all,
Army chaplains must be able to serve effectively as command/unit
chaplains. It would assure that the trained resources within the
chaplaincy are easily identifiable when needed for specific chaplain
positions. By making this change in SSI coding for chaplains, a
"signal"™ would be sent to the field that there are many needed and
approved forms of mi:istry within the Army community.

c. Training for Chapel Activity Specialists. The charter of .
RETO has been to deal with the education and training of Army _fficers.
Experience reveals, however, that recommendations to imprave the
training and education of officers must be accompanied by attempts to
improve the training of the enlisted persons working in many of the
same areas with the officers. Significant progress has been made to
upgrade the training of chapel activity specialists so that they can
function truly as paraprofessionals with the chaplain., The recommen-
dation made by RETO for chaplain training should make it easier. to
construct training for chapel activity specialists which will render
them more qualified as a member of the "chaplain's team". Effective
management of the chapel activity specilalist resource must be accom-
plished in a fashion which allows them to develop the maturity and
the skills for interfacing with the chaplain, This can scarcely
be accomplished without close cnordination with the proponent agen-

cies for chaplain educati inrn and training, OCCH and USACHCS. Pre- .
cisely how this coordinat {on can occur is a crucial area for future
consideration.

d. Other Chaplaincy Studies in Progress. Other studies are
presently being conducted within the chaplaiacy. Two ol these studies
are seen as uncovéring important functional areas. The first centers
on Fort Myer, VA., and Fort Leonard Wood, MO. and nas to do with the
specialty area of gtaff and patish development. Results of the study,
when completed, should be considered as additional data important
for the training of chaplains as well 1s the training of lay nersons
in chapel activities. The second study focuses on the termination-
issues involved as a chaplain leaves one =ilitary parish and is

_assigned to another. Exciting possibilities for the training of
chaplains in these issues which affect his ministry are being dis-
cussed,| and should be considered by the chaplaincy proponenta upon
the con lusion of the study.

9. TEMPERING THE ANALYSIS WITH A WORD OF CAUTION.

Too long has a pastor been regarded as learned
because he has had extensive training. He is
learned only if he 1is continually learning.
Some of his most important learning comes only
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"after ordination. His most vital theological
education will be what he learns in the con-
tinuing present, all his mature years.

These words of Henry Adams, quoted by Dr. Charles Stewartl bring out
a truth which underlies the recommendations resulting from the RETO
analysis of chaplain education and training. It is often easy when
performing an analysis, or when reading the results of someone

else's analysis, to become so concerned with the parts that you lose
sight of the whole thing being analyzed. Ministry, the task of every
chaplain in the Army, is in reality a much greater "whole" than the
sum of its analyzed parts. ' Therefore, these words of Dr. Henri

Nouwen“ seem appropriate in conclusion to remind both the RETO analyst .

and the reader of the report that there are, besides skills and know-
ledge, other important ingredients in the making of an effective
chaplain in the US Army.

Everywhere Chtistian leaders, men and women
alike, have become increasingly aware of the
need for more specific training and forma-
tion. The need is realistic, and the desire
for more professionalism in the ministry is
understandable. But the danger is that in-
stead of becoming free to let the spirit grow,
the future minister may engage himself in
the comglications of his cwn assumed compe-
tencx aud use uis speciali-m as an excuse to
avoid the much more difficult task of being
compassionate,

1Stevart, Charles William, - Person'and 2rofessional: Career Devel=~
opment in the Ministry, p 124, '

21bid, p 73. -
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Chaplaincy, is reflected in two types of pastoral behavior.

‘built on a knowledge of Army life and a willingness and ability to
.share with them both its jJoys and hardships. Finally, they care
-enough for their soldier parishoners to love and seek justice and
" dignity for them under all circumstances.

“theilr churches, that they boldly confront both the Army as an in-

‘ness" of life for both soldiers/dependents and the Army command struc-

}nciosute 1 o o U=l-I-l

CBAPLAIN PROFESSIONAL DEVELOPMENT PLAN

SECTION I: PHILOSOPHY & POLICIES
. ‘I' . i .
1. Chaplaincy Pnilosophy. This Professional Development plan is
predicated on the premise that ministry, as practiced in the Army

- First, the Army chaplain is a "caring" persoa. Be/she pos~-
sesses those attributes and skills which demonstrate a genuine con-'
cern for individials and their spiritual and physical well-being.-
While chaplains have primacy responsibility to provide a spiritual
ministry for their constituents,. they are equally concerned about
the conditions in which soldiers/dependents live and the quality
of their lives. They have an empathy with the soldier/dependent

- Secondly, Army chaplains demonstrate a prophetic presence.
They are so in touch with their own value systems, and those of

stitution and -individuals within it with the consequences of their
action. While carefully guarding against the temptation to impose
purely denominational constraints on others, they address the "ought-

ture and seek ways to influence decisica and policy formulation with
their unique spiritual witness. They are, knowledgeable, able and .
willing to confront both individuals and the Army with the ethical o
aspects of dectsionmaking, policies and leadership and the extent ‘

to which these, in both peace and war, reflect our basic Judaeo- ’
Christian ethical framework. They are prepared adequately to "stand
up and be counted," :

2. Philosophy of Education/Training. There are several basic pre-
mises which undergird this Professional Development Plan and provide
the rationale for the way the Army Chaplaincy seeks to eahance per=
sonal suills te provide the minintry described above.

. = Pirst, ledrning and personal growth are on a continuum which
extends from birth to death. We recognize that learning does not
start when a chaplain enters active duty but that his basic theolog-,
ical and pragmatic framework are provided him prior to military ser-
vice and reflect his/her culture, experiences and. denominational/
theological training. On the other hand, personal growth and learn-
ing do not stop when a chaplain leaves the seminary. Rather, what
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was learned primarily in a theoretical setting must be validated in
the market place, Chaplains must learn and re~leavn, adjust and fine
tune, and constantly be involved in finding ways to make a changeless
message and ministry relevant to a changing world. Chaplains are
constantly involved in personal growth,

, ~ Secondly, personal spiritual health is at least as important

for chaplains as training in tactics and weaponry is for the line
officer. While each chaplain is responsible for his/her own spiritual
well~being, ary professional development plan must provide ample ,
opportunity for theological update and reflection and for spiritual
growth.

- Thirdly, the chaplains' greatest asset, beyond their faith in

" God, is themselves. Because of irhe vagaries of Army life and miniséA
try, it is impossible to train chaplains for all contingencies.
Rather, the chaplains must know themselves well enough, and must
have developed their personal strength deeply enough, to be able to
_use themselves effectively. Professional development must be accom-
plished in such a way as to force introspection and self-knowledge,
and must provide opportunity to validate, modify and articulate per-
sonal uinisterial style. Thus, the primary goal of professional
development is to develop and strengthen the individual and to en-
courage congruence between the message the chaplain speaks and his/her
action as a person,

- Finally, training and education should not be provided enmasse
as though the ainistry of every chaplain is expressed the same way
simultaneously. While some learning experiences are nseful for all
chaplaing at about the same time, training for specific tasks should.
not be provided every chaplain unless he/she is actually required to
accompiish them on the job. Additionally, skill training of this
. nature is most effective, and should be provided at, or immediately
preceding, job assignment and in an environment which matches or
proximates. the actual job environment.

'3, Policies.

a. . This'plan recognizes four basic types of education and training.
- Basic Chaplain Training (BCHT): During the lst year.
- advanced Chaﬁlain Training (ACHf): Training comparable

to the current Career Course and normally provided after the 4th
yvear of active duty,
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- Chaplain SSI/ASI Training: That training designed for
specific positions and provided immediately at, or preceding, job
assignment.

- Continuing Education/Training: Those learning activities
provided throughout a chaplaia's career to provide enrichment, per-
sonal growth, or update of skills.

b. This plan will be incorporated into ah Army regulation and
updated annually by appropriate directives. The annual update will,
as a minimum: .

- Specify speciél emphasis for training for the next fiscal
year. ' ' ' '

-~ Identify any changes to the professional development pian._

= Provide a current listing of installations épproved by the
Office of the Chief of Chaplains to operate CPE Centers.

c. Primary responsibility for the update of the professional
development plan will be assigned to a special Academic Board to be
appointed by the Chief of Chaplains. While some members of this
board may be appointed on the basis of position, its primary make-up
- will reflect education/rraining expertise as well as installation/unit ‘
»haplain experience. v N

4, Rg§ppnsibilit1es.

. a. Commanders will insure that all chaplains in their lst vear of
active duty will be made available for, and provided with, a minimum
of 4 hours weekly of supervised learning activity under the direction

of a qualified chaplain. educator/trainet ‘(see para 8g).

b. DACH_will appoint and convene the~Academic Board and be
responsible for guidance and the. publication and updating of official"
directives outlining the professional development programs, the poli-
cies of 'DACH, and command/installation responsibilities.

c. MACOM Staff Chaplains will be responsible for:

- Supervising_program implementation at,installatiqn level.

- = Providing input to the DACH Academic Board for revision
to the professional development system. . -

- Providing field consultation, in coordiuation with USACHCS
and DACH, in areas of professional development.
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_ « Insuring that commanders at all levels are briefed on the
professional. development plan and support their chaplains' participation,

.- Utilizing.and allocating supplementary training resources

received from higher.headquarters.

d. USACHCS is responsible for:

- Advising the Chief of Chaplains concerning ,rofecsional

development needs.

-~ Developing standards and criteria for evaluation of instal-

lation level training programs.

- Development, implementation and monitoring training programs
as outlined in this program.

e. USACHB is résponsible fo;:

— Providing input to the DACH Academic Board for revision to

: the professional devalopment system.

- Providing field consultation, in coordination with USACHCS,
DACH and MACOM Staff Chaplains, in areas of professional development.

' f. 1Installation Staff<Chap1ains will be responsible for:

= Insuring that all installation and subordinate comm2uders
are briefed on the plan and support their chaplains' participation.

-~ Installation level implementation/supeivision fcr the program,

- Ptoviding.counsel and agsistance to installation chaplains
in the development of their personal training/learning objectives.

- Including resources in the local Command Operating Program

and Budget {COP/COB) tc support iqstallation_chaplain training obhjectives.

SECTION II: BASIC CHAPLAIN TRAINING (BCHT)

5. Training for Basic Chaplains will begin upon selection for appoint-
ment as a chaplain in either of the Reserve Components or for active
duty.. -This training will be for 1 year for active duty chaplains

and will include three phases.
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‘6. BCHT Phase I: Precommissioning Phase.

a. Pollowing selection for appointment, a programed and/or
adjunctive text will be provided to all chaplain candidates. Sub-
jects for active duty candidates will include those essential to
ease his/her movement into the military environment and to answer
questions concerning life and customs in the chaplaincy.

b. FORSCOM will be assigned the responsibility, normally using
active duty Readiness Region chaplains, to insure that a personal
contact and visit is made to all chaplain' candidates in their re-~
gion. The purpose of this visit is to provide assistance as required
to augment the programed test instruction and discuss questions
which aay have been raised by the text.

c. ,Responsibilities.
(1) USACHCS for development and production of text.

(2) DACH for distribution of text and nocification to FORSCOM
of chaplain candidate appointments.

(3) FORSCOM for implementation of Army Readiness Region (ARR)
chaplain visitation program.

7. BCHT Phase 1X: USACHCS Resident Phase,

a, Phase I, will be 6 weeks in dufation and will be conducted
in residence at USACHCS. It will consist of two parts,

(1) Part I will be a military orientation to include field
training and fundamentals of command/staff relaticnships. The pur-
pose of this training will be to provide instruction for living in
the field and to provide an understanding of the duties and respon-~
sibilities of the chaplain assigned to a troop 9n1t. '

(2) Part 1I will be devoted to an examination of the indi-
vidual's personal values as they relate to the military mission/environ~
ment and a multidenominational ninistry.

b. Physical training and.drill will be integral to both parts’
of Phase II training.

c. A Certificate of Completdon will be given to eﬁch chaplain
vpon complecfon of Phase II training with a copy forwarded to the
Chief of Chaplains Perscnnel Directorate (DACH-PE) by USACHCS. No

other academir report will be rendered.

v
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d. Requests for release from active duty at the completion of

this phase may be submitted 1n accordance with provisions of current
policies and regulations.

8. BCHT Phase II1: Instzllation Phase.

a. Phase "II training will be characterized by actual perfor-
mance of ministry in the chaplain's first active duty assignment and
will be accomplished under direct supervision of a trained chaplain
educator/trainer. (See educator/trainer qualifications, para 8g below).

b. Training undér supervision, as part of BCHT Phase ITI, will:

(1) Continue for the first full year following stignment.

(2) 1Include a ninimum of 4 hours per week of inte:action with
a supervisor and a peer training group.

(3) Utilize group process, verbatim and case study technique.

(4) Dtilize the actual unit/command chaplain task3/environ-
ment as the context of material to be learned.

(5) As a minimum assist the chaplain to:

(a) Demonstrate an understanding of his/her unit/command <
organization and the ability to utilize the chain of command properly.

(b) Articulate and validate his/her personal style of
ministry and role as a clergyperson in the Army environment.

(¢) Demonstrate his/her ability to function in a coopera-

-tive multidenominational environment without losing his/her d..r.omina-

tional identity/integrity.

{d) Demonstrate his/her understanding of, and ability
to utilize, technical channels.

(e) Include such other requirements as may be neces-
sitaced by local conditions and/or experience.:

c. Phase 111 training may be provided on any 1nstallation to

‘which Basic Chaplains are assigned; however, normally these will be

installations with at least 15 assigned active duty chaplains. De-

signation of an installation as a Phase III ttaining site may change
from year to year.
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d. To the maximum extent possible, following Phase II Basic
~ Chaplains will be assigned to installations in groups of 4 or more.
This will permit the formation of a natural peer group for learning.

~ e. Basic Chaplains will be aséigned to units/commands in accor-
dance with normal assignment practices. Normally they will remain
in this assignment for the entire period of Phase III training. The

. evaluation rendered for the period of Phase III training will be the

standard Officer Efficiency Report (OER). The chaplain trainer/edu-
cator will not be the rating or indorsing officer.

f. The chaplain trainer/educator will be selected by and directly
responsible to the installation chaplain. He/she must consent to being
selected, fulfill prerequisites established by the USACHCS, and be

approved by DACH for branch clearance. DACH approval will be de-
pendent on:

(1) Award of the chaplain educator ASI following successful
completion of the chaplain educator training course conducted by

USACHCS. ({See para g and h below for course content and prerequisites).

' (2) Predicted tehure of the supervisor at the inséallation
for the period of the Phase III trainirng.

g. A course for the chaplain educator ASI will be developed by,
and conducted at USACHCS. Course content will includz as a minimum:

(1) Experiential training/learning theory and practice.

(2). Group process techniques..

(3) Verbatim technique.

(4) Case study method.

(5)..Phasé III'administration.

h. Prerequisites for attendance at the éhaplain educator course

will include graduation from the Auvanced Chaplain Training course
and qualification by previous training, experience and maturity,

SECTIOW 111 CBAPLAIN SKILL TRAINING (SSI/ASI)

9. The primary Specialty Skill Identifier (SSI) for chaplains is 564,

Command and Unit Chaplain. Chaplain positions which require specialized -

skills are identified by additional SSI or by Additional Skill Iden-
tifiers (ASI). SSI/ASI are developed by DACH-PE in tesponse to Army-
wide jersonnel management tequirenents. o
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10. Chaplain skill identifier training is designed specifically

to qualify chaplains in the skills essential to £ill TOE/TDA positiors
identified by SSI/ASI codes. <Criteria for development of skill iden-
tifiers and training programs are listed below. Exceptions to these
criteria may be made in specific instances (e.g. Clinical Pastoral
Educator, SSI 56D).

a. Specialty Skill Identifier:
(1) 4 weeks or more of specialized training.
(2) 90 days or more of OJT required for proficiency.

(3) Existence of 40 positions or more with similar qual-
ifications and duties Army-wide. ,

(4) Interchangeable skills aﬁong identified pcsitions.
(5) Clear differentiation from other SSI.

.b. Additional Skill Identifier:
(1) 2 weeks or more of formal training.
(2) Skills not related té any one SSI.
(3) 20 or more positions with similar skill requirements.
(4) Applicable to both positions and personnel.

11, SSI/ASI training will be provided to chaplains selected for
assignment to specifically identified and appropriately coded positions.
It may ve provided at any time after completion of Phase II of Basic
Chaplain Training. It will be provided after selection for assignment
to a specialty position and scheduled immediately preceding job .
assignment whenever possible. SSI/ASI training will be provided only

if directly associated with job assignment after completion of training.

12, Chéplain S$S1/ASI training w111'$e-provlded through military or
civilian, short or long~term training. SSI/ASI skills are fundamental
parts of USACHCS training programs. '

a. Military or civilian short course training or a combination of
both. Military training will be conducted by USACHCS or with USACHCS
approval, in short courses specifically designed to train in skills
tequired in identified positions. Civilian training will be funded
locally or threugh BQDA (AR 621-1) and will also specifically support
required skills, USACBCS is the ptimary agency responsible for
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chaplain SSI/ASI training regardless of its location or sponsoring
organization.

b. Long-terc civilian or military training. Civilian training
provided through the Civil Schools Advanced Dagreée Program (AR 621-1)
will be designed to rrain in skills validated by the Army Educational
Requirements Board and required by SSI/ASI 2ssigned to the position.
Military training will be primarily in pastoral counseling or Clinical
Pastoral Education (CPE) programs and wiil be provided for positions
identified by appropriate skill identifiers.

13. Funds to support SSI/AST will be previded locally or through DACH.
Local training funds (DPT/G-3 funds) should be used to support short

course training of chaplains being reassigned internally to an SSI/ASI
"designated position whenever short course training is appropriate.

In reassignme:ts involving a PCS move, IDY enroute will be used to
reduce installation TDY costs. In all cases involving TDY enroute,
the gaining installation staff chaplain and DACH-PE will coordinate
training requirements, training and reporting dates, and utilization
of the selected chaplain ia the position for which trained.

14. In cases of long term training, chaplains will be informed prior
to training of the specific position and subsequent assignment for

which thev will be trained. Utilization of long-terr training will be -

controlied by DACH-PE and will conform to DA utilization policies.
MACOM chaplains will closely monitor all utilization tours in vali-
dated positions to be certain that trained and assigned chaplains
are not reassigned prior to the ccmpletion of a 3-year utilization
tour. Any reassignment or nther use of an incumbent assigned to a:
validated pouition will require DACH-PE approval.

15. Medical Center CPE Centers vill normally be used as the primary
long-term training location for award of 56C 5SI and 7A ASI which
identify selected positions a: hospitals and in crilsis ministries.

. Community and Parish CPE Centers may qualify students for 7A, 7B,

and 7C ASI which identify selected positions in confinement
facilities, schools and TOE/TDA organizations. All CPE Centers will
be accredited and all CPE Supervisors certified by-the Association
for Clinical Pastoral Education.

a. Medical CPE Centers when properly accredited mey be used to.
train CPE supervisors in programs designed to lead to successful
certification by the ACPE. They may alsc provide CET for other
than full-time chaplain students as resources permit. The Staff
Chaplain, USAHSC will monitor Medical Center CPE ptogtans and provide
neceasary supervision and support.
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b, Community and Parish CPE Centers serve as the primary short-
term training location for CPE Continuing Education/Training programs
provided while students are assigned to TOE/TDA crgawizatlons._

¢, In selected instances USACHCS will establish Community and
- Parist CPE Centers on installations to provide long—tarm ASI training.

(1) This trair*-ig will be provided at a minimum number of
installations (no more than 4) which meet the following criteria: ]

(a) A hospital of 100 or mbre occupied beds.:
(b) A confinement facility.
(¢) TOE/TDA units of bricgde/group size or larger. .
(d) A housing facility/family chapel.
l (2). These centers will be established as Class’III activities
‘ ' : assigned to USACHCS providing ASI awardiag courses. The USACHGS
\ will accredit centers with ACPE, budget for training programs, provide .
( necessary supervision and support and coordinate program :equirements
| - with MACOM. and installation chaplains,
SECTION 1V: ADVANCED CHAPLAIN TRAINING (ACHT)
16. Advanced Chaplain Training «i11 be providel to all active
duty chaplains after their 4th year cof active duty. There will be
two ACHT PCS courses annually. '

. 17. It 1is desirable for families of chaplains to accompany them to
ACHT. Accompanied tours will be encouraged by emphasis upon.

a. Adequate family quarters. .
A : . T - -

b. Coordination of ACHT with public school sessions.

c. Bducatlonal opportunities for families.

d. ' Emphasis upon providing pe:aonal growth opportunities for
spouses in consonance with student gtdwth.

e. Strengthening fanily ties by racreational, qocial and religious
activities.

f. Opportunities for developing and deepening neer: relationehips
and ecumnnical understanding. -
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18, ACHT Qillbbe conducted in three phases.

a. Phase I: Selffassegsment. USACHCS will develop an assessment
process and center, -

(1) On selection to attend ACHT in residence, the chaplain
student will be provided a packet of materials to assist him in
appraising his professional development needs. This packet, developed
by USACHCS, will be either self-administered or administered with
the assistance of ‘a consultant/colleague of their choice who will
help the students define their development goals. (A model of a Planned
Self-Appraisal has been developed by Loren B. Mead of Project Test
Pattern for the ‘Academy of Parish Clergy.) :

@ The Planned Self-Appraisal packet will, as a minimum,
aldress the following areas of chaplain professional competence:

- Interpreting,Biblical”and Theological heritage to -
military life. '

= Employing pastotal skills (public worship, preacking,
counseling).

Applying ethical and moral standards to the military
environment,’

Providing staff and parish management and development,

Developing his/her own personal resourcés-(gtowing as
a person).. :

o Rélating to individuals and facilitating their growth.

- working effectively to confront and change actions or
procedures which do not enhance human Cigaity and worth.

. (b) The Planned Self-Appraisal packec will be designed
to provide an assessment of the student's demonstrated ability and
developmental needs as observed by as many of the iollowing as
possible.

The students themselves.

Professlonal colleagues (peers, subordinates, supervisors).

Commanders .nd co-staff megbera.

Lay. persons (parish councii, counselees, congregation).A

Uslel-ll
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- Colleague groups ({training and CPE groups).
-~ Representatives of Denominational Indorsing Agencies.

(2) On arrival at USACHCS, the student will spend approx-

‘imately 2 weeks in an assessment and developmental goal-sctting pro-

cess designed to build on and confirm data gathered through the

packet. This process will use a variety of methods (assessment testing,
counseling, peer group reviews) designed to asaist the student to
clearly identify and define learning goals to be pursued during

Phase II. '

(3) All data generated during the Piaaned Self-Appraisal
process will become the property of the student, except for statis-
tical data required by USACHCS to develop courses of instruction and
accomplish approved research projects.

b. Phase II. Personal and Professional Development.

(1) Phase II will be approximately 12 weeks In length and
conducted in residence at USACHCS.

(2) The contgnt for Phase II will focus on chaplain professional
development, be oriented and designed specifically to meet individual
personal needs, and will grow out of the self-assessment conducted
during Phase I, It may inc¢lude a wide range of topics within the
resources of USACHCS and the surrounding educational community.

Examples are: S

- Theological update. o "
~ Clinical Pastoral Education (CPE),
-~ Army staffing procndures.

(3) To the maximum extent posaible group ptocesa will be
the method of 1natruct101 during this phase.

c. Phase III: Chaplain Core. |

(1) Phase III will be approximately 7 weeks in length and
conductad in residence at USACHCS. It will focus on issues associatled
with the management of pluralist ic raligioua programs/activities and
the Army a3 a systeu.

(2) To the maximum extent posaiblc.'?haée IXI will be taugh
via the case study method of fnstruction, utilizing actval incidqnts
dn the fleld as the basia for the case.
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19. Hext Assignment Training.

4 a; All ACHT students will be informed of their next assignment
NLT the onset of Phase II.

b. In the event a chaplain's next éssignment requires a special
skill or knowledge in which he/she has not been trained, he/she may
be provided that training immediately following Phase III as a part

of SSI/ASY training.

(1) In the event the :training is a short course provided by
USACHCS (e.g., Administrative Chaplain), the chaplain's PCS orders to
USACHCS will be extended to include time for this course.

(2) 1In the event the training required is a short course

to be taken either at a civilian institution or another military school,

TDY enroute will be used.

(3) 1In the event the training required is long-term, graduate
level, .the chaplain may be sent to USACHCS TDY enroute to graduate
school for only portions of the ACHT. The phase(s) of ACHT to be
provided chaplain graduate students will be dependent on the. non-
resident self-assessment phase (see para 188) consultation between

* the chaplain and DACH, and the exigencies of the service.

¢. Only thosa chaplains whose next duty requiras SSI/ASI trainihg
will be provided this training following ACHT. Installation staff.
chaplains scheduled to receive ACHT graduates will be responsible.

for determining the probable actual duty assignment early enough to make

administrative arran
training. In the ev
chaplain will be res
following the chapla
assoclated with the

20). Graduate Degree
preclude PCS of adeq
Program as in the pa
that all courses con
be used toward attal
possible arrangement

"theological seminari

external degree prog
ACHT. ‘

ements associated with the SSI/ASI required

nc ‘this cannot be done, the installation staff

on3ible for scheduling any training required
's reporting to duty and providing all TDY

raining.

. Current manpower and resource limitations

ate duration to permit & full Graduate Degree

t. However, every effort will be made to insure-

ucted as part of ACHT will be accredited and can
ent of a graduate degree. To the maximun extent
will be concluded between USACHCS and available
8 and universities for the establishment of

ams which may be continued/completed following

URl-1-13




B ST

'SECTION V:' CONTINUING EDUCATION/TRAINING (CE/T)
21. Continuing Education/Training (CE/T) 1is considered all learning
activities in which chaplains are engaged either to update their
knowledge/skills for personal growth/enrichment, or to develop new
skills essential to .their ministry but for which no SSI/ASI is provided.
22, CE/T inclules:

a. Montily Training Conferences.

(1) These conferences will be designed by installation chap-~
lains to -meet locally identified needs.

(2) On an annual basis, installatibn‘chaplains will be
responsible for establishing training objiectives and selecting train-
ing topics for the coming year.

(3) Use of Army correspondence courses 1n these conferences
is recommended.

b. Army Correspondence Courses and Group Study.

(1) USACHCS, through‘the Army Correspondence Course Program,
provides skill progression and functional correspondence courses.

(2) These courses will support Installation Monthly Train-

- ing Conferences, as needs are identified by staff chaplains, through

the Group Study Program (AR 351-20, DA Pam 351-20). This program
provides official credit for study and appcintment of and recoenition

. for study seminar leaders.

' (3) USACHCS is responsible for correspondence course pro-
grams and their administration. In support ‘of monthly training con-
ference requirements, USACHCS will develop no fewer than six 2-hour
credit courses per year on topics of current Army-wide interest. Ad-
ministrative instructions and lesson plans will also be ptovided

for group study seminar leaders.

(4) U S. Army Command and General Staff College (USACGSC)
and U.S. Army War College (USAW:) nonresident instruction enhance
Compard and Unit .Staff Chaplain (56A) skills for service in higher

* level staff positions and may be obtained through local U,3. Army

Reserve school and the Army Correspondence Course Program.

c. Periodic Installation Workshops.
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(1) Installations will conduct at least one training ﬁorkshop
annually to update some aspect of pastoral skills (e.g., family
counseling, preaching, etc.). Selection of the kind of workshop(s)
ghould be made .on the basis of felt needs of the majority of chaplains
in that particular command and included in Installation Objectives.
Local funding should be programmed.

(2) Periodically DACH will publisk a list of schedvled

installation workshops. Installations will be encouraged to open

these workshops to chaplains from other installations to attend on
a TDY basis. Reserve Component chaplains will be encouraged to ‘

participate in these conferences.

d. Short-Zourse Civilian Schooling. (AR 621-«1, Ch 9)

(1) Short-course training under AR 621-1 will be used pri-~
marily in direct support of an incumbent in a chaplain position Te-.
quiring special training or update.

(2) Applications for training under this directive must be
initiated by the supervisory chaplain, forwarded to DACH for branch
clearance through technical channels, and include the following in
addition to the information required by the AR:

.- (a) Supervisor's justification in relation to the
specific positdon.

(b) Concurrence of MACOM Btaff Chaplaiﬁ.
{(3) ' Local TDY funds will be used to supppft travel.
e. Short-Term CPE. Training.

(1) Short-term CPE training will be made available in selected
Army CPE Centers. -

: "(2) The major training emphasis will be on community and
parish CPE training., These courses will be provided as CE/T optionrs
and afford the Army chaplain community opportunities for. valuntary
personal growth and awareness to strengthen pastoral skills.

-~ (3) These centers will utilize installation resoutces and
develop training programs consistent with the needs of the local
community. While their primary focus should he on providing per-
sonal growth opportunities to chaplains, they may also serve a train-

-ing purpose for the 1aity of the community.
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(4) Students for community and parish CPE programs will be
drawn from the post population snd will be those assigned to the in=-
stallation against its TDA/TOE. When requested, DACH-PE will attempt
to assign chaplains who desire CPE training tec 1nstallat10us with
community CPE Centers.

f. Degree Coupletion Program (AR 621-1). Chaplains are en-
couraged to initiate graduate degree programs at local installatioms
and, when eligible, apply for assistance under the Degree Completion
Program provisions of AR 621-1.

g. The U.S. Army Command and General Staff College, Armed Forces
Staff College and U,S. Army War College resident instruction pre~
pares chaplains for high level staff positions.

h. A record-keeping system will be designed and implemented

which will provide DACH with current information on each individual's
traiaing history.
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CHAPLAIN POSITION REQUIREMENTS
BY SPECIALTY AREA AND GRADE

Specialty Area CPT MAJ LTC COL
Command/Unit Chaplain 55% 117 4% 4%
Family Life Chaplain 21 32 21 0
Hospital Chaplain 92 92 92 117 .
Clinical Pastoral Education Supervisor 0 32 51 0
Pastoral Counselor (General) 167 25% 11% 107
Phase III Basic Chaplain Trainer 0 _52 3% 0
Cgaplain Managemeﬁt/Administration P 4 232 2§Z 24%
Pastoral Counselor (Alcohol & Drug Abuse) 22 1z 1z 1z
Pastoral Counselor (Confinement and

Rehabilitation) 27 2Z 12 1z
Staff and Parish Development Consultant 12 3% 47 22%
Community Parish Preacher 42 102 217 222
Suéérvisor of Religious Educatiog. | 1z 2% 3z 0
Chaplain.Inétructor Technologist 1z 52 4 5%
Iﬁclosute'2  o ‘ | Us1-11-1
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' REVIEW OF EDUCATION AND TRAINING FOR OFFICERS

APPENDIX 2

RESULTS OF CHAPLAIN SURVEYS

TO ANNEX U

 EDUCATION AND TRAINING FOR THE US ARMY CHAPLAINCY

Two surveys were used in the analysis of the education and training
requirements of US Army chaplains. The first of these surveys was
part of a study project conducted by Chaplain (COL) Kermit D. John-
son at the US Army War College, 20 May 1976. The study, entitled
"Factors, Influencing Job Satisfaction Among Army Chaplains," .invol-
ved extensive survey responses from 998 Army chaplains, or approxi-
mately 71 percent of the Army chapl:ins on active duty. The second
s ~ survey was much more limited in sccne, involving responses from
‘approximately 10 percent of the Army chaplains currently on active
" duty. It was conducted in February 1978 and involved chaplains at
six major Army installations, three FORSCOM (Forts Bragg, Carson and
Riley) and three TRADOC (Forts Benning, Knox and . leonard Wood). The
purpose of this second survey was to acquire a "feel" for the reaction
of the chaplaincy to the recently implemented Chaplain Professional
Development Plan in light of certain emphases considered by the
Review of Education and Training for Officers (RETO) Study Group.

DATA FROM FIRST SURVEY

Data from the survey conducted by Chaplain Johnson is contained in .
‘his study which was distributed to the field in 1976. By making
‘available his computerized tape of survey responscs to the RETO
analyst, Chaplain Johnson enabled the analyst to study various de- .
mographic responses which were related to chaplain education and
training (see inclosure 1). This effort was assisted by data pro-

- cessing personnel assigned to the US Army War College. The following
information obtained through the survey was most helpful in deter-
mining the perceptions of US Army chaplains in matters related to
chaplain education/training: '

a, Only 27.4 percent of all Army chaplains feel that their prior
education has been underutilized, although this varies considerably
between the ranks of captain (38.5 percent) and colonel (13.5 per- .
cent).
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b. Over four-fifths of the Army chaplains are satisfied with
their present jobs, the least percentage of present job satisfaction
registered at the grade of captain and in the positicns of readiness
region or group chaplains and fuli-time students.

c. 'Only 50.7 percent of Army chaplains felt that the US Army

‘Chaplain Center and School gave them ad¢quate preparation for their

responsibilities as Army chaplains prior to the implementation of
the Chaplain Professional Development Plan. Demographic analysis
of the survey revealed this figure to be lowest for captalns (33.6
percent) and troop chaplains (42 percent).

d. Approximately:one-quarter of Army chaplains believe they are
not offered enough opportunity for professional development. Colunels
are less likely to believe this and readiness region and group chap-~
lains are more likely to believe it.

. e. Over one-half of Army chaplains claim they would be willing
to forego promotion if they could be guaranteed the job of their
choice on a long term basis. Less than one-half of colonels, chap-
lain educators and admin/staff chaplains make this claiu.

f. 61.9 percent. of Army chaplains perceive that, for promotion

" purposes, it is better to be a "generalist" than a "specialist".

For chaplains who ave in the grade of colonel this figure increases
to 75.4 percent.

g. More than three-fourths of Army chaplains perceive thzt, for
promotion purposes, it is better to have advanced military education
than advanced civilian education. However, only one-fifth of Army
chaplains perfer 1 year of USACGSC to 1 year of civilian education.

h. 89.3 percent of Army chaplains desire more opportunity for
theological update, and 91.9 percent believe that udvanced education

" for chaplains should include more theological update. Likewise,

78.3 percent feel that chaplain advanced euucation should include
more from the behavioral sciences. .

i. Approximately 56 percent of Army chaplains, at the time of
the survey, felt the 9-month Chaplain Advanced Course should be re-
duced in length and would prefer to have short courses of prepara-
tion just prior to each job assignment.

DATA FROM SECOND SURVEY

Data from the second survey invqlving Army chaplains provided the

' RETO analyst with perceptions from the field about certain facets of

the recently implemented Chaplain Professional Development Plan.
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The survey focused on 3 FORSCOM and 3 TRADOC installations which are
already providing and/or are preparing for Phase III Basic Chaplain
Training. Additionally, each of th.: installations selected for the
survey has or is preparing for a major thrust in a super#iSed—on—the-
job mode ‘of chaplain training called Clinical Pastoral Education.
Results of the total survey is at Inclosure 2. The following infor-

mation obtained in the survey .as especially useful for the R‘TO
analyst: A

a. Approximately two-thrids of the respondents indicated. that
they desired some form of Clinical Pastoral Education (CPE). The
percentage of those desiring CPE was slightly higher on TRADOC in-
stallations than it was on FORSCOM installations. Demographic
analysis revealed that 77.% percent of captains, 50 percent of
majors and 60 percent of lieutenant colonels want some form of this
training. 33.1 percent of the respondents preferred the parish/

community form of CPE and 21.6 percent preferred training in a
hespital setting. .

b. Only about one-fifth of :he respondents had any exposure to
USACGSC, either through resident or nonresident courses.

c¢. The highest perccntage~o£’respondents affirm that the most
useful training they have received in preparing them to function as
Army chaplains is "on-the-job-experience”. Not a single chaplain
indicated that US:iCGSC or military correspondence courses were the
most useful training received., There were significant variations
in the responses to this question when analyzed demographically
by grade. According to the survey, captains see cn~the~job-exper-
ience by far as the most useful form of training. Majors see civilian
education as the most important, and lieutenant colonels tavor on-the~-
job-experience slightly more than civilian education.

d. 67 percent of the survey respondents indicated satisfaction
with the Chaplain Professional Development Plan as providing them
with training and education opportunities which would enable them to
perform effective ministry at any rank they may achieve. The l2ast
amount of satisfaction with the Professional Development Plan was
registered by majors (57 percent) and the greatest amount by
lieutenant colonels (87 percent). :

e. The strongest part of the Chaplain Professional Development
Plan, on the basis of the survey, was seen to be its emphasis on
continuing educatica and training and its philosophy. The weakest
portions cf the plan were seen to be advanced chaplain training
(the Chaplain Advanced Course) and chaplain skill training. It
should be noted that lieuternant colonels did show a higher percentage

of respondencS who saw continuing education and craining as a weak-
ness than did majors or cap“ains,
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f. Survey respondents indicated by almost 2 to 1 that they
preferred shorter TDY training periods at the US Army Chaplain
School to the present 2l-week Chaplain Advanced Course. The pre-
ference of chaplains at TRADOC installations (53.8 percent) for
this optien was not nearly so convincing as was . he preference of
chaplains at FORSCOM installations (69.2 percent).

~




' l A SUMMARY REFORT OF US ARMY CHAPLAIN SURVEY:*

SELECTED DEMOGRAPHIC RESPONSES PERTINENT TO THE
REVIEW 07 cDUCATION AND TRAINING: OF OFFICERS

1. Current ass-gnments of chaplains on actnve duty as mdvcated by survey

response.
READ INESS
v REGION
HOUSING SPECIAL  SUPER- EDU- ADMIN/ OR SMALL
RANK TROOP  AREA MINISTRY VISORY CATOR STAFF = STUDENT _GROUP POST
CPT 68.5% 6.0% 11.4% 0 0.3% 1.0% 3.4% 1.7% 1.7%
MAJ  26.5% 5.3% 12.5% 3.6% 7.4% 12.5% 20.9% i.5% 9.9%
LTC 9.5% 9.0% 12.6% Ww.b%  9.5% 25.2% 3.6% L.5% 1. 7%
CoL 0 0 6.1% 31.8% L.5% 37.9% 1.5% 1.54 - 16.7%
2. 'During my tirme ir the chaplalncy, | have experienced considerable
untellectual growth " (response by current assignment).
. . . ‘ STRONGLY STRONGLY
’ CURRENT ASSIGNMENT AGREE AGREE DISAGREE DISAGREE
‘Troop Chaplain , 28% L8% 18 8% 5.2%
Housing Area Chaplain 23.7% L7.5% 18.6% 10.2%
Special Ministry , 50.4% 34.8% 13.0% 1.7%
Supervisory Chaplain 43,9% ° - 50.0% 6.1% 0,
Chaplain Educator. . 62.3% 28.3% 7.5% 1.9%
- Admin/Staff Chaplain 39.3% 49.6% 10.4% : 0.7%
, Student 52.5% b5.5% 1.0% - 1.0%
Readiness Region or Group ‘ , '
Chaplain . 18.2% 77.3% 4.5% 0

-Small Post Chaplain i 29.3% 52.5% 11.1% 7.1%

*Conducted by Chaplain (COL) Kermit D. Johnson. This survey was conducted
as a part of Chaplain Johnson's study, '‘Factors Influencing Job Satistaction
Among Army Chaplains,' submitted 20 May 1976, while he was a student a: the
US Army War College, Ca~lisle Barracks, Pennsylvania.
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3. "During my time in the chaplaincy, | have experienced considerable

spiritval) growth." (response by curren

CURRENT ASSIGNMENT

Troop Chaplain

Housing Area vhaplain

Special Ministry

Supervisory Chaplain

Chaplain Educator

Admin/Staff Chaplain

Student

Readiness Region or Group
Chaplain .

Small Post Chaplain

t assignment)

STRONGLY STRONGLY
AGREE AGREE DISAGREF D1SAGREE
25.7% 51.7% 21.8 0.9%
20.0% 55.0, 21.7% 3.3%
30.4% 53.0% 14.8% 1.7
36.9% 46.2% - 154 1.5%
26.4% 69.8% . 3.8% 0
30.€% 53.7% 14,2% 1.5%
33.3% hs, 1% 20.6% 1.0%
18.2% 68.2% 13.6% ‘ 0
28.3% s4.5% 15.2% 2.0%

b, “As an Army chaplain, my prior edycation has been underutilized.“

(response by rank)

RANK

cPT
MAJ
L7C
coL

STRONGLY

STRONGLY
AGREE AGREE DISAGRE_ DISAGREE
13.2% 25,3% bh, 99, 16.62

7.1% 16.5% 54,82 21.6
7.2 14.9% 5439 23.5%
&% 7.5 sL7% 327

5. "As an Army chaplain, my prior education has been undeéutilizedl”
(response by current assignment) -

CURRENT ASSIGNMENT

Troop Chaplain

Hou: ing Area Chaplain
Special Ministry
Supervisory Chaplain

Chaplain Educator

Admin/Staff Chaplain
Student . .
Readiness Region or Group
© Chaplain :
Small Post Chaplain

- STRONGLY
AGREE

11.3%
8.3%
9.6%
7.6%
9.3%
7.5%
b,9%

0
8.1%

Ymgale2

, - STRONGLY
AGREE DISAGREE - DISAGREE
27.4% 4h 8 16.5%
13.3% 58.3% 20,0%
1h. o 50.9% 25,4y .
15.2% 51.5% 25.8%
’l“-% . ‘ 3809% ' 37-%
11.2% 55.2% 26,1%
10.8% - 69.6% 14, 7%
b.5%  77.3% 18.,2%

b7.5% 23.2%

21,2%
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6. ) am satisfied with my present job.'' (response by rank)

' STRONGLY ' STRONGLY
RANK . AGREE AGREE DISAGREE  DISAGREE
CPY - o 39.3% 47.3% 8.7% b.7%
MAJ bl 29, 43.2% 8.2% 4,29
LTC b2.7% 41.8% %1% 1.4%
coL 56.7% 38.9% 3% . 1.5%

7. 'l am satisifed with my present job," (response Sy current assiQnment)

' ‘ STRONGLY , STRONGLY
CURRENT ASSIGNMENT AGREE ACREE D1SAGREE DISAGREE
Troop Chaplain 41.1% L W% 9.7% 4.8%
Housing Area Chaplain L0.0% -48.3% 10.0% 1.7%
Special Ministry 47.4% 48.2% 3.5% 0.9%

" Supervisory Chaplain’ . 52.3% 33.8% 12.3% 1.5%
Chaplain Educator L5,3% L40.7% 7.4% 5.6%
Admin/Staff Chaplain ' Ak, 8% 43.3% 10.4% 1.5%
Student ' 34.0% L7.0% o e 0% 5.0%
Readiness Region or Group - :

Chaplain : : 31.8% . 50,9% 18.2% 0
Small Post Chaplain L7.5% 4o.4% 4 5.1%

8. ‘'The US Army Chaplain School has prepared me adequately for my responsi-
bilities as an Army Chaplain.'' (response by rank;

: . STRONGLY ~ STRONGLY
! RANK _ AGREE AGREE DI SAGREE DISAGREE -
CPT 3% 30.9% 39.9% 26.2%
MAJ o 9.3% St.4% 27.1% 12.1%
LTC 8.6% 48% 27,64 . 5.8
coL : 9.1% 40.9% 33.3% . 16.T%
9, tThe US Army Chaplain Schoo) has prepared me adequately for my responsi-
bilities as an Army Chaplain,' (response by current assignment} .
| STRONGLY _ © STRONGLY
CURRENT ASSIGNMENT AGREE AGREE - DISAGREE D1SAGREE
Tnoop Chaplain ' L.6% 37.4% 35.3% 22.8%
Housing Area Chap'ain - 3.5% 47.4% 31.6% 17.5%
Sgeclal Ministry "8.7% 39.1% . 29.6% 22.6%
Suposvisory Chaplain 9.4% 39.1% 26.6% 25.0%
Chapiain Educator 9.4% 50,9% 30.2% _9.4%

* Admin/Staff Chaplain 9.6% 48.1% 31.9% ©10.4%
Student o 5.0% 55.4% 29.7% - 9.9%
Repdiness Reglon or Group . - : .

haplain - oL b,5% 54.,5% 27.3%  13.6%
11 Post Chaplain - 13.3%2 43.9% 28.6% 3%
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10, ''The Chaplaincy does rot offér'enbugh opportunity for professional

growth,'

(response by rank)

. STRONGLY

STRONGLY S oo
RANK AGREE AGREE DISAGREE D I SAGREL
cPT 7.3% 21.6% Wk 5% 26.6%
MAJ 6.6% 15.6% U5 7% 32.1%
LTC 5.8 1.8 48.9% 30.5%
coL . &% 7.5% 38.8% 7.8

11. 'The Chaplaincy does not offer enough opportunity for professnona!

growth.' (response by current assignment)
STRONGLY
CURRENT ASSIGNMENT AGREE
Troop Chaplain 7.6%
Housing Area Chaplain 8.6%
Special Ministry 4.3%
Supervisory haplain L.6%
Chaplain Educator 1.9%
Admin/Staff Chaplain 5.9%
Student 6.9%
Readiness Region or Group
~ Chaplain 5.5%
Small Post Chaplain 9.1%

12. "If | could be

would be willing to forego promotion,'

13. "If 1| could be guaranteed the job of my choice on a long~term basis, |

. STRONGLY

" AGREE DISAGREE DISAGREE
19.9% Ls 6% 26.9%
22 4% 48.3% 20.7%
12.1% 42.2% 41.4%
18.5% Ly1.5% 35.4%
5.6% 53.7% 38.9%
10.4% L 1, 39.3%
12.7% L4 1% 36.3%
36.4% L5 .5% 13.6%
19.2% 51.5% 20,2%

(response by rank)

would be willing to forego promotion,*

; . . STRONGLY : STRONGLY
CURRENT ASSIGNMENT - AGREE AGREE D1SAGREE D1SAGREE
Troop Chaplain 20.4% . LO.7% 32.4% - 6.5%
Housing Area Chaplain 15.3% ho.7% 35.6% 8.5%
Spectal Ministry 1.2% by by, 39.8% 8.6%
Supervisory Chaplain C12,3% h1.5% 35.4% 10.8%

. Chaplain Educator - C20.2% 28.8% 36.5% 13.5%.
Admin/Staff Chaplain 11.5% 33.1% - 38.5% 16.9%
Student 22,3% 33.7% 3t.7% 11.9%.
Readiness Region or GrOup - ; T e

Chaplairn 4.5% L5.5% 36.4% 13.6%
Small Pos<t Chaplain 17.5% 43.3% 35.1% Loy
Uw2-I=4 . : ’

STRONGLY
RANK ' AGREE AGREE DiSAGRCE
cPT ‘ ‘ 17.7% 38.9% 36.2%
MAJ - 19.5% 38.8% 32.5%
LTC 13.4% Lo.6% -35%
coL S ,' 9.4% 35.9% - 4o.6%

guaranteed the job of my choice on a long-term basis, |

STRONGLY
DI SAGREE

7:2%

9.1%
11.71%
%1%

(response by current assignment)
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4. ‘“For promotion purposes, it is better to.be a 'specialist®

'generalist’," (response by rank)
5TRONGLY
RANK AGREE AGREE
CPY - 6.7% 33.3%
MAJ 10.6% 27.5%
LTC 15.2% 249,
coL 7.7% 16.9%

DISAGREE

L7.4%
Lg%,
L8.4%
56.9%

than a

STRONGLY
D1 SAGREE

12,6%
V3%

12.4%

18.5%

15. ‘'For promotion purposes, it is better to have advanced civilian education
that advaiiced military education.'" (resionse by rank)

 RANK

cPY
" MAJ
LTC
coL

16. 'The 9 month chaplain advanced course

(response by rank)

RANK

CPT
MAJ
L7c
coL

 STRONGLY

AGREE AGREE
7.6% 32.2%
34y 2.4
i 6% 13.3%
4. 7% 6.3%

STRONGLY '
_AGREL AGREE
17.5% 28.7%

28.9% 25.5%
30.5% 37.7%
43.9% 33.3%

DISAGREEL

5L.0%
4 .1%
68.3%
16.6%

DI1SAGREE

32.9%
26.3%
23.2%
C16.7%

STRONGLY

DISAGREE
6.2%
10.2%
13.8%

" 12.5%

should be reduced in length,"

STRONGLY
D1 SAGREE

21%
19.3%

8.6%

6.1%

17. "1 would prefer to have short courses of preparation just brior to each
job assignment instead of the 9 month career course." (response by rank)

RANK

CPY.

. MAJ
LTC -
coL

 Ue2-1-5

STRONGLY o
. __AGREE AGREE
17.2% - 35.1%
22.4% 30.8%
b3.9%  2W.2%
O

21.2%

STRONGLY

DISAGREE DlSAGREE
34 4% 13.4%

. 31.9% 1h,9%
- 23.5% 10.6%

10.6%




18. 'l would prefer to have short courses of preparation just prior to each .
job assignment instead of the 9 month advanced course.' (response by
current assignment) S

STRONGLY STRONGLY

CURRENT ASSIGNMENT AGREE AGREE DISAGREE DI1SAGREE
Troop Chaplain ' _ 19.4% 32.5% 32.5% 15.6%
Housing Area Chaplain 23.3% bs.0% . - 25.0% 6.7%
Special Ministry 25.0% - 33.9% 29.5% 11.6%
Supervisory Chaplain 36.5% 33.3% 17.5%° 12.7%

Chaptain Educator 32.7% 28.8% 23.1% 15.4%
Admin/Staff Chaplain . 30.4% 22,2% 33.3% %1%
Student S " 19.6% 30.4% 34.3% 15.7%
Readiness Region or Group : .

. Chaplain 23.8% 52.4% 19.0% 4.8
Small Past Chaplain 21.6% 38.1% 32.0% 8.2%

19, "l would rather have one year st USACGSC than a year 8 c:vul:an
eduCatnon." (response by rank)

STRONGLY . STRONGLY

RANK , AGREE - AGREE  DISAGREE  D}SAGREE
CPT s w9l . 39.1% 38.1%, |
MAJ 8.2% 11.2% bo.6%  b0.1%

LT 1% 1.5% 15.9% L8.4% ) |
coL lh 9% 16.4% 43,3% 25 4%

20, *1 would rather have one year at USACGSC than a year of cfvplian
education,” (response by current assugnment)

STRONGLY : ) B STRONGLY
CURRENT AaSlGNMtNT ' - AGREE AGREE DI SAGREE D1 SAGREE
" Troop Chaplaln 8.7% 13.6% 37.5% Lo,2% ;
Housing Area Chaplain 1.7% 15.0% h3.3% ho.o% i
Special Ministry . 7.1% 9.8% 35.7% 47.3% )
Supervisory Chaplain 9.2% 10.8% B 5% A 33.8% ¢
Chaplain Educator 9.,4% C9.k% - 34.0% 47.2% }
Admin/Staff 'Chaplain‘ 9.0% 18, 0% - 43.6% . 29.3% , :
' Student . 7.8% 6.9% = W3.1% b2.2% 1|
Readiness Region or Group , ' L : i
- Chaplain 9.5% 14.3% 33.3% b2.9% g
Small Post Chaplam 3.2% 13.7% 37.9% b5.3% 2 ‘
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RESULTS OF CHAPLA{N SURVEY AT SIX ARMY INSTALLATIONS
FEBRUARY 1978 '

{FORTS BRAGG, CARSON,'RiLEY, BENNING, KNOX | LEONARP. wooD )

i. Grouping by component of chaplain respendents:

COMPONENT TRADOC ' FORSCOM TOTAL
, Re 16.9% 18.5% 7.
. : UsaR 75.4% 73.8% 74 .6%
{ NG /OTHER 7.7% 7.7% 7.7%
\ 2. Rank of chaplains responding to survey:
RANK TRADOC FORSCOM TOTAL
cPT 55.4% 60% 57.7%
MAY 23.1% 20% 21.5%
LTC 16.9% 18,59 7.7
coL 4.6% 1.5% - 3.1%
3. Faith groups of chaplains responding to survey:
FAITH TRADGC FORS_C OM TQTA;
PROTESTANT 87.7% 89.2% 88.5% ;
ROMAN CATHOL (¢ 6.1% 9.3% 7.7% "
JEVISH . S 28 A o 1.5%
UNKNOWN 3.1% : -~ 1.5%

INCL 2

2.3%
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4. Chaplains on active duty with Clinical Pastoral Education (CPE) background:

BACKGROUNL TRADNC FORSCOM TOTAL

1 Qtr Prior to Active Duty ' 7.6% 15.6% 11.5%
2-3 Qtrs Prior to Active Duty o 6.1% - 9.4 7.7%
4 Qtrs Prior to Active Duty ©10.6% 3.1% 6.9%
1 Qtr After Active Duty : 9.1% | 15.6% 12.3%
2-3 Qtrs After Active Duty 12,1% 1.6% 6.9%
L Qtrs After Active Duty 12,1% 12.5% 12.3% .
No CPE Background - 42.4% Cok22m - h2.3%

5. Chaplafns on active duty désiring speéific types of CPE:

DESIRED TRAINING TRADOC FORSCOM v ' TOTAL
! Qtr Hospital Model ‘ 10.8% 6.2 8.5%
1 Qtr Parish/Community Model . 13.8% - 15.4% 0 14.6%
4 Qtrs Hospital Model ’ 6.2% 20% "13.1%
L Qtrs Parish/Community Model . - 20% 16.9% 18.5%
CPE Supervisory Training 18.4% 7.7% 13.1%
None /No More o - 30.8% 27.7% 29.2%

No Answer S 0 6.1% . 3%

6. Chaplains o~ Active duty_wfth USACGSC exposure:

EXPOSURE TO USACZ~S "~ TRADOC . FORSCOM T0TAL

Nonresident Course Completed ' bo6x 3% - 3.8%
Resident Course Comnleted : 3.1% V5% - 2.3%
Presently enrolled in Nonrescdent L ] S

Course 12.3% 18.5% 15 4%
None : : - . 80% , 76.9% . 78.5%

U=2-11-2
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7. Perceived by chaplains as the most useful training received in preparing

them for functioning as Army chaplains.

TYPE TRAINING

Training/Education prior to
Active Duty

Chaplain Basic Course

Chaplains Advanced Course

- Military Short Courses

Military Correspondence Courses

On~the-job experience

Civilian Education since
entering Active Duty

CGSC/AFSC Resident Course

Other ‘ ,

No Answer

TRADOC

21.2%

10.6%

k.5%
3%

0
42 .4%

16.7%

0
0
1.6%

FORSCOM

15.6%
8.5%
2.8%
2.8%

0
46.5%

19.7%
0

1.4%

2.8%

TOTAL

18.2%
9.5%
3.6%
2.9%

0

bk 5%

18.2%
0

0.7%

2.4%

8. 'The Chaplain Professiona)l Development Plan provides Army chaplains with
.adequate trairing and education opportunities so that they can be capable of
effective ministry at any rank they may achieve.,"

REACTION

Strorjly disagree
Disagree

Agree

Strongly agree

No Answer

9;' ""In your opinion, what is the strongest part of the Chaplain

Deve lopment Plan?!

"TRADOC
Ats. Philosophy 24 .6%
BCHT Phase | 1.5%
BCHT Phase || 1.5%
BCHT Phase 111 6.2%
Chaplain Skil}) Training 6.2%
Advanced Chaplain Training L.6%
Continuing Education/Training Lo .2
No Answer 6.2%

U~2~11-3

TRADOC

6.2%
20%
56.9%
5.2%
7.7%

FORSCOM

6.2%

23.1%
607%

7.7%
3%

FORSCOM

[ R

16.4%

4

0
116.b%
7.5%
b 5%
46.3%
8.9%

TOTAL

6.27%
21.5%
58.5%

8.5%

5.3%

Professional

TOTAL

20.5%
0.8%
0.8%

11.49%

- 6.8%

4.5%

7.5%



10. "lIn your opinion, what is the weakest part of the Chaplain Professional
Deve lopment Plan?' ,

TRADGC FORSCOM TOTAL
its Philosophy ' 9.2% - 6.2% 7.7%
BCHT Phase | , - 15.4% 13.8% 14.6%
BCHT Phase || L.6% 6.2% 5.4%
BCHT Phase (11 3.1% 1.5% 2.3%
Chaplain Skill Training 24, 6% 16.9% 20.8%
Advanced Chaplain Training . 18.5% 27.7% 23.1%
-Continuing Education/Training 7.7% 15.4% - 11.5%
All 1.5% . 0 0.8%
No Answer . S 15.4% 12.3% © 13.8%

11. Consider two theoretical options for the training of chapleins, and
indicate which of the options you prefer and why:

(1) Chaplain training much as we have now, with the 21 week &dvanced
course being a PCS move and coming between the Lth and Sth years of active
duty. ' :

. (2) Replacing the currént advanced course with 4-6 week TDY periods
at USACHCS at the 5th year, 11th year and 16th year of active duty. Under

this second option chaplains would receive an additional 10 weeks of

. training given all Army officers at a Combined Arms and Services Staff

School upon selection for promotion to major.

PREFERENCE - ~ TRADOC FORSCOM TOTAL
Prefer Option | 40,02 27.7% 33.9%
Prefer Option 2 . 53.8% 69.2% 61.5%
No Answer ) 6.2% 3.1% L.6%

Ue2-I1-4
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REVIEW OF EDUCATION AND TRAINING FOR OFFICERS -

APPENDIX 3

AN ALTERNATIVE FOR THE CHAPLAIN'S ADVANCED COﬁRSE'
CONSIDERATION OF AN APPROACH FOR ENHANCING THE US ARMY'CHAPuAIN
PROFESSIONAL DEVELOPMENT PLAN

TO ANNEX U

EDUCATION AND TRAINING FOR THE us ARHY CHAPLAINCY

The Chier of Staff' of the Army has perceived a need to review current
management of and approaches to training and educating. the Army officer. This
perception, along with current forecasts of a reduction in training funds, has
spurred a search for more effective (cost-effective and educationally sound)
modes of professional development for the officer ¢orps. In 1975-76, the Army
Chief of Chaplains researched and outlined a highly effective professional
development plan for Army chaplains. Implementation for-this plan began in
July 1977. Designers of the plan were well aware of the potential need for
revision and adgustment in the implementation phase. In fact, the plan was
and is seen as "evolving," with problem areas being worked out in process. The
designers admirably sought innovation and reslism at a time when there were
many unknowns about trends for education/training for the total officer corps.
This paper attempts to continue the thrust and spirit of the Chaplain Pro-
fessional Development Plan by offering for considergtion a revision which is
based on emphases currently envisioned by the Review of Education and Training
for Officers (RETO) Study Group. : .

SCOPE

Focus in this paper has been narrowed to include mainly those issues related
to the possible replacement of the present Chaplains' Advanced Course with TDY
training which is offered at strategic points throughout the chaplain's career.

" It is recognized that the recently revised advanced course for chaplains has Just
graduated its first class. Therefore, it is not intended that any additional
changes should be implemented before enough time has lapsed for a thorough
evaluation of the current advanced course in light of chaplain requirements in

- the field. As background some space will be allowed to describe imperative faci.
in effective training and education of chaplains.  Also some description of the’
rationale for utilizing certain "crisis points” in ministry will be provided,
since the rationale is basic to an understanding of how these "crisis points"
provide opportune times for training. Some important issues relevant for
chaplain education/training. are not addressed in this paper, but will be
eddressed in the final report resulting from the study group effort. Among
these deferred items are: Updating of TAADS so that this aocumentation can be
used in effective management of training/education of chaplains; review of
chaplain SSI/ASI structure in light of actual field requirements; and formula-
tion of’ Zore extensive qualification criteria for chaplains in the grades of
05 and 0 . ‘ )
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FOCI WHICH ARE IMPERATIVE IN
CHAPLAIN TRAINING/EDUCATION

Research of education/training theory related to the performance of competent
ministry leads to the conclusion that there are three fzei which comprise an
imperative for effective chaplain professional development. These foci assume
that the chaplain has met the minimum entry requirements for education prior to
entry on active duty -- i.e., he/she has completed seminary or its equivalent.
The first focus for chaplain education/training has to do with learning about
the Army, the institution which provides the living, moving, working and
changing context in which ministry is performed by Army chaplains. As the
chaplain progiesses through his, career he is expected to be increasingl;, able

to function as a staff officer at higher echelons. At the beginning of his
cureer a supervised-on-the-job mode of training is adequate to familiarize him
with staff functioni,ig at the battalion level after the resident portion of the
basic course. However, as he assumes the position of brigade chaplain as a major,
and division (or equivalent) chaplain as a lieutenant colonel, he needs a deeper
and broader understanding of the functioning Army. To facilitate his own
competence to plan, coordinate and execute programs for his mobile (and often

scattered) Army parishioners on any potential battlefield, he needs to'understand

the theories behind the military activities. He needs exposure to the psychology
of military leadership, and he needs to experience this from the sources which
perpetuate the military life style -~ the service schools themselves. He needs
interaction with officers of other branches in an atmosphere condusive to
learning, as both he and they learn from each other informally and in formal
classroom structure while they piece together an understanding of military theory
and practice The chaplain needs this focus in his training not so that he can

become "combat arms qualified.” Nor does he need it so that he can be considered

"one of the boys” by commanders and other officers. He needs this focus, plainly.

and simply, so he can develop a competence in ministry in the context of the
Army. The need becomes more pronounced as the chaplain attempts to practice

- ministry at brigade and higher echelons.

The second focus that is imperative in chaplain training and education is the
skills and knowledge associated with the process of ministry. Sermon delivery
can be expected to improve throughout any ministert!s career, but only as it
becomes a focus for continuing education. If religious education 1is important
for our Army troops and dependents, it is important for chaplains to continually
update themselves with sound curriculum and cound educational techniques. The
abundance of pastoral counseling performed by Army chaplaing requires that they
acquire skills in this.area early in their careers. Seminaries provide .only
minimal training related to these skills. It is doubtful whether a chaplain can
develop competence in ministry without. ‘periodic theological updates. A chaplain
is first of all a minister, and ministry separated from theology is an impossie
bility. Some other areas of ministry in which specific skills and knowledge are
required for Army chaplains are: ©Parish development techniques and -theory, :
marrisge and family pastoral counseling, the process of facilitating lay persons
to perform ministry, ecrisis ministry, and the practice of ministry through use of
mass media. There 1s no path to competent ministry which does not lead through
the continual process of skill development and continued assimilation of
theological and other related knowledge.
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.educational opportunities to be responsive to training needs of ir:!
. chaplains entering active duty due tp a period of internship; perso

"spiritual growth and ‘skills training' are held together as part of

" are viewed as continual learners throughout their careers. These st

4th and 6th year of his career. Continuing education occursg thrbugh ut his

The third focus for chaplain training/education is the chaplain's swn personal
and spiritual growth. Professional training for chaplains involves personal
and spiritual growth. In fact so called "professional training” that is kept
separate from personal and spiritual growth in ministers becomes hollow and
devoid of meaning. Much of the chaplain's functlonlng ir. the Army lies in the
"soft skills" area. The ouly known effective ways to teach "soft skills" is
via the route of persoral growth. The person of the chaplain is the single
most important professional tool he utilizes. To develop professionally, the
chaplains must assess and reassess their personal and spiritual strengths and
weaknesses. They need periods of time set aside for this purpase, when they can
interact with chaplain peers to process and integrate critique received from
parishioners, commanders, and other chaplains. Current trends in continuing
education for ministry affirm the validity of personal and spiritual growth as
a part of professional development. It is time for this foecus to be affirmed

‘end owned by the Army for its chaplainey, rather than "bostlegged" for fear that

it will not be accepted by educational authorities and budget experts within
and without the framework of the Army.

These three foci are central to any considerations of chaplain education and
training. They do not eclipse or pre-empt the need for training in mansgement
and supervision, a nged which the chaplain shares with all Army staff officers.
Any professional development plan which ignores opportunity for learning and
growth in any of the basic foci discussed above would not be cormensurate with
the development of competent ministry.

STRENGTHS AND WEAKNESSES
OF THE CURREVT CHAPLAIN PROFEuBIONAL DEVELOPMENT PLAN

The current chaplain professional development plan represents, in a’l probability,

-the most significant format ever formulated for training and educating Army

chaplains. The plan resulted from the processing of data from virtually every
chaplain on active duty. Its strengths far outnumber its weasknesses. Among its
strengths are the following: redesign of curriculum to provide trrining for

actual field requirements; emphasis upon assessment and flexibilit, to allow

ridual chaplains
as well as to needs of the Army as a whole; more cost effectiveness {in training

in that there is less time spent in regidencé courses of instruction
time spent in' supervised on-the-job training; training is more reall

fabric of professional growth; the primary focus is on training and
chaplains for ministry which is their primary task in the Army; and

gains which should remain in any attempts to revise the current plan
There are three weaknesses in the current éhaplain profeésional deve

which provide basis for revision in crder to improve chaplain traini
the only time when thé chaplain experiences treining with his peers
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career in a decentralized fashion. Much of the decentralization is healthy.

It allows the individual chaplain a great deal of flexibility in terms of his
specific foers in ministry:. However, there are rcertain training needs which
can bhe identifiied for all chaplains at specific points throuighout their career.
Analyrsis indicates that their needs may be met better through short periods of
time devoted to specific ohjectives which are related to types of assignrernt
which the chaplain can expect to entolnter in his near future. .The less time
that lapses between ‘rajning and perforuarce of job, if the training is based on
field requirements, the te<ter will be the application of knowledve and skills
gained in the training. Firther. rertain pivotal points (or "erises” as will

be discussed later) in miristry oceur at relativelsy predica'able times through-
oul a chaplain's career. I top notch short course training and education can
be offered at the anticipated tires of these pivotal points, learning could be
more easily interralized ard anpllcatlan of learning maximized. Only one of '
the pivotal poirts occurs at the tire the advanced course is currently given to
chaplains. COther pivotal points occur around the 10th-llth year and between the
16th ard 1€+h reas. They are expected to minister effectively (or to plan for
effective rinistrs) at the next hicher echelon of the Arry. Further evolution
Of the Chaplain Professioral Development Plan may well lead to certain courses,
such as an installation chaplain's course, evern witaout RETO emphasis.

The 'second weakress of the currert plan Has to do with its 1nab111ty to
offer the most imporiant node for chapiains to learn about the ‘Arzy. Although
sone chaplains w.rder the present plan would attend USACGSC ‘and/or USAWC, these
opportinities are provided to only a srall percerilage of those on active duty.
Reserve chaplzins end rmar:” on active du*y completed USACGSC b/Acotrespondence
studyr. and *his has been important. But, when ~ompared with a residency course
this is somcthing like reading a book on baskeiball instead of ‘going to the gym-
nasiur to learn the pame. As already stated. the best mode for chaplains to
assimilate the theories utilized b the Army and the psychology of military
leslership is in an atmosphere corducive to learning, where they have opportunity
to interact with officers from other brznches, learning from each other as they
piece iogether an unierstarding of nilitary theory and practice.
The third weskness of the current chaplain prpfessianal development plan can
net've addressed in tull in this paper, but is rentioned as en important issue.
It has to do with the absence of criteris which can be used to determine whether
a chaplain is qualified ‘o function at each of the grades above captain. Since
a chaplain's tasic functisn in the Arny 1s to minister, qualification criteria
should -include many dlfferent areas from those listed for combat arms officers.
Mirnisterial 1eadersh1p and supervision. of ministry loom large as potential
areas for these criteria. Without considering their content in detail in this
paper, it is best to simply affirm that criteria are discernable and can be incor-
porated in chaplain professional qualification standards for grades above captain.

* RATIONALE FOR BASING CHAPLATN EDUCATION/TRAINING
. ON CRISID POINIS 1IN JONISTRY

Examination of various potential approaches for training and dducating Army
chaplains has resulted in a growing conviction that one approach is particularly
suitable for strensthening the chaplain professional development plan where it is
weakest as descrivbed above. As explaired by Mark Rouch*, certain crisis points

‘ in ministry can be seen to ocour at reasonably predictable times in the career

+ *Rouch, Mark. Compe'ent Ministry: A Guide to Effective Continuiqg
Education. MNew York: Abingdon Press, 1974.
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' of & ririster. Additional input from the staff of the s Arry Thaplain School
conrerring their o servaticons ot cpeecific vocational crises in the careers of
Arry chaplains en a’led an adjustrent of Rouch's concepts to vetter apply to the
Army Chaplaine.. [ore diccussion of the rationale for this approach is in

order.

t must be urderstsod at this point tha* ~he word "erisis" is used in a special
way. It does ot iuply incompetence in -ne one who experiences it. Rather it
is a rormal pivotal position in a person's career. It offers at one and the same
time opportunit;y ror maximun srowth ard occasion for regression. "Crisis"
represents a career crossroad, a tire when the persorn decides either'to mark time
or tu uzspire to higher levels of ~o-mitment and utility. The crisis itself is
neitier positive rnor nerative, bilt tne manner in which the crisis is addressed
Las serious repercussions in a persons career. A crisis is a passageway from
past functioning 1. future finetioning. C(rises experienced by most ministers,
irr1:ding chaplains. are cornected with nareer phases. It 1s easy to see a
crwrection between the crise. and the times when chaplains are selected for
prurotion to itne next hicher grade. Usually crises can be seen when & chaplain
nores Jrorn ore t.ope of assiconumens to another. Hence, these pivotal points are
cons.idered ideal tires for training from “he standpoint of criterion referenced
anal sig. The chaplain, aware of his next assignment or of his increased
respensibilities g% the next higher grade, is receptive to training whkich will
assis" plm in the ncar future.

The theory is tha* f professional crises are observed to occur more commonly
in certain vewr. . l2es practice of ministry, and if training/ecucation can be
>ffered at thc proiected times of the crises, and if tle training is based on
field requirer=nts ard geared to assist the minister in using the crises pro-
ductively, then the result should be more bompetent ministr; performéd. This
approach taxes seriously the emphasis or. valid relationship between the personal,
the spiritual and the “"skill" training “or t“e chaplain. Ministry must issue
fron ithe person of the Army chaplain. It is not a commodity 'like a sack of sugar
which . chaplain passively procures anc. delivers. Training for the chaplain
zust a2csist him in discerning what the ‘'givens' are ir the context in which
“ministry is practiced. Then it must assist him to develop his own style of
ministry so that it becomes productive and meaningful. There is some evidence.
to irdicate that if the crisis points are not addressed with appropriate
opportunity to reassess ones ‘abilities and to learn appropriate riew skills, the
chaplain flounders around irn the critis, pretending outwardly to possess the com-
petence he is not able to incorporatu in his person. A chaplain may do things
"by the number" at nrecisely the "right times" and still not be performing : ‘ :
ministry. As ministry involves the total person in practice, s0 must the total :
person Le involved in training for ninistry. . .

Crises are seen to occur in several career phases. First is the establishment
phase, generally the first 6 years after the chaplain's entry on active dutv,
The main crisis of the establishment pliase has to do with entrance in:o the
career field. At the beginning of this stage, appropriate orientation is a

must. The redesigned Basic Chaplalns Course (BCHT) consists of three phases and
is meeting needs associated with the 1lst year of active duty. Phase III is an
internship which extends supervised training throughout the chaplain 8 lst

year of active duty in a aupervisod-on-the'ﬂob training aode.  In the latter part
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of the establishment stage, the 3rd through the 6th year, the entrance crisis
takes a different shape for Army chaplains. Some of the "head of steam"

from seminary bas dissipatad as the chaplain has tried out his seminary
knowledge in the 'real wor.d." Chaplains at this point begin to wonder about
their abilities in some areas of ministry to the military community. They '
come to fear that if they.cannot "do it all", they may receive lower
efficiency reports and not be competitive for promotion. At about the 6th
"year, they need opportunity and encouragement for assessment to discover
their strengths and weaknesses, They also need te develop advanced pastoral
skills, and they need 2 support group which can assist them to understand
which skills ought to be worked on. Significant training experiences

should occur at approximately the 6th year of active duty for all chaplains,
and it should include indepth preparation for the supervision of other
chaplains in the process of ministry, focusing on brigade level, Additionally,
specific training which will assist the chaplain in movement through the
advancement period needs to occur: - training which will provide the chaplain

with a deeper understanding and appreciation of Army theory and organization
at Bde level. .

The 'advancement period! follows the establishment stage for most ministers. _
For chaplains this can be seen to embrace approximately years 6-12 zctive

duty service., 1In this stage chaplains are establishing and developing a
professional style that will mesh with the needs of the military communities
and units to whom they minister. They encounter questions and make decisions
about how to acquire and use power in consonance with their own theology. At
the end of the period, about the time for promotion from major teo lieutenant
P colonel under DOPMA, they experience the crisis of setting new carz<r goals
which are flexible but firm, Some training common to all chaplains selected
for promotion to lieutenant colonel should occur at the end of the advance-
ment period, This training should provide opportunity for reassessment of

the chaplain's strengths and weaknesses in light of current ministry needs

irn the Army. It should provide a continued focus for the chaplain on the
process of supervising others involved in ministry as well as an understand-
ing of ministry processes at echelons above brigade. And it should pave the
way for dealing with certain other typical 1ssues associated with the mid career
period as described below.

‘During the mid-career period, the miaister's search for a new sense of vocation
1s' highlighted. He begins to feel the need for being the "driver" rather
than the "driven", 1t is a time when the minister wants to generate new
things, to be productive, to-create. At the same time he may become bored
with routine day to day practice of ministry, and it may dawn on him that
he will never achieve all the original goals he had for himself and his
ministry, ,The training experience which accompanies the movement [from
the advancement stage to the mid career period should provide bases for the
chaplain to develop the skills he needs to function at the level to which
he 1. to be promoted (LIC), and to channel his drive for productiveness
and creativity into directions commensurate with the need for ministry in
the Army. The content for training at this level would include parish

o : development, theological update, methods for assessing needs for ministry
‘within large command structures, management of diverse ministry processes,
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and other related subjects., As a result of the training at this level,

_ the chaplain must be agble to interact in ministry with other staff members

(. at echelons of division and higher, to coordinate a thrust in ministry
throughout a large command structure, and provide inmput to the Army system
at division level wnich can result ir formation of appropriate policy in
the area of religion and moral welfare. They must be able to be "their own
person,' understanding the processes of ministry at work in the Army
environment, Late in the mid career stage those chaplains who have attained
the rank of 06 and who are selected to be installation chaplains will

- experience a new pivotal point which can best be addressed by training which

focuses on management and supervision of ministrv process at installation
level,

Other career stages and crises experienced by ministers, the preretirement
stage and the retirement stage, come later and are not considered germane to
the consideration of an alternative for the Arnty Chaplain's Advanced Course.
They are, however, important to an overall chaplain professional development
plan although mentioned in this paper onLy in passing.

FORMAT FOR CHAPLATN EDUCATION/TRAINING

A format for chaplain education/training utilizing the concepts embodied in
chis paper is provided on the next page. The design has been coorainated
with the US Army Chaplain Centec and School staff, many of whom provided
input as the design - was formulated. Initial reaction from the Chaplain
'School is favorable. They feel most of the design is implementable and has
definite merit., Presented here is a broad brush treatment. Specifics can
be defined through the criterion referenced instruction analysis currently
underway at the Chaplain School. The following comments attempt to amplify
or clarify the outline, K

(1) Chaplain professional qualification standards focusing on potential
for leadership and supervision of the process of ministry could be implemented
by the Office of the Chief of Chaplains for MAJ, LTC, and COL chaplains at ap-
propriate times. "Readiness for Ministry™ materials are seen as self assess-
nent. tools* for chaplains to determine their strengths and weaknesses as -they
enter the military chaplaincy. The materials can be designed for use by the
chaplains with their peers. Many chaplains may have gone through this process
in the later part of 'their seminary training. .For those who have not, it
would be helpful to do so at the time of entry or during the lst year of
active duty.

(2) No changes are recommended for the recently revised Chaplain Basic
Course, consisting of three phases. - :

(3) Nonresident study (correspondence courses) is considered the main
mode by which all Army officers will prepare themselves for eligibility for
attendance at Ccmbined Arms and Services Staff School (CAS3). This nonresi-
dent prep course is a prerequisite for CAS3,

(4) CAS3 would be offerad to thOse selected for promotion to major. i

. *Based on Strommen, Brekke, and Schuller, Readiness for Ministry, Volumes

1 and 2, published by the Associacion of Theological Schools in the United
States and Canada.
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‘alternative., Whatever value there is in having families accompany chaplains,

: nttend USACGSC and senior rervice schools wlll ‘ba adequate to provide chaplainu

Its focus ‘would be some of the theory now provided at the U, S. Army
Command and General Staff College emphasizing combined arms at
battalion/brigade levels. The format envisioned for CAS3 is one that would
he appropriate for combat support and combat services -upport officers as’
well as those of the combat arms,

(5) The nine week TDY at USACHCS which is shown immediately after cAs3
need not be provided at precisely that time, As suggested by USACHCS staff,
the training could be given approximately oné year after the completion of
CAS3 and still coincide with the need as seen in career crisis points for
chaplains. It would include assessment followed by training which focuses on
the needs as deflned in the assessment., ,Spezific training for those chaplains
who will be assigned as brigade chaplains could be one of many options
offered by USACHCS in coordination with seminaries,

(6) Some chaplains would be selected to attend the 42-week USACGSC
course where the knowledge and skills taught coincides with specific chap-
lain requirements. Those selected for USACGSC could attend the. 9-week
TDY period at USACGSC prior to USACGSC, if desirable.

(7) The TDY of 5 weeks at USACHCS for those selected for promotion
to lieutenant colonel would provide foci on reassessment, ministry at
echelons above brigade level, and training, to include theological updates,
based on assessed needs. Under this plan, specific training could be devised
to deal with the management of ministry for division chaplains.

(8) 1he other S-week TDY period is envisioned for chﬁplains in the
grade of colonel early in their initial assignment as instaliation chaplains.

FURTHER CONSIDERATIONS

Many of the merits of the alternative ptoposed for the present Chaplain's
Advanced Course will be obvious in light of the essential foci as explained

- earlier in this paper, There is room, in the proposed-alternative, for

concentration on the three foci throughout the career of the Army chaplain.
There are also some potential problem areas connected with the proposal,
For the sake of bomple:eness these must be addressed.

.First there is the value of having the spouse with the chapluin during
':raining. Since the current advanced course is a permanent change of duty

tour, families accompany the chaplain, This would not be true in the proposead

and this is important would be lost in the conversion to TDY, However, the
current chaplain's advarced course, cunducted twich each year; has families
moving with the chaplain, but the duration of the course is less than six
months. This causes some family disruption, particularly in terms of schoole
ing for children, even when the moves occur at the end of school semesters,

[P
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Second, the proposal as formulated makes several assumptions which are far
from substantiated fact at the present time. The proposal assumes that CAS3
will be instituted and will involve 100 percent of the chaplains selected
for promotion to major. It further 1ssumes the el‘mination of all branch
advanced courses. It assumes that the number of chaplains selected to -
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with the skills and knowledge required for key positions in the chaplaincy.

It assumes that civilian education training opporturnities for chaplains will
continue, and it as-.umes that the chaplaincy will continue to receive the
support it currentl;, receives for the expansion of meaningful supervised-on-
the-job training at toth basic and advanced levels. The proposal assumes

that chaplain trainirng will remain unuer control of the O0ffice of the Chicf

of Chaplains to assure denominaticnal endorsement agencies of a continued focus
on the processes of ministry. If any of these assumptions prove invalid,

then the proposal as stated will need to go back to the drawing board.

The third potential problem area has to do with the cost of the training.
At the present time, costing has not been completed. Preliminary indica-
tions are that there may be slightly less costs involved if the proposed

alternative to the advanced course is adopted.

The proposed alternative is not devoid of problem areas. Some things would
have to be given up %o move in the direction described sbove.. But the problem
areas duly <cnsidered do not in any way, eclipse the need to make some more
positive strides in chaplain professional development. The proposed alternative
to the chaplain advanced course is seen as a part of one of these strides.
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REVIEW OF EDUCATION AND TRAINING FOR OFFICERS

 APPENDIX 4

QUALIFICATION CRITERIA FOR ARMY ClAPLAINS

TO ANNEX U
EDUCATION AND TRAINING FOR THE US ARMY CHAPLAINCY

The difficulty of determining appropriate qualification criteria
at each grade level for chaplains has been encountered throughout the
Review of Education and Training for Officers (RETO) ‘analysis of chap-
lain requirements for training.” The basic issue causing this diffi-

- culty is the age-old tension between the .clurch and the state, a

tension which is part of the eavironment in which every Army chaplain’
must function. No person can enter the Army as a chaplain without
ecclesiastical endorsement, which is an approval of the denomination
or faith group for him/her to represent that faith group in the Army.
During the time of active duty or reserve status, each chaplain must
report regularly to his or her ecclesiastical endorsing agency.
Through this means, major faith groups or denominations can assure
that their ex; -ctations for each chaplain are maintained. Endorsing
agencies consider the persons they endorse as capable of ministry
when they enter military service., Historically, these agencies have
not been as concerned with qualification standards for their ministers
at various grade levels as they have bheen with entry qualifications.
Promotion boards, however, must be concerned with some form of qual-

'ification criteria for each grade. Promution boards need explicit

eriteria for evaluating chaplain promotion potential. Board memhecrs
know that factors in addition to those criteria used with officers

- from other branches are important for chaplains. Realizing the

importance of this, certain implicit expectations concerning qual-
ific..tion criteria must be acted out in the process of selecting
chaplains for promotion. The "subjective". element involved in the
promotion boards for chaplains is not considered a totally negative
facet. There is an element of subjectivity in all promotion boards
which assists the board members, through lnteraction, to get at
those nondefinable (or hard to define) characteristics of leader-
ship desired in all officers who are promoted. But, most of

the qualification criteria which are based on a chaplain's ability

to perform ministry have been implicit rather than explicit in the:
_interaction of promotion boards. Yet, the main purpose and function
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of the Army chaplain is tuv perform minisrry. Keeping implicit the
norms and values which relate to the main function of chaplains
fosters unnecessarv suspicion among the chaplaircy about the
ability of promotion boards to select the best qualified chaplains
for promotions. Some of the suspicion should be alleviated through
the process of making explicit more of the implicit norms and ex-
pectations at work in this process.

There are a number of perscns in the Army Chaplaincy who fear
the formulation of specific qualification critgria that are related
to the performance of ministry. " These persons raise the question as
to whether the Army has the right to test or evaluate'a chaplain on

his abllity to perform ministry. They affirm that the Army can and

must evaluate the chaplain's ability to function as an Army officer,
but they clair that only the churches car evaluate a chaplain's
ability to perform ministry. This view expresses a concern which
must be respected, but a legitimate question has surfaced concerning
it. Cannot the same claim be made with regard to chaplain training?
In other words, if this claim 18 valid, should it not also be
accompanied by the assumption that courses offered for chaplains

at the US Army Chaplain Center and School and in the field must
focus only on training chaplains in Army officership? If this is
true, then the chaplain may be trained just as well at another
branch school.

~ The basic problem with this apprrach is that chaplains would
be trained in (and promoted on the basis of) skills which are
important, but not directly related to the chaplain's purpose’
for being in the military. His/her main function in the mi]itary
is to provide ministry as a pastor and as a staff officer. It
seems only logical that the chaplain's qualification for promotion
should be based upon the projected ability of the chaplain to

.provide the ministry that'is required at the next higher grade.
. This consideration should include observations of his or her ability:

to perform the ministry required in tht,curient'grade. It is,

. impossible to make this assessment without criteria which relate to

ministry. The crucial consideration is whether these criteria are
implicit within the total system, or whether they are explicit, at
least in part. - \

The Office of the Chief of Chaplains has already begun the

. process of clarifying appropriate qualification criteria to develop

leadership in ministry in the chaplaincy.. Through interaction with
Army Major Command Staff Chaplains, these criteria have been refined.
They will be further refined through input from the field. This
action breaks new ground within the Army chaplaincy in an effort

to define qualification standards. In the view of the RETO analyst,
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this process should be allowed to.produce the result for which it
was designed. The following paragraphs are recommended for con~
sideration by the leaders within the U.S. Army Chaplainrey as efforts
continue toward the definition of approprlate qualification -
criteria,

a. In the formulation of criteria, an acknowledgement must be
made of the distinction between styles of ministty and qualification
criteria for theé ministry of Army chaplains. Different ministry
styles should be affirmed as valid, as should different theological

‘concepts of ministry, Qualfiication criteria should embrace qualities

of leadership in ministry and supervision/management of ministry
which stand out as crucial in the duty positions for chaplains
in the grade of major, lieutenant colonel and colonel.

b. As chaplain qualification criteria are defined for the various
grades, these criteria will need tc be explained fully to promotion
boards through appropriate letters of instruction. Further, they
will need to be spelled out clearly to the entire chaplain corps as
requirements which must be met for eligibility for promotion. Some
standard method for recording whether a chaplain has met the require~

ments appropriate for promotion to the next higher grade should be
considered.

c¢. Included in the qualification criteria for chaplains should
be thore standards which apply to all Army officers in the form of
prerequisites for attendance at the proposed Combined Arms and Ser-
vices Staff School (CAS3). o

d. As clearer definition of the qualification criteria emerges,
all proposed training and educatior for chaplains would be reviewed
to assure there is consonance between the various forms of chaplain
training and education and the defined qualification standards.
Training and education of chaplains can be effective only inasmuch
as it .provides a way for chaplains to become qualified to minister

.effectively in actual chaplain duty position.
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REVIEW OF EDUCATION AND TRAINING FOR OFFICERS
ANNEX V
"REVIEW OF EDUCATION AND TRAINING FOR AMEDD OFFICERS

1. PURPOSE. The purpose of this Annek is to provide information con-
cerning the review of education and training for Army Medical Depart-
ment (AMEDD) officers.

2. INTRODUCTION.

a, The system of AMEDD officer professional development and utili-
zation is operated separately from the Officer Personnel Management
System (OPMS). The Surgeon General is responsible for AMEDD officer
career management within general policies established by Office,

Deputy Chief of Staff for Personnel (ODCSPER), Headquarters Depart-
ment of the Army (HQDA). A description of the organization and
responsibilities of the AMEDD pertaining to education and training
is at Appendix 1.

b. The specialized nature of modern medicine requires the develop-
ment of single highly specialized skills, which differ from the
multiple skills approach used in the more universal functional con-
cepts of OPMS. Addjtionally, professional development in the AMEDD
must be highly individualized. Career patterns are developed with

sufficient flexibility to meet the needs of the AMEDD and the individ-
ual,

c.. The key to distinctive personnel management system of AMEDD
is the corps. - The 'six AMEDD Corps are composed of several broad
health care disciplines. The Medical Corps, Dental Corps, Veterinary
Corps and Army Nurse Corps are each homogenous in composition. The

- Army Medical Specialist Corps is composed of dietitians, physical

therapists and occupational therapists. The Medical Service Corps’
is heterogeneously composed of several distinct disciplines grouped
as Pharmacy, Supply and Administration; Medical Allied Science;
Senitary Engineering; and Optometry.

"d. While the AMEDD Corps are excluded from OPMS some of the same

- general personnel management policies and procedures apply. These

include promotion policies, officer evaluation reporting and profession-
alism. There are exceptions even in these areas. Congress has
excluded Medical and Dental Corpc Officers in grades major through
colonel from the: Officers Grade Limitation Act.
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e. Review of Education and Training of Officers (RETO) recommen~
dations pertaining to DA proponency for specialties and specialty
primacy will have limited application in the AMEDD. These recommen-
‘dations are described in Annex R. The AMEDD already has strong
specialty monitorship. AMEDD Corps chiefs and professional consult~
ants provide advice and assistance in career management. The AMEDD
manages officers by Specialty Skill Identifiers (SS1). Specialty
Skill Identifiers denote a restricted area of functional expertise.
AMEDD officers do have alternate specialties, but due to taxonomy,
the alternate specialty remains within the primary specialty code.
AMEDD officers are not expected to perform competently in each SSI
within a specialty, as is the case in OPMS. For example, a micro-
bilologist, SSI 68A, 1s not expected to perform in other SSI in the
‘same specialty, one of which could be 65K, optometrist.

f. The RETQO recommendation regarding promotion by specialty must
be modified for application in the AMEDD. As shown in discussion
above there is a wide divergence of specialty skill identifiers
within specialty codes. Floors established by specialty code will
not differentiate sufficiently to achieve the desired selection.
Floors for promction wust be established by SSI in the AMEDD.

3. PRECOMMISSIONING DEVELOPMENT.

a. Health Profession Programs.

(1) DA regulations place the managerial and operational
responsibility for several health services precommissioning programs
with The Surgeon General. Mostly the programs provide scholarship
and tuition assistance in accredited professional health care discip-
lines and provide for obligatory service in return. Some programs
were draft connected and allowed for agreement on delay in starting
active service pending completion of studies. The end of the draft
has seen an end to these programs and only the residuals are being
accessed in these rapidly dwindling programs. Other programs wax as
the draft counected programs wane. The Health Professions Scholar-
ship Program (HPSP) is now the prime source of physicians. Until
now the program has been fully subscribed to in available spaces but
there are serious doubts that it will continue to attract sufficient
numbers to ease the physician shortage. HPSP certainly provides no
quick solution to the physician shortage. Unfortunmately, dentistry
spaces have been discontinued in HPSP as a result of & program budget
decision. The success of the HPSP is further jeopardized by competing
programs from other federal agencies which have more liberal stipend,

have fewer obligaticus and have a more attractive guarantee for follow~

on professional educatior. . C
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(2) The health profession accession programs are described
in Appendix 2. Thlese programs will not be affected by RETO recommen~

. dations regarding precommissioning development.

(3) Recommendations by RETO include creation of Accession

" Assessment Centers. The assessment center concept is described in

Appendix 1 to Annex C. The AMEDD should use the centers for assess=
ment of candidates for health profession and tuition assistance pro-

grams under proponency of Office of The Surgeon General (OTSG).

(4) RETO récommends establishing Military Qualifiecation
Standards (MQS) for officers. MQS I pertains to precommissioning
development. The purpose of MQS I is to establish the military skills,
knowledge and education which are required of an officer to meet the
precommissioning education and training objectives. Military electives
have been included in the HPSP and the Unifoimed Services University

"~ School of Medicine. The academic content of some health profession

precommissioning programs can not be influenced. Some colleges and
universities have reéstrictions against teaching military subjects on
campus., The curriculum of professional education programs seldom

" will allow time for military or officership electives. Individuals

accessed through these programs will.take special courses to com-
plete MQS I prior to, or as a part of, the basic course.

b. AMEDD Participation in Line Officer Accession Programs.

(1) The three major sources of line officer accessions into
the Army are United States Military Academy (USMA), the Reserve Officer
Training Corps (ROIC) and Branch Immaterial Officer Candidate Course’
(BIOCC). Accessions from these programs into the AMEDD are small
when compared to the overall input to the Army. Yet these programs
are critical to the Medical Service Corps. The MSC accesses about
300 lieutenants each year into the administrative and supply skills

.area from these programs.

(2) A newly developing aspect of the ROTC program concerns

. the ArmyNurse Corps. With the demise of the Walter Reed Army
- Institute of Nursing (WRAIN) a new, high-volume accession source is

needed. ‘Accession of nurses through ROTE€ may provide that source.
Army Nurse Corps projections call for 30 ROTC accessions in 1978;
107 in 1979 and 200 in each year ftom 1980 through 1983,

(3) Recommendations concerning ROTC programs are contained
in another portion of the RETO report. AMEDD requirements were con-
sidered in developing those recommendations.
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4, POST COMMISSIONING TRAILi:ING IN THE AMEDD.

a. - The overall responsibility for management,. education and
training of AMEDD personnel remains with the AMEDD throughout their
career. AMEDD officers have unique civilian education requirements
for commissioning. After commissioning, AMEDD officers satisfy
military and specialty education requirements primarily through an
education system operated by the AMEDD.

b. Traditionally lower level basic and advanced courses are pro-
vided by the AMEDD. These courses are aralyzed as a part of the RETO
study, and conclusions and recommendations pertaining to the AMEDD
conform to the general recommendations of the RETO Study Group.
Appendix 3 provides information concerning the findings and conclusions
pertaining to AMEDD basic and advanced -courses.

¢. Field grade and senior officer development courses are attended
by AMEDD officers. These courses, United States Army Command and
General Staff College (USACGSC) and United States Army War College
(USAWC), are operated by other proponents. Data pertaining to AMEDD
military education requirements was considered in analysis of the
upper levels of military education and training. There is a recognized

~ requirement for a base of AMEDD field grade officers extensively

educated in command and staff responsibilities for assigmment through-
ouc the Army and the national security establishment.

d. RETO recommends establishment of a Combined Arms and Services
Staff School (CAS3). This 9-week TDY course preceded by a nonresi-
vznt instruction package will make staff training available to all
AMEDD majorgs. The training is required by all AMEDD Corps and by
most SSI., This training is not readily available in the present mil~
itary school system to more than 50 percent of all officers. An even -
higher percent of AMEDD officers is excluded from this training’ exper-
ience. 'Implementation of the CAS concept and allocation of spaces
to the AMEDD for all majors to attend will correct this shortcoming

'in the present system. Still, some medical specialty training :

requirements may be better satisfied by other alternatives. 0TSG .
will make final determination on attendance of CAS3 by’AMEDD officers.

: e. The establishment of the Combined Arms and Servicea Staff
School as recommended by RETO, will satisfy most of the requirement
for staff training in the field grade officer development. A require-.
ment still exists for AMEDD officers to attend USACGSC so as to be
prepared for service as field grade staff officers within the Defense
Establishment at all levels of command, in peace and war. The RETO
analysis of duty positions confirmed a requirement to increase the °
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percent of combat arms specilalties atter.ding the USACGSC resident
course and substantiated a requirement for AMEDD officers to attend.
This conclusion of the analysis is considered justifiable and con-
sistent with AMEDD training requirements.

f. RETO recommended revisions to the senior service college (SSC)
curriculum and criteria for attendance. The revisions should modify
slightly downward the number of positions validated in the AMEDD for

" SSC training. The high order of specialization in the AMEDD is likely
satisficd by some other senior executive development methodology.
The number of AMEDD cfficers requiring SSC experience is small. How-
ever, no blanket exclusion from SSC experience would be consistent
with AMEDD requirements.

5. AHEDD OFFICER EDUCATION AND TRAINING SURVEY.

- a. Views were solicited from AMEDD officers concerning a variety
of areas relating to education and training. The survey asked officers
for their opinions concerning the education/training and job experi-
ence they have received or expect to receive. They were asked to
relate their opinions as to the importance of these experiences to
qualification, promotion and career success.

b. The AMEDD Officer Education and Training Survey is discussed
"in Appendix 4.

6. CONTINUING PROFESSIONAL EDUCATION IN THE AMEDD.

a. The effectiveness of the health care delivered and the health
' care education provided by military facilities and institutions must
be continually upgraded. Licensure, accreditation, registration,
continuing education and related personnel and facility credentialings
impact on the specialty education policies in the AMEDD.

b. Internship, residency and fellowship training programs under
direction of The Surgeon General are available to officers in designated
medical and dental activities. These programs provide the Army.with

" ' trained specialists in disciplines validated by The Surgeon General.

The programs meet requirements of appropriate civilian professional
organizations and are formally recognized.

c. In the rather complex problem of physician shortage, financial
incentives are viewed as a major part of the solution. Indeed, pay
received by military physicians is low compared to civilian practice
and that certainly is a demotivator for military practice. A positive
motivator for physicians to serve in the military is the Army Graduate
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Medical Program. Informatior provided by OTSG concerning Graduate
Medical Education (GME) and the role GME plays in retaining physicians
is contained in Part I, Appendi: 5.

d. Continuing Health Education (CHE) has long been established.
as essential to the health care profession. In the past, participa-
tion was mostly voluntary and motivated by professionalism. Most
States now have established requirements for continuing health educa-
tion that also relate to reregistration of licease to practice, member-
" ship in professional societies and insurance plans. These standards
for continued health education are reflected in the military community.
Information concerning Army CHE has been provided by OTSG and is
contained in Part II, Appendix 5.

7. APPLICAIION OF RETO RECOMMENDATIONS TO AMEDD.

a. The overall conclusions and recommendations of the RETO Study
Group aive supported by separate and integrated analysis of AMEDD educa-
tion and training requirements. ' Because the AMEDD operates a separate
management system there will be variation in application of the
recommendations. The purpose of this paragraph is to signal some of
‘the variations in application.

(1) Several recommendations will require substantial modifi-
cation in the AMEDD program. Heavy commitment of resources i: connected

to implementation. In this category are recommendations pertzicing e
to: ’

(a) Development of MQS.
(b) Expanding Basic Course.

(c) Development of Specialty and Functional Courses as .
required., N

(2) Some recommendations will have a'profound impact on
AMEDD officer education and training but are applicable to the Army
~ on the whole and proponencies for the programs are outside the AMEDD.

In this category are recommendations pertaining to:
‘(a) Changes in Senior Service College Ptbgrmn..

: ) Implenentation of Combined Arms and Setvices Staff . i
School and changes 1n USACGSC program.
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(c) Test and selection of best ROTC program alternative.

(3) Certain recommendations will result in procedural changes
only. There are probably no resource implications other than those
already in place (in situ). In this category are recommendations
pertaining to: :

(a) Promotion by Specialty.
(b) Graduate-Level Education.

(4) Elective, rather than obligatory, involvement 1is possible
in the case of recommendation concerning use of the Accession Assess-
ment Center for health profession precommissioning programs. Partici-
pation by AMZDD in establishing physical standards and contribuiion .
to Armed Forces Examining and Entrance Statlons (AFEES) is part of
its continuing mission.

(5) Recommendations to modify DA proponency for OPMS special-
ties, specialty primacy and reorganization within Militarv Personnel
Center (MILPERCEN) may require procedural changes where the AMEDD
Personnel Support Agency interfaces with MILPERCEN. However, these

.recommendations will have no impact internal to the AMEDD officer

manag~ment system because these management procedures are now used
in the AMEDD,

'b. The RETO Implementaticn Plan contains designated actions and
milestones that are applicable to the AMEDD. The plan identifies
the dominant Army agency for action. Based on discussion in para-

~ graph 7a, action may be required by the AMEDD counterpart staff (OTSG),

field operating agency (AMEDD Personnel Support Agency) MACOM (HSC)

" or training and education proponent (AHS)

8. RECOMMENDATIONE.

a. ﬁecommend approval of the RETO recommendations and those
reasonable actions appropriate to implementation within the- Army

' Medical Department.

b. The following adjuvant recommendations are applicable to the
AMEDD. Recommend : ‘ :

1) Consideration be given to utilization'of Accession Assess~

' ment Centers for applicants for AMEDD scholazship and tuition assist-

ance programs,
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(2) Evaluation of officers accessed through the alternative
ROTC programs to be tested IAW RETO recommendations and a determina-
. tion be made on how AMEDD requirements are best met.

(3) Military Qualification Standards be developed for AMEDD
officers.

(4) Analysis and redesign of AMEDD officer basic courses to
support MQS.

(5) Reshaping of the AMEDD officer advanced course.

(6) AMEDD perform analysis, determine requirements and modify
existing courses or develop new izaining to provide short, functional
TDY or nonresident training for officers.

(7) Professional development programs be established based
on availability of Combined Arms/Service Staff School (CAS”) to all
AMEDD active duty officers in grade of major. Determine if certain
AMEDD officer's professional development may be better served by
alternate education or experience. (AMEDD to identify other courses
and establish attendance procedures.)

(8) a. Revalidation of positions and'detegmination of require-
ments for education at USACGSC be predicated cn CAS” training being
available. .

E. AMEDD establish procedures for selection of officers
to attend USACGSC based on availability of alternate training oppor-

tunities and spaces allocated by DA. (Identify alternate training
and establish attendance procedures.)

(9) AMEDD, based on ODCSPER policy guidance, adapt prumotion
by specialty for AMEDD promotion boards.

. (10) Analysis of positions, grade of colonel and higher, and
requirements be determined for-

"a. Education at seniot service college.

' b. Other courses or:educational methodologies for _
',imparting definitive training for high order of specialization of AMEDD
officers at colonel or higher level. (AMEDD to identify other courses

and establish attendance procedures.) -

.¢. No further training or education.
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(li) AMEDD, in coordinatio. witi U.S. Army War College,

develop general officer inter-assigmment transition training/:
education based on specific needs of the AMIDD colonel (P) or
general officer.

5 Appendixes

1.
2.

3.,

4.

5.

AMEDD Education and Training Responsibilities
AMEDD Precommissioning Programs

Present AMEDD Officer Training/Education

. AMEDD Officers Survay

Graduate Medical Education and

Continuing Health Education
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REVIEW OF EDUCATION AND TRAINING FOR OFFICERS

APPENDIX Y

AMEDD EDUCATION AND TRAINING RESPONSIBILITIES

| TO ANNEX V
REVIEW OF EDUCATION AND TRAINING FOR AMEDD OFFICERS

1. PURPOSE. The purpose of this Appendix is to provide a description
of the organization, functions and responsibilities of the Army Medical
Department (AMEDD) pertaining to education and training. : v

2. INTRODUCTION. The AMEDD operates a separate officer'personnell
management system. The objectives parallel those established for

OPMS but are more specifically stated to apply to health profession
mangower, healt: care delivery and careers in the several AMEDD Corxps.

This Appendix shows AMEDD organizatiom and functions for education
and ‘training and depicts a correlation with the MILPERCEN managed

branches which operate under OPMS.

3. ORGANIZATION.
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ORGANIZATION AND RESPONSIBILITIES OF AMEDD
~FOR EDUCATION/TRAINING
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4. RESPONSIBILITIES.

a. (1) At Department of Army level The Surgeon General (TSG)
is responsible for development, policy direction, organization and
overall management of an integrated Arny-wide health services system.
On health and medical matters, including the utilization of Army
Medical Department professional personnel, TSG has direct access to
the Secretary of the Army and the Chief of Staff. He has Army Staff
responsibility for health professional education and training for
the Army. The Director of Personnel has staff responsibility withic
OTSG for those matters. Under the General Staff supervision of the
ODCSPER, TSG has responsibility for exercising career management
authority over commissioned and warrant officer personnel of the Army
Medical Department, except general officers.

(2) The U.S. Army Medical Department Persounel Support Agency
(AMEDD PERSA) operates under the staff gsupervisfon of the Director of
Personnel, OTSG. Advice ig provided by appropriate corps chief and -
consultants. PERSA assists in the fulfillment of TSG responsibilities
for procurement, management and career development of commissioned
and warrant officers of the AMEDD. This broad function iucludes

monitorship and control of the operational aspects involved in the
AMELD education system.

b. MACOM LEVEL. A mission of the Commanding Gemeral, U.S. Army
Health Services Command (HSC) is to provide medical professional
education and training for AMEDD personnel and, a3 required or directed,
other Army personnel. The CG, HSC is under supervision of the Chief
of Staff, U.S. Army., CG, HSC and TSG have a unique relationship.

TSG has Army Staff responsibility for developing, organizing and pro-
viding technical supervision of Army health services as an Army-wide
health services system. The 'CG, HSC, commands, manages and operates
those health services activities. Medical training and eduication

for members of the AMEDD, members of other serviies and authorized
foreign nationals are accomplished in HSC through the Academy of

" Health Sciences, U.S. Army' (AHS).

c. TRAINING AND EDUCATION .PROPONENT.

(1) AHS is the major education and training activity of the

"4MEDD.. The primary mission of AHS is to conduct training for military

personnel in the functions and responsibilities of the AMEDD as
prescribed by law and regulationa. The Academy prepares and conducts

- instructfon in accordance with approved doctrine; and develops doc-

trine for professional, administrative, technical and milicary sub~ {

jects as they pertain to the miseions of the AMEDD.
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: (2) Other training and education of AMEDD personnel take
place at AMEDD Lealth service facilities, schools of other Army com-
ponents, non-Army Federal facilities, civilian education institutions
and commercial organizations and industrial facilities.
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REVIEW OF EDUCATION AND TRAINING FOR'OFFICERS-

APPENDIX 2

AMEDD PRECOMMISSIOI'ING PROGRAMS

TO ANNEX V
REVIEW OF EDUCATION AND TRAINING FOR AMEDD OFFICERS

1. PURPOSE. The purpose of this Appendix is to provide information
concerning accession programs under proponency of the AMEDD.

2. INTRODUCTION. Table 1 displays the 1977 AMEDD accessions by corps.
The source programs are also shown. They are described in this

. Appendix generally in the order listed in Table 1. Scme of the dccess-

ions are from residuals of programs ' that have terminated input. These
programs are identified. Some programs do not fit the precise defin-
ition of precommissioning." Participants in some programs have been
commissioned while in training for the specialty in which they will
serve for their initial active duty tour.
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3. U.S. ARMY HEALTH PROFESSIONS SCHOLARSHIP PROGRAM (HPSP).

a. HPSP is a primary source of AMEDD officer accessions. Scholar-
ship assistance is available to students enrolled or accepted im an
approved school of medicine, osteopathy, veterinary medicine or
optometry. Participants are commissioned in the United States Army
Reserve (USAR), inactive status, and receive a monthly stipend of
$400. During an annual active duty training session the students
serve at military installations. This training is military or pro-
fessional training depending on the experience of the officer. The
minimum term of service for program graduates is 3 years. Withdrawals

from HPSP are required to fulfill active duty obligations in the Medical.
Service Corps.

" b. Previously, HPSP has achieved a near 100 percent fill rate.
However, there is serious competition expected from the similar
National Health Services Scholarship Program. The competing program
requires less payback time; has a higher stivend: has a buy-out
option; allows delay in start of payback time; has guarantee of
intern and residency programs; and a generous grant. to work in a
shortage area., There have been unsuccessful attempts to permanently
counter an Internal Revenue Service (IRS) decision that assistance
and stipends received by HPSP students are taxable. A tax relief
bill introduced in Congress in 1976 was not acted on.

c.. HSPS originally contained provisions for training in dentistry.
‘ Dental spaces were lost due to a program budget decision. Input has
: stopped and only residuals are now acce3ised.

4, PROGRAM FOR MEDICAL OSTEQPATHIC, DENTAL AND VETERINARY
EZDUCATION FOR ARMY OFFICERS (AR 601-112).

- This program referred to simply as AR 601-112, the implemen-
ting regulation, has been terminated The last input was 1 percent
of the 1977 USHA Class.

. b. The program was designed to provide scholarship support to
outstanding Army officers who were highly motivated toward a career
in the AMEDD. The education 1s provided in a duty status with pay- o ,
ment of full pay and allowances and education expenses. Students “~. ‘

‘are subsidized for a maximum of 4 years in returm for additional
service commitment.

c. AR 601-112 has not been a major contributing jprogram. Patt-
icipants already in the program will conclude traini by 1981. '
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5. ARMED FORC.S PHYSICIANS' APPOINTMENT AND RESIDENCY -

CONSIDERATION PROGRAM (BERRY PLAN).

a. This is a draft~connected program. Eligible students were
commissioned in Reserve Components and brought to active duty at a
mutually agreeable time after completion of specialty tr ining.
Input into the program terminated in 1973 with the end ¢f the draft.
There wa. no financial assistance included in this program. Service
obligation is 2 years, .

b. There are only 24 accessions remaining in the Berry Plan. The
last will begin obligated service in 1981.

6.. UNIFORMED SERVICES UNIVERSITY OF HEALTH SCIENCES (USUHS).

. a. USUHS was established by public law in 1972. A charter class
of 32 students was admitted to the School of Medicine in 1976 and 68
freshmen entered ia 1977. ‘USUHS and its School of Medicine are organ-
ized under the Department of Defense. USUHS trains medical corps
officers for the three military departments and the Public Health
Services. Permanent facilities are being constructed near the
National Naval Medical Center in Bethesda, Maryland. Meanwhile the
School of Medicine is utilizing temporary facilities at nearby walter
Reed Army Medical Center.

b. The Army's share of the first graduating class of 32 in 1980
will be 12. Class sizes are expected to increase to 175 students,
‘the planned enrollment capacity of the School of Medicine. The Armmy's
share will increase proporcionately. : s

c. Upon entering the School, students are commissioned as 0-1
in one of the uniformed services. A military experienge is included
_in the summer, o

d. All graduatés must spend their first year hfter‘graduation in
an internship. The service obligation for the 4 year undergraduate
medical progtam 18 7 years. :

'7. MEDICAL DEPARTMENT ZARLY COMMISSIONING PROGRAM (ECP/ROTC DELAY)

- a. This'vas a“draft connected program which provided for appoint~
ment in the USAR while still in school. A delay from active duty was
insured pending receipt of a professional degree. No financial
assistance was included.




c e

b. The ECP/ROTC Delay Program has provided an insignificant
number of accessions since termination of the draft. The program
will be defunct af ter one more year,

8. HAL*ER REED ARMY INSTITUTE OF NURSING (WRAINL‘

a. The WRAIN program was implemented in 1964 aud will terminate
in June 1978.

b. Participants in this program are ordered to active duty in
enlisted status.. The program was conducted in an affiliation with
the University of Maryland. Students received full pay and allow-

- ances, and full tuition and the text book expenses. Graduates of

WRAIN are appointed in the grade of first lieutenant in the Army
Nurse Corps with a 3 year obligation.

9. ARMY STUDENT NURSE, DIETITIAN AND OCCUPATIONAL THERAPIST
PROGRAM, (STUDENT NURSE)

a. Input to the stu&ent nurse program has been terminated.

~ Accessions are from residuals only.

b. The program provided for selected nursing, dietetic and

occupational therapy students to be brought to active duty in enlisted

status while continuing their.studies until completion of their
respective educational requirements for a degree. Graduates were
appointed as commissioned officers in the Army Nurse Corps or Army
Medical Specialist Corps, as appropriate, with a 3 year service,
obligation.

10. HEDICAL SERVICE CORPS GRADUATE STUDENT PROGRAM .

Clinical psychologist and other fields in the MSC which require

- doctoral level training are provided training in this program.

Psychology internship is' provided at an Army facility. The part1614
pant completes the 1 year program and subsequently serves as an Army
psychologist -with an initial 4-~year obligation.

© 11, ENVIRONMENTAL SCIENCE AND ENGINEERING PROGRAM.

This program was terminated in 1975. The program ptavided for
selected enlisted personnel with baccalaureate degrees to be trained
in envirommental engineering at civilian institutions. The partici-

pants were commigsioned in the MSC after completion of required training.
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12. TRAINING PROGRAMS FOR ARMY MEDICAL SPECIALIST CORPS

.OFFICER PRCCUREMENT.

a, This pfogtaﬁ has provan very successful in meeting the needs
of the three special skills found in the AMSC. Under the program
selected graduates are called to active duty for training in:

(1 Diefgtic Internship
(2) Graduate Dietetic Internship

: (3)"U.S. Army-Baylor Uhiversit& Program in Physical
i . . - Therapy '

U(4) Occupational Therapy Clinical Affiliation,

b. ‘The Dietetic Internship program is conducted in select Army
hospitals accredited by the American Dietetic Association.

c. .The Graduate Dietetic Program is conducted at Walter Reed
General Hospital and is affiliated with the University of Maryland.

d. The Army-Baylor Program in Physical Therapy is conducted
at the Academy of Health Sciences.

e. The Occubational Therapy Program is conducted at selected .
Army hospitals. C

13. OTHER PROGRAMS.

a. The preceding paragraphs describe programs cohtributing to
accession (less USUHS) in 1977. Several programs are being initiated
that capitalize .on the professional training and education available
in the Army. Under these programs civilian applicants are commissioned
and trained under auspices of the Army and incur service obligations.
Théqe programs provide nc financial assistance in the scholarship or

~ tuition assistance category. These programs are adjunct to the
existing volunteer program which is the primary source for accessions.
The volunteer program is a - categery of accessions, fully trained
without agsistance from the Army, who elect to serve an initial
service obligation.

14. CONCLUSION.

‘The combined efforts of all present accession programs have nbt
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atiracted sufficient physicians. Legislation to increase pay to
a competitive level and to provide enhancement and equity in scholar-
ship programs is required.
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REVIEW OF EDUCATION AND TRAINING FOR OFFICERS

APPENDIX 3

PRESENT AMEDD OFFICER TRAINING/EDUCATION

TO ANNEX V
REVIEW OF EDUCATION AND TRAINING FOR AMEDD OFFICERS
1. PURPOSE. The purpose of this appendix is to provide information
on ihe present AMEDD officer training and education nrogram. Those

courses operated by and included in the AMEDD Program are covered.

2. BASIC COURSE.

a. Three basic courses are offered in the AMEDD. One course
combines Medical Corps, Dental Corps and Veterinary Corps officers.
A second course combines Army Nurse Corps and Army Medical Specialist
Corps officers. A third course is provided for Medical Service Corps
officers only. Alternate versions of the cources are taught for
special groups. A 2-week version is provided for newly commissioned

" AMEDD officers of the Reserve Components. An MSC orientation course

. ap——— i o

is attended by OCS graduates, branch transfers and USMA graduates.
A basic course is also offered through the nonresident programs..

b. AMEDD basic courses, unlike other basic courses, provide
very little specialty education. The professional degree require-
ments for most D officers translate to specialty training. The

basic courses have|a common purpose to provide basic branch orientatfon

and training to newly commissioned AMEDD officers. This includes a -
general knowledge of the responsibilities as a commissioned officer
in the uniformed services. They are prepared in certain limited but
critical areas for|initial function at their first duty station. The
basic courses do not train for a Specialty Skill Identifier (SSI).

courses are short when compared to other bffiﬁer
length of the average basic course other than .
Lengths of AMEDD courses are: . : : ;

c. AMEDD basi
basic courses. Th
AMEDD 1is 11 weeks.

(1) MC/DC/VC = 3 weeks ' :
(2) ANC/AMSC - 5 weeks , : .
(3) MSC -8 weeks, 3 days.

V‘-jfl
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d. The present short basic course for MC/DC/VC officers was
deliberately designed to permit these newly commissioned officers
to move rapidly to clinical practice. Still some physicians must
report directly to patient treatment facilities bypassing even the
shortest course. .

e. The AMEDD Officer Education and Training Survey asked for
officers to indicate the highest level of military education they
have completed. Table 1 shows the response frequencies by corps and

grade indicating basic course as the highest level of ailitary educa-

tion they have completed.

TABLE 1

PERCENT INDICATING BASIC COURSE AS HIGHEST LEVEL -
OF MILITARY EDUCATION CCMPLETED

LT .CPT MAJ LTC ~ COL

(%) (%) (%) (%) z)
MC S 88.0 92.0 82.0 - 45.0
Dc - 92.9 43.3 46.3 21.6
Ve - 75.0 '28.6 14,3 66.7
AN 37.6 84.7 26.8 9.4 ' 11.1
SP 100.0 67.7 27.3 88.9 66.7
MS 97.2  58.0 0 0 0

f. The advanced course has traditionally been referred to as the

"last" military school attended by all officers. This is not sub-
staatiated by survey responses for AMEDD officers, except in the
Medical Service Corps. The basic.course is the oniy militery educa~-
tion' received by 53 percent of AMEDD officers responding to the sur-
vey. How then qid the basic course fair when respoandents replied to
the question: :

™ihic" one of the following is the most useful
training you nave alrzady received in support
of your primary ‘specialty?"

The possible responses were:
(1) Precommission ttaining
(2) Basic course

V=3=-2
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l " (3) Advanced course :
(4) Resident specialty-related courses (military)
(5) Military correspondence courses '
(6) On-the-job experience (no structured training)
(7) Civilian education/civilian
(8) USACGSC/AFSC

Only 2.4 percent of all replies thought the basic course is the most
useful training received. Table 2 shows the response frequencies by
corps and grade indicating the percent who evaluated the basic course
as the most useful training received. The lack of importance attached
to the basic course is not surprising when the professional degree
‘requirements for commissioning in most AMEDD specialties are.considered.
Except for MSC officers in Specialty Code (SC) 67, specialty skills
are not taught in the basic course. The rather high response from
* Veterinary Corps captains is explzinable. Newly commissioned VC officers
are provided specific training in food hygiene and technology as
applied to procurement, storage, shipping and issuing of subsistence
for the Department of Defense. This training is provided in an orien-
tation course immediately following the basic course. VC officers
view the course as a continuation of basic course.

TABLE 2

*PERCENT INDICATING BASIC COURSE AS MOST USEFUL

LT CPT MAT  LTC COL
(%) (2) (%) (¢9) )

MC -— 1.9

DC L - 1‘-7

vC -~ 10,7 '

_AN 7 6.3

‘P S

Ms 15.0 2.8 .9

* All Blank Spaces = 0Z.

8. The AMEDD officers went further in rejecction of’thé benefits - 1
of the basic course by written comments returned with the survey. - In ; :
summary the following written coument of one officer is quoted:

"My only military training was at HSC, AHS, FSH, TX where I weat
thru the basic course *** It was disgraceful waste of taxpayers' money

[ L
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from my personal standpoint. They didn't teach me apything th;t I

need to know now and there are few tnings I wish I knew too-~ which
they could have but did not teach us.'

h. RETO analysis suppotts an expanded bagic course. The Academy
of Health Sciences has submitted an expanded course of instruction
(COI) to the Office of the Surgeon General for a new AMEDD officers.
basic course. That COI predates. the RETO study. This study recommends

" reshaping of the advanced course. Certain tasks previocusly taught in

the advanced course will be added to thz COI of the basic course. The
AMEDD basic course will require expansion beyond that conveyed in the °
draft COI which assumed retention of an advanced course.

3. ADVANCED coux"sn .

a. A single advanced ‘course is conducted for all six AMEDD Corps.
The course is 23 -weeks, 2 days. The advanced courses for non-AMEDD

officers average 26 weeks and are mostly branch specific. The advanced

course is available tc AMEDD commissioned officers of the Reserve
Comporents, except MSC in administrative and suppiy speclalties, in an
abbreviated nonresident/resident version. The course is available to
all AMEDD officers through other nonresident programs.

'b. The design of the advanced course attempts to recognize the
nature of civilian educacion, precommissioning requirements, service

‘experiences and the mission of each corps im its role as a member of

the medical team. The course design '.i1lows for varying svbjects and
hours by corps. This tailoring is necz2ssary because career prepara-
tion of each corps must involve separately oriented instruction not
needed by all corps to the same degree of gpecificity or not at all.

D) The'ahoftage of physicians has had a_ptbfound impact on the
number of Medical Corps cfficers attending the advanced course. Table

3 provices a comparison oi assets (potential advanced course attendees)

with actual attendance. Career officers attend the advanced course
between their 3d and 8th year of commissioned service. Year-group 72
was selected as the notional group. ' .

V=3-4
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TABLE 3

AMEDD ADVANCED COURSE ~ ATTENDANCE VS POPULATION

MC DC ve AN SP MS TOTAL
! Assets # 3982 1837 394 3600 450 4643 14,906
: z 27 12 3 24 3 31
YR GR 72 # 281 92 21 188 16 274 872
h z 32 1 2 22 "2 .31
', Class 77 # 3 41 5 47 7 244 347
2 1 21 1 14 2 70
7 YR AVG # 3 30 10 57 3 188 292
1 64

4 1 10 3 20

During 1977, 347 (40X) of a notional 872 officers attended the advanced
course. A total of 21 physicians have attended in 7 years. Based on
attendance the advanced course is not in the ncrmal professional develop-
ment patteru for AMEDD officer, except SC 67, MSC.

F d. As stated, objeCC1ves of the AMEDD advanced course are to
prepare the graduate "to perforn duties to which he will be assigned
during period from 5 to 8 years (analyst's emphasis) after being .
graduated."” Staff training is directed at company level through batt-
alion, group and brigade; and from hospital to medical center. Command
preparation covers an equally broad range and level of organizations.
The graduate is purportedly prepared to perform the duties of AMEDD
comaander from the small team up the organization chain to company,
batcalion, group and hospitals.

¢. The instructional philosophy of the advanced course 1s not
" coopiatible with the expectations of AMFDD officers reaponding to the

education and trainiug survey. Sixty-four percent of the officers
answéring the survey replied that their specialty had no opportunities
for command or they did not desire to command. The expectations of
the group closely matched the command experience of the group. Sixty-
two percent of the sample had never vommanded. Thirty percent had
commanded at detachment/company level. Only 7 percent had cummand
experience above company level,

- £. ‘With regard to staff level expectations 37.7 percenc expect
: v to serve at MACOM level; 14.9 percent at DA level and 10.9 percent on’
L installation staff.
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_ g. Forty-three percent of the officers in the AMEDD survey had
completed the advanced course. (35.2%) or higher courses (8%). This

is consistent with the observations made regarding Table 3 where it
was deduced that 40 percent of the selected year group had attended.
Only 1.8 percent felt that the advanced course was the most useful
training or education they have already recejved in support of their
primary specialty. Ranked in decending order, these four training and
education experiences were considered most useful in sunpurf of primary
. specialty .

{1) 35% civilian ecucation

(2) 20.8% resident specialty-related courses

(3) 19.4% precommissioning training

(4) 17.92 on-.te<job experience (no structured’ training)

h. The RETO Study Group analysis does not support the current type
.and duration of the AMEiD advanced course. The advanced course is too
global. It does not meet the requirement for variation in the degree
of specificity needed f:v all AMEDD Corps. Some tasks now taught in the
advanced course should be included in the basic course if supported by
instructional system analysis. Company grade officer developwent

could be better served by special, short, but timely, TDY courses and

' by on-the-job experience.

4, TRAINING AND EDUCATION AS REQUIRED.

a. The hizhly specialized, divergent jobs filled by AMEDD officers
became more apparent in the data gathering effort early in tha RETO
analysis. As a first step in the RETO study effort the training and
education requirements for each officer career speclalty were deter-
mined. The data gathering effort identified the specific duty mod-
uies and training and education alternatives that could best be used.
to impart the broad skills and knowledge required by the duty modules.
The data collected was extensive and, used with other information,
produced scme recommendations for fundamental changes in the officer
education and trainiug system. There remaias a formidable task for
training propouents to develop specific courses geared to rhe pro-
fessional developwant requirements of the individual.’

.b. The diversity in jobs filled by AMEDD officer has been recog-
nized and partially accommodated by the AMEDD. The courses  ( 170)
listed in the AMEDD catalog attest to the availability of specialized
training. An example of some existing courses that are supportive .of
the job-specifi' training concepts are:

V-3=~6
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(1)
2)
)

i o (4)

, ' : : (5)
- (6)
(7

(8)

Egsential Medical Training for AMEDD Aviators
AMEDD Officers Clinical Head Nurse Course
Chief Nurse Orientation _
Armed Forces Entrance Medical Examiners

AMEDD Officer Procurement

Veterinary Laboratory Procedures

Education Technology for AMSC Officers

Dental Command and Staff Course

c. Requirements for new courses were identified without a detailed
and comprehensive analysis of AMEDD jobs. Jobegpecific courses are

needed for:

(1)
(2)
(3)
4)

d. Any

Commanders of Medical Department Activity
Staff of Readiness Regions/Groups
Commanders of TOE Medical Units

Division Surgeons

new courses developed, as well as existing courses, should

be considered in a ncnresident mode.
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REVIEW OF EDUCATION AND TRAINING FOR OFFICERS

APPENDIX 4

AMEDD “)FFICERS SURVEY

TO ANNEX V
REVIEW OF EDUCATION AND TRAINING FOR AMEDD O?FICERS

1. PURPOSE. The purpose of the Appendix 1s to provide information
concerning the AMEDD Officers Education and Training Survey. The

questionnaire survey was conducted to determine the officers' opinionms,

experiences, expectations and suggestions concerning education and
training requirements.

2. THE SURVEY INSTRUMENT. The survey was a variation of the version
used by RETO for OPMS commissioned officers. It contains 95 items.
There was approximately 10 percent change from the OPMS to the AMEDD
survey instrument. Modification was made mostly to terms and refer-~

ences to organizations pertaining to OFMS that were unfamiliar to
AMEDD officers.

3. SAMPLE,

a. Address labels were prepared by leying on two terminal digits
of the SSAN. This was to provide for 20 percent (2,980) sample of
the target population (14,906). The address file was incomplete and
actually 2,725 labels were prepared and surveys mailed directly to the

,officers in December 1977. Responses totaled 1,439 when the input was

closed for processing on 21 February 1978. Slightly unda: 10 percent
of the AMEDD officer strength at that time 'had tesponded

b. When compared with the grade spread of all AMEDD officers the

 survey sample is favorable. Table 1 provides comparison between
‘the sample and the target population., Lower grades (2LT~1LT) were

slightly underrepresented, middle grades (CPT-MAJ) were in closer

approximation and higher grades (LTC-COL) vere slightly overrepteaented.
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TABLE 1

GRADE SPREAD - SURVEY SAMPiE VS TARGET

SAMPLE SURVEY  AMEDD

. (NR) (%) (NR)  (2)
coL 141 9.8 .- 943 6
LIC 232 16.1 1761 12
MAJ 369  25.6 3593 24
CPT - 535 37.2 6346 43
1LT 117 8.1 ' 1483 10
2LT 45 3.1 780 5

1,439 100 14,906 100

c. In comparisons by primary specialty (e.g., Corps) the sample
was underrepresented in Medical Corps and overrepresented in Medical
Service Corps by a similar percent (82). Table 2 provides a compari-
" son of the sample with the corps representation in the AMEDD. A-dis-
crepancy' (26) between survey sample in Table 1 (1,439) and Table 2 .
(1,413) is due to errors in marking responses indicating no specialty
or a non~AMEDD specialty.

TABLE 2

CORPS SPREAD - SURVEY SAMPLE VS TARGET

SAMPLE AMEDD

" (NR) ¢9) - (NR) (%)
MC 263 18.6 3982 26.7
‘DC 184 13.0 1837 12.3
ve - 52 3.6 394 2.6
'SP - 51 3.6 - 450 3.0
AN 303 21.4 3600 24.1

' 1413 100 14,906 100
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4. DATA REDUCTION AND CORRELATION

a. The survey responses vere suhmitted by marking Army Sample
Survey Answer Sheet (DA Form 3421, 1 Nov 77) and by narrative comment
on last page of the survey booklet. .Data reduction and correlation
were performed by MILPERCEN using the Pearson Correlation Matrix.

A file was built by reading the mark~-sense answer sheet. (File
Name - Medical Data Dec 77 - MAJ Williams/DAPC-OPP/4 No 7/325-7412).
Frequency distribution of survey item responses were prepared:

(1) By pay grade by primary specialty,
(2) By pay grade by unit type,

(3) By pay grade, and

(4) By military educationm.

b. Responses based on primary specialty are determined from two
digit specialty codes. Frequency distribution for the Medical Corps
was split into the two s pecialty codes allocated to that corps - SC
60 and SC 61. This 'is an artificial division and is a slight incon-
venience when analyzing responses for MC. Frequency distribution for
the Medical Service Corps was also split into the two specialty codes
allocated to that corps -~ SC 67 and SC 68. When analyzing responses
for MSC the same inconvenience is encountered because the responses
for the two SC must be manually combined. However, there is a natural
division within the MSC and the SC 67 ~ SC 68 breakout is convenient
in making comparisons for the dichotomous Medical Service Corps.

5. ANALYSIS OF THE DATA.

a. A complete analysis of the.correlated data has not been under-
taken. The data made available by this survey was extremely useful
but the volume grossly exceeded tae analytical resources available
in the RETO Study Group. The data has been reduced to an easily
manipulatable form. HBard copies of the data will be included in the
historical documentation provided to the AMEDD by the RETO Study
Group. Further analysis is recommended. Data ma; form a base for

.historical comparison with future surveys to ‘estahlish trends in opinions

regarding education and training

b. Table 3 contains some responses to selectad items from the ‘
survey. These items were gelected from a portion of the survey in which
respondents were asked to indicate their agreement or disagreement

‘with statements. The statements were neither proposals nor alternatives.
 The items were simply 1ntended to identify attitudes within the AMEDD

officer corps. In response to the list the officers. surveyed were
asked to indicdte (1) strongly agree, (2) agree, (3) no qpinipn,

. V=f=3

' N .
1 AR Ao B B b bt -t b 1 s £ R



L3 A% DI S

(4) di-agree, (5) strongly disagree, or- (6) don't know. The
responses are displayed by AMEDD Corps. The percent is a combination
of the "strongly agree' and "agree" replies. A column has been
included showing OPMS responses for comparison.

6. NARRATIVE COMMENTS,

a. The last page of the survey booklet was blank except for the
following note soliciting comment.

There may be some portion of the officer education and
training system which you believe this survey has not
adequately addressed. = In additiom, you may wish to
expand upon or explain some of your answers, or to make
other comments. Please use this sheet for that purpose. .

The h idwritten comments that were received added still another dimen-

sipn 1 the survey. The narrative comments defy quantification. and re
mostly negative. ' Any attempt to summarize is subject to claims of
bias. There is an overall dissatisfaction with the military training
at basic course level, the lack of opportunity to train, seemingly

 unfair selection for training, inappropriateness of military training

to specialty qualification, and promotions. The analyst in choosing
excerpts 1s nct attempting to increase bias but rather to report some
more data available from the survey. The respondents were asked to
indicate specialty and excerpts are grouped by specialty (corps)

b. Some of the narrative comments received on the AMEDD Officers
Survey are quoted below:

(1) Medical Corps:
'(a) '"Promotion is based on who you know," .
(b) "Command positions should be given to those who
want to command."
: (c) "Arbicrary age limitation for ‘active duty shculd be
eliminated."”
(d) "The basic course at Fort Sam wae a JOKE "
" '(e) "Continuing health education for pathologists in

' USAREUR is a total complete unadulterated wasteland.

(£) "The Army should give military medical specialists
ample opportunity to train with civilians."

. (g) '"Medical post. .graduate.education in the Army, de-
penuing on the medical center and the medical specialty, can be as
good as in the civilian sector -and often 1s.”

(h) "All AMEDD officers (1nc1uding MC's) should be

encouraged to couplete at least a "short advanced course."

V=b=4
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(i) "I am currently enrolled in the AMEDD QACC E 23
which I find incredibly dull."

(j) "At one time career Medical. COtps officers were.
tequired to attend the long basic and, if equivalent credit has not
been obtained, the long advanced course."

(k) "I have more than 5 years in grade as permanent 0-6
so my lack of military "training" didn't hurt me."

(2) Dental Corps:

(a) , "Generally speaking, the dental facilities and
educational opportunities for dentists is (sic) good.™

{(b) "I think there are no incentives in the Medical
Dept. and Dental Depts. to keep specialist abreast professionally,

. except personal.initiatives.”

(c) "A few select individuals who have interest and
potential for high staff positions as GO slots in the Dental Corps
should attend AWC."

(d) '"We receive civilian training and certification and
do our thing in the Army, just as we would on the outside.™

(e) "We can't even get floor wax for the clinic."

(£) "Managerial experience and training is a gust!"

(g) "1 strongly believe dental officers should be '
allowed attendance at Level 4 USACGSC to be able in a senior position,
to relate health care to the rest of the Army."

(h) "I haven't béen to Level .4 school yet but I doubt |
it will increase my professional competence.

(3) Veterinary Corps:

(a) "The basic course does not consider the variety
(or lack) of education received by Vetetinarians in our ptimary '
"specialty” in the Army, i.e., food inspection.”

(b) "All 64 officers (DVM's) should receive civilian

. graduate education (MS or .PHD) prior to LTC.”

(c) 'Medical professionals would probably need courses
that are more management orjented,"

(¢) ™“officers who have this special:y and have achieved
either a PHD degree or board certifization should not ba required to

attend advanced military schooling since it 1is irrel.vant, 1mmaterial
and useless for the specialty."

(4) Army Nurse Corps:

(a) '"Tha correspondence course form of education and
ttaining is probably the most wasteful of methods."

V-4=5
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(b) "I feel a great need for correspondence course
Army~wide in ANC specialties.”
‘ (c) '"What has USACGSC got to do with giving actual.
patient care to critically ill and injured or those just i11?"
(d) '"During the Viet Nam War nurses were accepted into

the Army with a diplowma in nursing and served more than satisfactorily.”

(e) "I believe that it would be 10 steps beckwards for
the Army to go the way the Navy and Air Force have in commissioning -
non-grad degree nurses." .

(£} "The duties of any Registered Nurse cahnot be com-
pared with duties of any anesthetist either in military or in. civilian
life."

(g) "I am uncertain about the impact of advanced schooling
of any tyne (above the Masters or USACGSC level) on promotion board
decision.

(h) 'My BS is in nursing, my Masters is MSP, Master»pf
Social Planning, with curriculum emphasis on health 'planning; I am
a part-time doctoral student for DNSC. I am a CPT (P)."

(1) "The Army does not 'provide equal educational Opportun-
ities for USAR officers."”

(3) "I am suspicious of and alarmed by the possibla
institution of 'specialty qualificartion standards'. :

(k) "I feel that the basic officers course for AMEDD/ANC
officers should of{er more orientation toward Army organization.'

(1) '"Our organization is somewhat different from that of
the 'Regular Army'."

- (5)" Army Medical Specialist-

(a) "Training for first assignment is too broad and not
- directed towards performance of a job."

(b) "I sincerely believe that the present officet
education/craining model 1s excellent.” '
' (¢) "I feel DA should encourage doctoral level training

in one's specialty if that specialty is medically or socially oriented.”

(d) " "I dislike each move because of its cost,'disrupﬁ
tion of family etc. but each time I moved (03 below) I grew with
each new experience."

(6) Medical Service Corps:

(a) "This survey smacks throughout of an attempt to °
. identify "ticket punches' necessary for promotion and assigmment."

i (b) "Not everyone is a commander, nor do they desire
that title." ;

———— . r——
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(c) '"There is a lack of command positions in this
specialty." ‘

(d) "Basic course does not adequately prepare an officer

‘for this job.":

(e) "One of my driving teasons to stay on active duty
is to get the graduate education I desire.”

(f) '"Formal education,i.e., graduate education, is fre-
quently used to arbitrarily separate some people from others as teing
‘aore qualifiad' " ,

(g) "In many cases the OER is a joke.

(h) "A USACGSC graduate's performance in a' given job
is worth no more than similar p:rformance by a non-graduate."

(i) "In MSC, many officers are excluded from consideration
for attendance at USACGSC because of their specialty."

(j) "The Medical Service Corps is made up of apples and
oranges."

(k) "4X of all commissioned officers are full colonels,
while only 1% of optometrists are full colonels.'

' {1) "A professional examination for the officer corps

should be required for promotion tc field grade.'

7. CONCLUSION.

The . responses from AMEDD officers to the survey of education and
training support the general conclusions and recommendations of RETO
Study Group —— realigmment of the officership training/education and
the development of specific training to support professional develop-
ment. The requirement is underscored to maintain an AMEDD officer
education system that prepares the officer for military and specialty
duties to contribute to the overall mission of the Army.
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REVIEW OF EDUCATION AND TRAINING FOR OFFICERS

APPENDIX 5
GRADUATE MEDICAL EDUCATION AND
COLTINUING HEALTH EDUCATION
TO ANNEX V

REVIEW OF EDUCATION AND TRAINING FOR AMEDD OFFICERS

1. PUTPOSE. The purpose of this Apperndix is to provid -+ -1l -infor-
mation concerning Graduate Medical Education (GME) and . ..uirg

Health Education {CHE).

2. INTRODUCTION.

a. The AMEDD officer development programs include graduate specialty
education in several disciplines. The programs are available in
medical and dental activities. Training may be offered in civilian
facilities if trairing is no: available in Army facilities.

b. The Army programs are accredited or credentialed by nationally
racognized accrediting agencies and associations. The programs' result
is the highest level of technical ¢ompeteacy. They are very important
in recruiting and retention of AMEDD manpower, : v

c. A most critical ptoblem exists in the recruiting and reten=~
tion of physicians. The problem is complex. Solutions are elusive,
Yet, there are two, fa:tors that are coumcn to any investigation into
tlie proolem. They are pay and npportunities for ptofessional educa-
tion and training.

Ad. Infomat.ion papers concerning CME and CHE for physicians have
been furnished by OTSG amd are published here as Parts I and II,
reppectively .

V-5-1




\
" —————

PART I - GRADUATE MEDICAL EDUCATION

1. The demise of the draft and the concomitant decrease in the

"draft - driven" Berry Plan has caused a significant shortage of
specialty trained physicians in the Army Medical Department. Coupled
with the above, the AMEDD has been limited to a total of 1,140

interns, residents, and fellows in training. This falls far short

of producing the number of specialists mecessarv to meet the operational
needs of the Army. ' ‘

2. Recognizirg these shortcomings, the Congress passed the Health
Professions Scholarship Program (HPSP) in 1972. This program allows

a student to receive a stipend of $400 per month plus full tuition
assistance while attending medical schrol. ‘Upon completion of medical
school, these students are required to apply for First Year Graduate
Medical Education (FYGME) in the Army. The Army in turn, will

have an increased requirement fcr FYGME training p.iitions in order

to accomodate these students. The FYGME year, formerly called intern-
ship, is an essential part of mecical education. The American Medical
Association, as well as most all State Boards of Medicine, strongly
indor: : *he FYGME year of training by stating that an individual is
not competent to engage in thLe independent practice of medicine until .
he has received the year of training.

3. S:.jequent to interaship training, a physician who wishes to
become a specialist must undergo 2 to 5 years of additiozal Graduate
Medical Education (GME). The Army's own GME programs are the source
of the majority of the trained specialists in our hospitals today.
Well over 80 percent of the physicians wko enter the service from
civilian life do =0 in order to go directly into internship, residency

‘or fellowship training. Thus the various training programs; including

the HPSP, are clearly the 'number one recruitment incentive for Army
physicians. The GME programs also have a signiticant impact on
retention of physicians. 3Studies indicate that approximately 30
percent. of Army trained physicians remain on active.duty beyond their
obligated service time. This compar»?s with less than 1 percent reten- .
tion of civilian trained specialists.

4, Becausge of the pivotal role of the GME programs, the Office of

The Surgeon General has taken steps to expand these programs. . By making
use of unfilled MC spaces it is ponsible to increase the number of
physicians in training while causing no concomitant decrease in the
number of physicians in "operational® billets. It is important to

. emphasize that there is no "competition" between the number of phys-
'{cians in training positions and the number in nontraining-pbsitions.

If the physicians were not in training positions, they would not be

- in the Army; nor would a majority of their trainers. If this wera to

occur, we could neither train for the tuture nor have these physicians
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available to provide health care now.

5. It becomes élear, that the Army ﬁraduate Medical Education
programs and the medical centers in which they are ccnducted must
remain strong and viable in order for the Med.cal Corps to survive.
The medical centers are as necessary for Medical Corps training as
Fort Benning is for Infantry training. 'Withcut thase training
programs the Army will not be able to have the medical and surgical

‘specialists necessary to provide the high quality health care which

our soldiers and their dependents demahd and deserve, nor will it
be possible for us to meet our mobilization requirements.

PART II -~ CONTINUING HEALTH EDUCATIOMD

1. On,17 April 1967 the Honorable Cyrus Vance, then Deputy Sétretary
of Defense, issued,a memorandum for Secretaries of the Military Depart-
ments concerni, 3 attendance at Professional Medical Conferences which
stated: e

With the rapid changes in medicine and the
emphasis throughout the medical community

of continuing professional education and
training, it is desirable that all Medical
Corps ofiicers stationed in the United States -
be '‘afforded an opportunity to attend at least
one professional medical conference per year
on TDY basis. Those stationed outside' the
United States should have the same opportunity
to the estent that their location ard military
operations permit. It is desired that you modify
your services regulations to reflect the above
concepts. '

 On 3 August 1967, the Deputi Assistant Secretary of Defense (Healcﬁ

and Medicine), Shirley C. Fisk, M.D., cited the Vance memorandum
stating: : ' : : o

The memorandum vited above deals only with the
question of attendance of Medical Corps officers

at professional medical conferences. It represeats
one of a series of actions recently initiated with-
in 0SD in an attempt to reverse unfavorable trencs
.in medical officers retention. The fact that it
refers only to Medical Corps officers should not be -
construed to mean that your policies relating to

L
e
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the attendance of dental, veterinary and other
medical service officers of the various health
professions should necessarily be changed. Such
officers should be encouraged to attend zppro-
priate professional conferences to the extent
that available funds will pormit.

2. DISCUSSION:

a. Trz ending of the draft and the cessation of programs such
as the Berry Plan have severely taxed the ability of the AMEDD to
replace its attritions once the pay-back time for graduate medical
educz"ion has been completed. It can be expected that any reductions
in continuing health education can only add to the long list of cut
backs in available services to the active duty Army member and his
beneficiaries and to the retired member and his benficiaries. Adverse
ramifications of such reductions will most assuredly te felt in the
.ongoing intensive recruitment and procurement of physicians for the
AMEDD .

b. In the arena of the maintenance of high standards for health
professionals 'In an ever-expanding state of the art and technclogy
explosion, AR 40-1 states, 'A member of AMEDD may not be assigned
to perfora professional duties unless qualified tc perfcrm those
duties, If the dutiee to which a member of the Army Medical Depart-
ment is assigned favolved professional work that is the same or
similar to that usually performed in civil life by a member of a

" learned profession, the member must possess cualifications by educa-
_tion, training, or experience equal to or similar to those usually
required for member of that profession, unless prevented by the
.exigencies of the situation.”

¢. The trend toward Accountability in the health professions
has stirred many states to enact 'legislation which mandates contin-
uing education programs for those health professionals licensed
within their respective states and which places great pressures and
sanctions such as relicensure which would compel health profeasionals
to continually update their akills and knowledges.

d. Continuing educstion {is recognt:ed as a major co-ponenc in the
sustaining effort of health. care prcfessionals to maintain effective-
ness (required knowledge and skills to deliver/rendcr quality patient
care). Clear trends are discernable with respect to ever increasing
. continuing education requirements tied to relicensure, recertifica-
tion, sustaining membership in professional societies, and by the
Joint Commission of Accreditation of Hospitals in respounse to the
ever expanding knowledge base, increasing consumer demands and expect-
ations, vhich culminated in the malpractice crisis. Those increasing
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. malpractice claims against the health professionals add further

"fuel to the fire" for maintaining a current state of the art
which is satisfied only by continuing health education.

- n, 1t should be noted that all ﬁrofessional societies have
voluntary continuing educatfon programs and have incorporated main-

tenance of knowledge and skills in their code of Ethics as an expected’
part of professionalism.

f. In addition to Federal requirements legislated in the Profes~
sional Standards Review Organization Act (PL92-603), cirrent
enphasis on utilization review, medical audits, and the Joint
Commission on Accreditation of Hospitals are focusing attention on
continuing education in the credentialing and reappointment process
assoclated with granting of clinical privileges. This would include
in addition to the AMEDD officer branches, AMEDD warrant officer
and enlisted personnel in fields such as physicians' assistant, bio-

medical equipment maintenance tachnician, and prosthetics-orthotic
specialists, :
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REVIEW OF EDUCATION AND TRAINING FOR OFFICERS
: N

ANNEX W
WARRANT OFFICER PROGRAM

1. PURPOSE. The purpose of thic Amnex is to address those
aspects of warrant officer development and employment which
require modification to more closely align the program with
the definition and purpose of warrant officers, as outlined
in applicable Army regulations, and to imporve education
and training for warrant officers in consonance with the
needs of both the Army and the warrant officers.

2. GENERAL.

a. Prior to 1378, the U.S. Army Warrant Officer population
"of some 13,000 was organized with 86 specialties spread among
the 4 grades of Warrant Officer Junior Grade (WOJG), and Chief
Warrant Officer (CWO) 2, 3, and 4. In April of this year
a consolidation action initiated by the Office of the Deputy
Chief of Staff for Personnel reduced the number of war~ant
officers speclalties from 86 to 59. The comsol:dation action
was the result of just one of the many studies which have
been conducted in the past few years addressing the need for
maintaining a group of highly technically oriented .
specialists. Howevzc, with one major exception, the studies
have been "cosmetii." ia nature and oriented toward mirroring
the various commiusioned officer programs. This {s apparent
vhen one compares the military and civil education oppo:tunities,
or DA Pamphlet 600-11 (Warrant Officer Professional .
Development) with DA Pamphlet 600-3 (Officer Professional
Development and Utilization).

.b. The "Aviation Warrant Officer Program and Enlisted
Aviation Study of 1977" recommended many significant changes
to the training , education and management of warrant officers in
general and ghe aviator warrant officer. in particular. Twenty-seven
of the recommendations, 16 of which are in the Aviator program,
have been approved by the Army Vice Chief of Staff. The study
also addreased one of the more significant problem areas in
the warrant officer program, aad that is "stating and justifying
requirements in a tisely -anncr during the PIanning Programing
, and Budgeting (PPBS) cycle.”

3. MILITARY EDUCATION. The military school system for Army
varrant fficers is designed to provide training and education
at three levels and consist of an Orientat‘on Couroc, Mvanced
Course, and Senior Courcc.

\
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a. Orientation Course. Training fuve newly appointed warrant
officers was discontinued in January 1975. Since thzt time,
it has been determined that although the new warrant officer
possesses technical competence, his performance of other
officer duties and appreciation of acceptable officer conduct
appeared to be lacking. As a result of the "Aviation

:Warrant Officer Study" recommendation, a formal training
, program is being reinstituted to orient new warrant officers

as to expected performance of duty, additional duties and
acceptable conduct of an officer.

b. Warrant Officer Advanced Course.

(1) The Warrant Officer Advanced Courses (WOAC) are
designed to renew technical knowledge, update existing akills

* and increase technical proficiency. Attendance is currently

on a best qualified basis and the primary zone of considera-
tion is from 4 to 9 years of warrant officer service.
Approximately 50 percent of.all those eligible ar= selected.

(2) The advanced courses currently being provided
vary in length from 7 to 31 weeks. Although approval was
granted in May 1977, to conduct courses for the 16 warrant
Military Occupational Specialties (M0S) which do rot
currently have an advanced course, these courses are not
as yet operational.

(3) 1Two advanced course related issues were .
identified: selection of only 50 percent of tiie eligibles for
attendance, and the wide variance in the nontechnical course
of instruction (COI) offered at each. If the purpose of

the courses is as stated, then the rationale for only 50

percent attendance or a variad nontechnical COI is suspect.

(4) The current attendance target appears to .

' support a two-tiered system in which one-half of the units

authorized warrants will have trained technicians, while the
other one-half will have those who are much less qualified.

(5) .A more rational égutqe of actfon is to hold
course length to a minimum, and maximize Temporary Duty (TDY)

" sttendance of all those eligible, thereby achieving the

relevant functional training for all at costs comparable
to the current programs. .

¥-2



c. Warrant Officer Senior Courie.

(1) The Warrant Officer Senior Course (WOSC) 1is a single,
MOS~immaterial course open to all specialties. The Senior
course is approximately 6 months in duration and is convened
twice annually. The Army sends about 75 students to each class.
Due to the small numbers that attend, the selection
process is highly competitive for those CWo's 2(P), 3 and 4
who have completed 9 years of warrant officer service. The
stated purpose of the course is “to prepare selected
individuals for successful performance in the most demanding
positions in their career fields." The current class consists
of 71 warrant officers, with an average of 1€.4 years of
active service and 10.1 years of warrant service.

{2) Poliicy guidance provided the selection board
states, on the one hand, that warrant officers are, by
definition, "skililed techniciana whose career patterns
are narrowly focused on their technical qualifications.”
Their assignments are normally repetitive in nature in order
to maintain their 'skill at a high level. At the same time,
the board is instructed to place a premium on "demonstrated
managerial talent and breadth of understanding.” Additionally,
it is stressed that the most demending jobs in each specilalty
are those that require the individual to integrate the functions -
performed in the MOS with broader Army functions, including
the development of effective interface with higher, lower
and adjacent headquarters, govermuent agencies, and civilian
contractors. Guidance further notes that many specialties provide
opportunities for the best qualified warrant officers to
work in positions requiring the management, monitorship or
direct supcrvision of command vide or worldwide programs within

. the scope of their MOS.

(3) Evidently, then, the course must be primarily
MOS-immaterial, with a broad and general COI considering the
varied backgrounds of the student body. In addition, since
positions. are currently not graded, ncr military schooling
prerequisites prescribed, the applicability of instruction to
the follow-on assignment is 8t best, doubtful. It cannot ‘
be said that this course of. instruction is essential for
technically oriented personnel or that it fulfills the purpose
for which it was established. There appears to be no
'requitement for the COI presented at the WOSC..

4. Civilian Education.

: a. The Army's minimum educationai'goal<for warrant officers
is the achievement of an Associate in Arts (AA) Degree prior
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to completion of 15 years service. The Army Educational -
Requirements Board (AERB) has validated only three

positions for advanced degrees. Currently there is no

program which validates positions requiring undergraduate
degrees or AA degrees. The Medical Corps has a 2-vear.
preappointment academic program -- the Military Physician's
Assistant. Baylor University recognizes this program and

awards the Associate of Science Degree upon successful
completion of all training phases (12 months of training at

the Academy of Health Sciences and 12 months of on-the~job-training
(0JT) at an Aymy hospital). At present, approximately 68
warrant officers are afforded the opportunity to pursue civilian
education annually under the fully funded, 18-month, Associate
in Arts degree program. The service obligation incurred is 3
years for each year of schooling with a maximum obligation of

4 years. Of the 68 warrant officers participating,
approximately 50 percent are in aviation specialties. Under

the degree completion program, which may authorize up to

18 months resident schooling, the annual input approximates

93 warrant officers. -

b. A survey conducted in Novemher 1977, which sampled
views on warrant officer education, reveals the civilian educa-
tional level of 1,543 respondents as follows:

38 with MA degrees,
256 with BA degrees,

480
669
95
5

with AA degrees,

with some college,

weve high school graduates, and
d%d not answer '

When responding to the question: “For which of the following
is graduate-level civilian education primarily useful?", 807,
or 52 percent selected ' staying competitive when considered
by promotion/selection boards" fPreparing for a civilian
career after leaving active duty" was the choice of 429, or
28 percent. Omly 195, or 13 percent selected "gaining
knowledge required in my primary M03", while 2 percent -

or 26, felt it applicable to their secondary MOS. The

great majority, 83 percent, identified OJT and resident
military courses as the most Important training presently.
available in theéir primary MOS. Regarding the most important
training or education which should be provided in the primary
HOS, the response was as follows:

W-4
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Percent Training or Education

46
31
11
5
4
.2

Resident military instruction
0JT

Civilian (nondegree) specialty
training

Undergraduate civilian schooling,
Graduate civilian schooling, and
Nonresident military instruction

Although 19 percent of the respondents had attained
undergraduate and graduate .level degrees, only ore-half
of that group chose to classify it as the most impovrtant. .

¢. Clearly the great ma3ority of warrant officers are
of the opinion that civilian education is not a major con-
tributing factor to accomplishing their MOS-related duties.
The respoudents do concede, however that civilian education
increases their primotion potential, and the results of
temporary promotion boards to CWO 4 and CWO 3 tend to support

that conclusion.

"d. Although all but a small minority appreciate the merit
of continuing education, tlie goals and objectives stated in
regulations are often interpreted erroneously, or used as a
discriminator by those charged with evaluating and selecting
subordinates for advancement and assigmments. The application
of general college level credentials to technically oriented

. functions is questionable, particularly when such credentials
are not required for initial appointment. Comparison of the
technical credentials to those required in the civil sector
‘appears more appropriate. For the great majority of
technicians, vocational certification is all that is required,
and this may be accomplished through an apprenticeship, "on-
the-job", or by completion of a recognized vocational training
program. Advancement into managerial positions often
requires a transition from technical/vo ational aspects to
the higher levels of formal education. |Opportunities are thus
availabie for those so inclined to seek|positions of greater

.responsibility. Hovever, technicians should not need to
cross this career-path bridge to pursue | upward mobility
through the progressive tecunical echel 8.

e. As is the case in the Army, the|U.S. Navy
has recognized a need for warrant officers who serve and are
developed as officer technical specialists. Additionally, the
Navy has limited duty officers who serve and are developed

PRI
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as officer technical managers. Competition within both
programs is keen and personnel desiring to participate are
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encouraged to begin preparation early in their careers through
OJT and specialized school training as well as nonresident
courses. As advertised, the limited duty officer and warrant
officer programs are the primary enlisted-to-officer programs
which do not entail a college education. The Navy population
in each of the above categories approximates 3,000.

f. The US Air Force does not have a warrant officer program.
Driven by economies which are derived by reduced managerial
overhead and retirement/life cyci. costs, the Air Force elected -
to terminate warrant officer procurement in 1959 and to use
enlisted technicians in their stead. The Air Force relies on
training low cost, high flow nonrated junior officers to
provide technical management .

g. The current policy stated in paragraph 1-5b of AR 621-5
which establishes a minimum educational goal of an AA degree
for Army warrant cificers prior to the completion of 15 years
service has proven not only of doubtful validity, but has been
disruptive as well. Upon being appointed on a best qualified
basis within their technical speclalty, the majority of warrant
officers are subjected to undue pressure to meet a formal
educational goal that has quustionable applicability to
accomplishing the primary tasks associated with their jobs.

h. Instead of setting arbirary educational gogls by
category, the policy of the Army should be to encourage the
continued pursuit of academic credentials by all military
personnel irrespective of category. This should be accomplished
primarily by providing personnel the opportunity to participate
in higher education endeavors during off-duty periods and/or
through full-time, nonfunded programs. Participation
in full-time, nonfunded programs should be tied to designated
disciplines which have military applicability. Additionally v
some personnel should be provided the opportunity to participate

in funded educational programs. In such cases, these

personnel should be assigned, ‘or scheduled for assignment, to

' positions which have been validated as possessing requirements

for a specific level of education.

.5. GRADING OF WARRANT OFFICER POSITIONS.

a. For manpower accounting and budgeting purposes, oificer
strength is authorized ty the Officer of the Secretary of Defense
(0SD) as a bulk figure. The Officer of the Secretary of Defense,
Officer of Management and Budget (OMB) or Congresasional |
constraints are normally being imposed late in the PPBS cycle. -

Based on these constraints, the Office of the Deputy Chief of Staff
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for Personnel (ODCSPER) is forced to make a determination

on the number of warrants and commissioned officers to make
up the budgeted force structure. The Fact that authorization
documents do not indicate relative levels of warrant officer
development, experience, education or training normally associated

with a grade, further complicates the decision as to where

the constraints should be applied. Since warrant officers
can be procured from the noncommissioned officer (NCO) ranks
in arelatively short period of time, their acquisition can
provide the Army with flexibility in meeting year-end officer
strength levels. This solution, however, creates erosion of

_technical experience in the enlisted ranks. ‘Conversely,,separation

of specialists (WO's) who have been developed over extended periods
at a significant cost represents a lost investment. Finally,

the number of warrant officer specialties compound the ultimate
decision process for retention or release.

b. Some studies conclude that warrant officers are promoted
primarily to provide career incentive since, as technicians,
they possess all requisite technical skills to perform at all
grades in a given MOS at the time of appointment. If so, many
existing warrant officer educational and training programs
are indeed suspect. On the other hand, various other studies
indicates that valid Army requirements dictate the retention
of a group of technically oriented persomnnel above enlisted
grades and below commissioned officer status, .which is
characterized by broader training. If the latter is a valid
argument , the requirements should be defined in order to insure
proper assignment and utilization of personnel, and proper orientation
of their education and trairing programs.

c. In analyzing the warrant officer appointment promotion
and retention systems there appears to be a disconnect. The
current allocation of Regular Army (RA) appointments is
made in consonance with the stratification of the warrant
officer corps by specialty density and year-group. On the
other hand, temporary promotions are based on selection of
the best qualified regardless of specialty. Since positions
are not graded, it appears that certain management groups as

-well as military occupational specialties within management

groupings fare much better than others. At the same time,
within management groups, senior warrant officers are attracted

to certain specialtes to take advantage of favorable

assigmnment/distribution patterns. For example, 73.2 percent
of the Combat Support and Combat Service Support Fixed Wing
Pilots are serving in the top two grades (21.72 as CWO &

and 51.5 as CWO'3). 1In direct contrast to these figures,

only 35.1 percent of the Attack Helicopter (Cobra) pilots, .
the "business" end of Army Aviation, are in the top two grades
(5.4% as CWO 4 gnd 29.7% as CWO 3).

w-7
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d. ' The "Aviation Warrant Officer Program Study" of
Nevember 1977 recommended that warrant officer positions
not be gradei. The findings leading to the recommendation
were as follows:

(1) Major Comrands (U.S. Arwy Forces Command (FORSCOM),
Materia. L avelopuent and Readiness Command (DARCOM), and
the Training and Doctrine Command (TRADOC) do rot
support grading warrant officer positions.

(2) A grading criteria eqﬁitabie.for all warrant
officers is not feasible.

(3) Grading posiﬁions would not guarantee experienced
warrant officer aviators being assigned to unit
level.

(4) Grading positions would require promotions to match
the grade structure, causing inequality of
promotion in different MOSs.

(5) Experience at unit level, MOS and grade imbalances
for warrant officer aviators can be solved by early
mission-tracked training supported by distribution
and management systems.

The findings at subparagraph (3) and (&) are two-sided While . -

one may feel that grading positions would nct guarantee proper

assignment and may cause inequality in promotion by MO., the

same can be said of the current system which is without any

device or yardstick to evaluate the degree of deviation from

the optimum., Although US Army Military Persomnel Center (MILPERCEN)

can currently allocate assets according to established priorities

the final assignment within the major. commands is not guided

by standard criteria. It is interesting ‘to note that the

solution. for aviation warrant officer utilization indicated

in subparagraph (5) is, in essence, a means of grading

positions (i.e., early mission~tracking supported by distribu-

tion and management systems). This system would provide units ;
with' the appropriate mix of warrant officers by level of.. ' S
experience, training, education and management expertise.
“Since these aspects can be "rank ordered," it 1s relatively
simple to associate tlem with an appropriate grade. The major
obstacle is to determine valid Army requirements or jobs
which must be done, and the appropriate levels of develop- ST ;
ment required in each category. :
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e. How should the grading be accomplished and ir
Obviously, this is an area of great concern to ms”_ . .ne
manner in which it is done and the timing is paramount. All
too often a decision is made and hastily implemented within
such s short period of time that the desired results are
not totally achieved.

- {

f. First, it is essential to do a complete "front-end"
task analysis of the warrant officer positions within the force
structure. What do warrant officers do and what shoald warrant
officers do? One cannot properly answer this two-part
question by analyzing current warrant officer positions in
isolation from senior technically oriented NCO's as well as
junior commissioned officers. It is essential that if the
detailed analysis is to be done properly, the delineations of
responsibility between these associated grades which curremtly
exist must not be inviolate.

g. Once the general boundaries are established, and jobs

which must be preformed by warrant officers determined the ancwers
to the remaining questions may be sought.

(1) What technical training is required?
(2) What education is required?

(3) What experianee i1s required?

(4) What supervisory skills are necessary?

(5) What technical management capability should be possessed?

h. Based on the answers to these questions, an informed
» judgement may be made regarding the appropriate grade which
should be assigned to the position. In addition, the same
information will dicta*e where and when training should be'
accomplished as well-as the proper course curricula to train,
educate'and develop warrant officers progressively based
on the valid needs of the Army.

i. Implementation of the grading as well as supportive ' o - i
training and educational programs must be phased to

minimize turbulence and maximize the effective utilization : i
of existing resources. ‘ i

6. RECOMMENDATIONS. The ODCSPER should take action to insure:

a. That the Warrant Officer Advancea Course be replaced
with TDY functionally oriented courses designed to renew ’
knowledge, update existing skills and increase the technical
proficiency of all warrant officers who require such training

w-9




b. That warrant officer positions be task anaiyzed in
‘conjunc tion with the recommeded “'front-end" analysis of
commissioned officer positions.

¢. That upon completiun of the "front-end" analysis:
(1) Qualification Standards be established for type

-Teble of Organization and Equipment (TOE)/Table of Distributior
and Allowance (TDA) positions.

(2) Functional TDY courses be revised or developed
to support training needs,

(3) The WOSC be discontinued or reoriented to
reflect valid CWO 4 training requirements.

(4) Civilian educational goals be modified in

consonance with validated requirements essential for performance
of duty. ' ‘

(5) Warrant officer positions be gracded in TOE/TDA.

W10
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REVIEW OF EDUCATION AND TRAINING FOR OFFICERS

ANNEX X

STECIALTY HIGHL!CHTS

1. PURPOSE. This Annex examines each off icer specialty, either

separately or in closely related groups, and highlights recommen=-
dations for change that are the product of proponent staffing and
Review of Education and Training for Officers (RETO) analysis.

2. DISCUSSION., Evoluticnary changes to the Off icer Personnel
Management System (OPMS) discussed in Annex R, were presented to

the Chief of Staff of the Army {CSA) concurrently with other RETO
recommendations. Specialty highlights, inclosed with this Annex,

are offered to the Army staff{ for cfonsideration prior to presentation
to the CSA. Eai? inclosure summarizes the more datailed specialty
review notebook~" that contains basic data, qualification statements
and analyses to support RETO specialty recommendations. Adoption of:
these recommendations, though not essentfal to the officer professional
development system. are a positive first~step fo purge inaccuracies

in The Army Authorization Documentation System (TAADS) and to identify
of ficer assigament and skill requirements. In this context, ideas

and uvbservations presented (with primary focus on utilization rates,
assets and requirements within each specialty) highlight a need for
more. precise def inition of Specialty. Skill Identifiers (SSI), assign-
ment by SS5I and o review ¢ all posltion coding.

3. PROBLEH AREAS Problens identif ied below are camnon to many of
the specialties and occur with sufficient frequ~oncy to indicate a
need for system correction.

a. Current SSIs do not provide an adequate basis for personal
management. They are, in general, poorly defined, misunderstood and
inadequate in number; therefore, position coding lacks sufficient
preciseness t» match off icer qualification with position requirements.

1/ "The specialty notebooks were trancmitted to eirher the Director
of Hilitary Personnel !ianagement (DAPE) or to the appropriate non-OPMS
agencies. They are voluninous and thus produced in one copy ‘only.
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b. In a aunber of cases the requirements/assets ratio is too
high to insure professioral development in primary and alternate
specialrties, and to meet total Army requirements. Although it is

desirable tc pair several of these same specialties from a skills
" and knowledge viewpoint, pairing them results in undesirable or
impossible~to-achieve utilization rates. This condition is most
prevalent in complex/sophisticated specialties that require long
range development and prohibits late accession of untrained assets.

¢. The exterzive variety of duty positicen titles in use precludes
accurate determination of position coding. A stancardized procedure
for describing duty positions, through the use of master job descrip-
tion or common duty module listing should be developed.

4. RECOMMENDATIONS. Each specialty “ighlight contains recomaendations
applicable to a specific specialty; oniy those having personnel manage-

ment system impact are summarized telcw. Accordingly, it is recommended

that:

a. Requirements bc validated and assers be increased in under-
aligned specialties. Priority effort should be directed to (1) pub-
licize the requirements and (2) identify new accessions who possess
qualifications for speclalty codes (SC) 21 Engineer, 27 Commurications
and Electronics Fngineering, 49 Operations Research/Systems Analysis,
53 Avtomatic Data Processing, and 86 Traffic Yanagement.

b. Special attention be given to requirements determination in
specialties whose utilization rates are outside of accepted norms
at certain ranks. In particular, it appears thai downgrading of some
pocitions, identifying and separating the specialty immaterial
posi .ons and ersuring that coded positions require tihe desigrated
specii .ty, could improve the demographies and utilizations. A one-
time priority review should be made of the following specialties:

1 (1) 11 Infantry
(2) 12 Arwor
(3) ‘13 Field Artfillery
(4) 14 Alr Defense Artillery - .
(5) 15 Aviaticn
(6) 21 "ngineer

(7) 27 Communication and Electronics Engineering




P

(8) 41 Personnel Management
9) ,42 Personnel Administration
(10) 49 Operations Research/Systems Analysis
“(11) 51 Research and Development
(12) 52 Atomic Energy -
. (13) 54 Operations ard Force'Devélopments

{14) - 73 Missile Materiel Management

- (15) 74 Chemical '

‘(16)' 75 Munitions Materiel Management

' (17) 81 POL Management
k18) .82 Food Management

(19) 83 General Troop Supéort Hatériel Management

;3(20) .92 Supply, Managezent
‘(21) 93fLogist1rs Service Managements

é;;FCertain skills be transferred between specialties as indicated:

4'f(1) SSY &8¢ Unconventional Warfare should be transferred to
combat arms specialties from SC 48 Foreign Area Officer.

(2) Skills/Positions between SC 76 Armaments Materiel
Management and 77 Tank/Ground Mobility Materiel Management be
transferred and the specfalties restructured into SC 76 Combat
Systems Materiel Management and SC 77 Autowmotive/Grouna Support
Systems Materiel Management. At the grade of major certain primary
SC 76 and 77 officers should be converted to primary specialty
91 Maintenance Management.

(3) SSI 238 Media Production should be changed to an
Additipnal Skill Identifﬂer in redesignated SL 50 Training Developments.

(4) Some skills should be 1nterchanged between SC 41 Personnel
Mansgement ai1d SC 42 .Personnel Adainistration to facilitate utilication
and sssignment. . .

X-3




d. Trained assets be increased in SC 43 Club Managemsent.

e. Certain specialties be combined and redésignated as follows:

CURRENT ' o " PROPOSED

(1) 83 Leneral Troop Support 73 Supply and Logistics
Materiel Management Service Management
92 Supply Management ' : -do-
93 Logistics ‘ervice -~do-
Management -

(2) 76 Armaments Materiel 76 Combat Systems Materiel
Management - Management
77 Tank/Ground Mobility’ 77vAutomatic/GrouniASupport
Materiel Management Materiel Management

(3) 25 Combat Communications 25 Combat Communicatious

" Eiectronics ~ Electronics

26 Fixed Telecommunications A ~do-

-{4) 28A and B Instructional 50 Training Developments

Technology and Management

~ f. An undergraduate degree in a business related field be -
required for entry into SC 44 Finance and SC 97 Procurement.

g. The practice of detailing noncombat arms lieutenants to

combat arms positions for a l-year period be reviewed for specialties_-

35 Tactical/Strategic Intelligence, and 36 Electronic Warfare/
Cryptology. Officers in these two speclalties should first attend

a combat arms basic course and achicve a modiffed Military Qualifica-~
tion Standard II qualification in a salected combat arm prior to
attending the 1ntelligence basic course.

h. Two advanced entry specialties be created to identify
positions at field grade level as follovs"

| (1) .01 Senior Military Tecching Faculty.-
(2) 38 Intelligengc Systeas_hnnagénenc, '

. 1. Spectalty 47 Education be giimina:ed.

X
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3o The Army Nuclear and Chemical Agency be designated as the
education and training proponent for SC 52 Atomic Energy.

k. New SSI he created where voids now exist (e.g., SSI for
Forces Development and Combat Developments in SC 54 Operations and
Force Development, and an SSI for Quality Assurance in $C 97 Pro-
curement).

1. More emphasis be placed in on-the-job education and on-the-job
training in SC 45 Comptroller, SC 46 Information and SC 56 Chaplain.

m. A job task analysis be conducted for all positions in SC 49
Operations Researzh/Systems Analysis to support subsequent resiruc-

« turing options, .

n. SC 15 Aviation be retained as a specialty with delayed entry
(approximately 1 year) after Military Qualification Standard I1
validation in a basic entry specialty and be placed into initial
flight training mission track and aviation units related to their
entry specialty. Captains be returned to M)S III qualifying assign-
ment in their entry specialty for full aviation MQS III qualification.

0. Engineering be designated as a priority discipline in the
selection of candidates for precommissioning alternatives to increase

.accessions in SC 27 Communications and Electronics Engineering and

SC 21 Engineer.

p. Specialty 44 Finance be used as a developmental specialty -
for Specialty 45 Comptroller.

SO0 Inclosures

1, Senior Military Teaching Facu;cy - sc 01 (Proposed)

2. Infantry, SC 11

3. Armor, SC 12

4. Pield Artillery, SC 13

5. Air Defense Artillery, SC 14

6. Aviation, SC 15 :

7. Engineer, SC 21 ‘

8. Combat Communications and Electronics, SC 25, and Fixed
Telecommunicstions, SC 26

9. Communications and Electronics Engineer11g, sC 27

" x-5
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- 10.
11.
12,
13.
14,
15.
16.
17,
18.

1
ide

20,
21.
22,
23.
24,
25,
26.
27,
28.
29,
30.
31.

~

“ e

33,
34,
35,
36.
37,
38.
39.
40.
41.
42,
43.
44,

45..

46.
47.

Instructional Technology and Management, SC 28

Law Enforceuwent, SC 31

Military Intelligence, SC 35, SC 36, and SC 37

Personnel Management, SC 41 o
Personnel Administration and Administrative Management SC 42
Club Management, SC 43 '
Finance, SC 44 . '.. '
Comptroller, SC 45

Public Affairs, SC 46

Educatior, SC 47

Foreign Area Officer, SC 4%

Operations Research and Systems Analysis, SC 49
Research and Development, SC 51

Atomic Energy, SC 52

Automatic Data Processing, SC 53

Operations and Force Development, SC 54

Legal, SC 55

Chaplain, SC 56

Medical Corps, SC 60 and SC 61

Dental Corps, SC 63

Army Medical Specialist Corps, SC 65

Veterinary Corps, SC 64

Army Nurse Corps, SC 66

Medical Service Corps, SC 67 and SC 68
Logistics Management, SC 70

Aviation Material Management, SC 71
Communications~Electronics Materiel Management, SC 72
Missile Materiel Management, SC 73

Chemical, SC 74

Munitions Materiel Management SC 75

-Armament Materiel Management, SC 76

Tank/Ground Mobility Materiel Management SC 77
Petroleum Management, SC 81

Food Management, SC 82

Traffic Management, SC 86

Marine and Terminal Operations, SC 87

Highway and Rail Operations, SC 88

Maintenance Management, SC 91 -

48, Materiel and Services Management, S5C 92 :
. 49, Transportation Management, SC 95
50. Procurement, SC 97
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DEPARTMENT OF THE ARMY
OFFICE OF THE CHIEF OF STAFF
WASHINGTON. D.C. 20210

DACS-0TRG ' 13 June 1978

SUBJECT: Senior Military Teaching Faculty - SC 01 (Proposed)

1. Current Status. This advanced entry specialty is proposed to pro-
vide the Army service schools and colleges, and the United States Mili-
tary Academy a core of professional faculty who are not only outstanding
teachers, but have an exceptional competency in the disciplines.taught.
(Not all faculty positions would be coded for SC 0Ol).

a. Requirements. There are requirements for majors lieutenant
colonels, and colcnels in SC Ol in each of the service schools and col-
leges, and at USMA,

~ GRADE POS I T10NS

Hajbr Assistant Professor, Associate Pro-
fessor = USMA

Senior Instructor, Committee Chnef -
Sersice School

Instructors = USACGSC

Lieutenant Colonel - Assistant Professor, Assocnate Pro-
fessor - USMA

Department Director - Service School

]nstfuttor, Committee Cﬁairman -
USACGSC, USAWC/SSC '

Colonell C . ' Associate Profeésor, Professor = USMA.
Instructor - USACGSC/SSC

Department Director - Service School,
USACGSC, USAWC/SSC

The total requirement will pribably be about 500 positiors in the three
grades. No further breakout is currently avallable,. There are adequate
positions in each grade to allow normal career progressuon in each of the
dusc.plnnes. ’

X-I1-1"
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DACS -OTRG | o 13 June 1978

SUBJECT: Senior Military Teaching Faculty - SC 01 (Proposed)

'b. Qualification standards for SC 0l are:

(1) to have become a subject matter expert in a discipline taught
as a part of the professional military schooling system, and

(2) to have demonstrated exceptional instructional ability
in a previous instructor tour.

c. Interacticn with other specialties:

(1) will work closely with instructors of all specialties.

(2) The SC Ol together with his counterparts in training develop-
ments/training methodology (the proposed SC 50) wlll guide the growth
and establishnient of educational programs.

2. Problem Areas. This specialty wvll redress the current problems

of the absence of a single program to develop and sustaln subject matter
expertlse for military teachlng faculties.

3. Observations. There is a necessity to allow highly competent

~ faculty to serve repetitive tours throughout the Army schco® system

(without prejucice). This requires a viable "teaching facuity® specialty.
Specialty 47 failed to serve that purpose. The organization of SC 01
proposed in the REY0 report, in conjunction with the creation of SC 50,
will overcome the current problem and promote the development of quality
faculty throughout the Army's educational establishment.

L. Recommendation. Create SC 01, Senior Military Teaching Faculty
as outlined in the RETO main report.

X-I-2




o

- DEPARTMENT GF THE ARMY
OFFICE OF THE CHIEF OF STAFF
WASHINGTON, D.C. 20310

DACS<OTRG - . 29 March 1978

SUBJECT: Infantry, Specialty Code "n

1. Current Status, .

a. Requirements vs assets (as of 17 Nov 77).

; NUMBER/(%) NUMBER/(%) DI FFERENCE
GRADE REQUIRED ' ASSETS , + =
coL - 381 (5) - 936 (7.5) + 555 (2.5)
LTC - 693 (10) 1769 flh) +1076 (4)
MAJ 996 (14) ' 2297 (18.5) _+1301 (4,5)
cPT 2155 (31) 3924 (32) +1769 (i)

. b, "TDA to MTOE ratio.

LT 2756 (Lo 493 (28 + 737-(12)
TOTAL 981 (100) 12619 (100

TDA/MTOE
GRADE RATIO
cot . 5:1
L7Cc. 2,5:1
MAJ ' 1.7:1
cPT ' 801
LT W15

¢, Command positions.

TOTAL .~ cMD . PERCENT

5 |
GRADE ' -' GRADE RQMT CRQMT . CMD ROMT !
SRERE - GRADE ROMT | .7£H1. | J._,__ini., _2

B L R TN i

e 693 138 20 i
4
o ¢=11-1
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DACS-OTRG 29 March 1978 .

. SUBJECT: Infantry, Specialty Code 11

d. Shortage (unfilled positions, number and rate).

GRADE . NUMBER PIRCENT
MAJ 17 . 2
cPT 4 )

LT 8 |

e. Overfill (unused assets as a percent of requirements).

GRADE . NUMBER PERCENT
coL 190 50
LTC 188 27

f. Utilization rate (percent) and requirements to assets ratio (percent).

AVERAGE REQUIREMENTS
GRADE . UTILIZATION TO ASSETS RATIO
coL 42 A2
LTC A1 Y
HAY 49 .50
cPT . .67 7
T 99 | 99

g. Primary and alternate pairings. Specialty 11 has no significant
problems, from the standpoint of utilization rate, in the pairing of
specialties at the COL and LTC levels, Eighty-six percent of SC 11 COLs
and 90 percent of SC 11 LTCs are paired with alternate specialties which
provide adequate utilization potential, However, only 13 percent of all
SC 11 MAJs fall into the ''adequate utiliza.ion'' category while 87 percent
of SC 11 MAJs exceed an 89 percent utilization rate when pairéd with their
alternate specialty, After factoring a 15 percent THS account, this means

. that the combined (primary and alternate) utilization rate exceeds 100

percent for 87 percent of SC 11 MAJs, This situation indicates a requirement
for careful selection and management of alternate specialties to preclude
serlous degradation of skllls and abilities in either the primary or alternate
speclalty. :

2. .Problem Areas. (source)

a. The designation of Speolal Skill Indicators (ss1) for 11A, 118, 11C
and 11X is not uniform throughout TOE and TDA documents (us Army Infantry
School (USAIS)).

X=11I=2
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DACS~OTRG : o : 29 March 1978
SUBJECT: Infantry, Specialty Code 11

b. Numerous TOE positions for SC 11 are c]aesified as 11X (Specialty
Immaterial) which should be classified as either 11A, 11B or 11C. (lISAIS)

c. Numerous duty positions which should be coded SC 11 as primary with
an appropriate staff-related alternate specialty are not identified in TAADS
documents, Most notable is the absence of S1, Sk, Support Platoon Leader '
and Motor Officer positions. (USAIS)

d. Under OPMS, the process of deveIOpung staff capablllty through
experiance 'in S1, 52 and S4 duty positions will be. denied SC 11 officers
unless a dlrected effort is made to match SC 11 with the appropriate -
alternate specialty. (USAIS)

. 3. Observations.

a, The TDA to MTOE ratio for SC 11 COLs is 5:1. This is out of pro- |
portion with the other combat specialties which average roughly a 2:1 ratio
at the COL level. Probably, this is due to the use of SSI 11X as a desig-
nator of Specialty Immaterial. Misinterpretation of this designator is
advantageous to SC 11 COLs; however, it appears to create a disadvantageous
imbalance in available duty positions for other specialties, (RETO)

b. Thorough, scientifically designed aseessment of young men and women
who apply. for entry into precommissioning training is a must. (USAIS, RETO)

c. A resident 'advanced course for SC 11 officers is necessary for true
branch/specialty qualification, (USA!S)

d. Sound course design must not be pre~cmpted by the arbltrary tlgula-
tion of time (course length) by higher headouarters. (USA1S)

e, An officer educacion and training system whlch does not give equal
émphasis == visible and tangible == to the training of commanders as well
as staff officers at all echelons cannot be In the best interests of the
Army. (USAIS)

, f. Unless properly developed and used, officer testlng could result in . . :
a management and morale disaster. Tests must be reliably predictive of per= i
formance. The elements of leadership, competence and performance are complex.
However, they are important in considering officer potential. Ways must be
found to ensure that these elements are part of any testing system If the

- Army is to continue the whole man concept of officer education. (USAIS)

e Abmid 4 40
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DACS-0TRG - 29 March 1378
SUBJECT: Infantry, Specialty Code 11

g. [Infantry specialists (SC 11) must be assigned to and utilized within
alternate snezialties which will reinforce his knowledge and relationship
with infantry. (USAIS)

: h. Least appropriate aiternate speciaities for SC 11 officers include:
26, 27, 43, 52, 71, 72, 73, 75, 76, 8%, 82, 86, 87 and 88.

i. Technology will drive the Army toward more specnalazat:on in the
future. Thercfore, at the field grade level, it might be in the best
interests of the Army to develop and utilize certain talented ard highly
competent officers along a purely ''staff track' and assign the best trocp
leaders/commanders to the Army in the field. (USAIS)

jo AI1 SC 1) officers in the grades of LTC and COL should attend a
Pre-Command Course. Those who are selected for command may attend a
resident phase whereas all other officers may be qualified through a non-
resident program. (USAIS)

k. There should be a set of training modules designed for general
officers from which they could select training which would complement their
individual needs prior to their assumption of new duties. Funds and time
must be made available for such instruction. (USAIS)

'l. Company command is essential to specialty qualification in SC 11,
. Beyond the company level, either the positions designated as command
equivalent should be expanded, or command should be less of a ""discriminator,"
(Usals) :

m. Aside from command, specific types of troop/field duty are considered
as ''qualifying.” (USALS)

n. The best man available should be selected by Army promotion buards.
The offlicer corps is becoming toc small to absorb ''second raters.!" Quotas
designed for any purpose are inconsistent with the true kind of professional
excellence needed in a smaller officer cOrps. (USAIS)

o. Mirimum quallflcatlon standards, by grade: Inclosure 1. (USALS)
4, Recommendations. . |
a. MILPERCEN impose restriciions on alternate specialties available to

SC 11 officers which are related to SC 11 and supportive of maintaining a
reasonable level of qualification in both specialties. (USAIS, RETO)
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DACS-OTRG . " 29 March 1978
SUBJECT: ' Infantry, Specialty Code 11

b. MILPERCEN conduct 2 ''scrub' of all specialty immaterial positions
{code 11X) and redistribute the requirements as may be necessary to achieve
a better balance and a more even distribution of specialty immaterial
requirements among the various specialties. (RETO)

c. MILPERCEN designate an alpha-numeric code to replace 11X as specialty
immaterial. Further recommend that the code selected be one that is not
easily confused with any of the 46 specialties., (RETO)

d. Department of the Army support the concept and authbrize funds for
a thorough assessment of all applicants to precommissioning training.

1 Incl RETO ANALYST: C0oL Bobby B. Porter
Min Qual) 5Stds: SC 11
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DEPARTMENT OF THE ARMY
OFFICE OF THE CHIEF OF STAFF
WASHINGTON, D.C. 20310

DACS~OTRG : | 2 May 1978

SUBJECT: Armor, Specialty 12

1. Current Sta:us,

a. Requirements vs Assets (As of 18 Nov 77)

REQUIREMENTS ASSETS - RATIO o UTILIZATION

GRADE Nt % . Nr % ASSETS TO REQ  RATE -
CoL 92 2.8 349 6.0 3,79:1 .27
LTC 338 10.2 674 11.5 1.99:1 .53
MAJ ¢ . 455 13,7 854  14.6 1.88:1 .59
CPT 1017 30.8 1748 29.8 1.72:1 .70
LT 1405 42,5 2233 38,1 1,59:1 280
Total ° 3307 100.0 5858 100.0 1.77:1 .68 -

b, Assets -~ Primary =~ Aitem;e Specialty Designatio‘n.

GREATEST NUMBER

_ PRI-ALT DESIGNATION ' UTILIZATION RATES
GRADE COMBI NATION NUMBER PRIMARY ALTERNATE TOTAL
_coL 1256 . 130 .27 .25 . 52
: 12-41 56 .27 .27 .54
12-51 kY] .27 , .43 , .70
12-48 31 .27 ‘ .63 " .90
" 12-49 : 13 . L27 , .39 .66
' 12-28 12 .27 .15 42
LTC 12-5“ “ 161 » . 053 ' 6“5 098*
12-48 78 .53 .38 a .91 ' ;
12-51 . ‘ 66 v . 053 N 033 .86 ’ ' :
o C12-49 30 R .50 1,03* : f
MAJ 12-54 123 .61 .42 ©1,03% ‘ !
12-41 109 .61 .62 1,23%
12-48 .91 N 3 | T .43 1.04*%
12-15 ‘ 90 .61 42 1,03%
12=51 . 80 .61 .22 .83
12-28 - 65 .61 .10 .1 f“

"
*Total u:tllntiou rate exceeding .98 for COL, .93 for LIC, and 89 for MAJ .
{ndicates undounblo specialty pau'lnz.
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2, Problem Areas.

a. Specialty 12 "deadends" at the rank of LIC. Colonel assets greatly
exceed requirements resulting in a very low utilization rate. Utilization
rates for all other ranks. are within the DA utilization window of 33 to .67.
(MILPERCEN, RETO)

b. The greatest number of field grade officers hold alternate specialties
having hLigh utilization rates: 54, Operations and Force Development; 41,
Personnel Management; 48, Foreign Area Officer; and 49, Operations Research/
Systems ‘Analysis. The combined utilization rates shown in par 1b above
indicate undesirable pairings, meaning that most majors and lieutenant
coloaels can not expect to develop in two specialties as is the intent of
OPMS. (RETO) .

3. Observation. The TAADS document of 28 Oct 77 indicates major position
coding irregularities at the battalion/squadron level. For 68 TOE tank
battalioas and armored cavalry squadrons the TAADS document for specialty

. 12 includes only 47 Sl's, eight S4's, three motor officers, and 36 support

platoon leaders. These positions are coded specialty 12 as a primary with

a logistics/administration alternate specialty (e.g., 12492). The "missing"
positioas are coded with the logistics/aduinistration specialty as primary..
At battalion level, captain and lieutenant positions should be coded primary
specialty 12 with an alternate logistics/administration specialiy as appro-
priate., This will standardize coding Army-wide, better define specialty 12
requirements, and provide a more realistic comparison of specialty 12 require-

‘ments and assets. Most importantly, coding battalion/squadroa staff positions

primary specialty '? with appropriate alternate specialty will provide the
commander the needad flexibility to assign available officers according to
the needs of the unit. Logistics/administration experience at battalion
level contributes significantly to development of a competent specialty 12
officer and this experience can lead to continued service in the alternate
specialty. With the hig: utilization rates of company grade logistics/
aduinistration officers, shown below, it is highiy unlikely that many would
be available for assignmen: .o a tank battalioa or armored cavalry squadron.
(RETO)

GRADE | . SEECIALTY ' UTILIZATION RATE
CPT © . SC 77 (Tanklcroand Mobility Haterial Hanagemanc 1.10
CPT “SC 92 (Supply Management) - , _ .81
CPT SC 41 (Personnel Management) - ' ' .77
LT SC 92 (Supply Management) e ' .91

4, Rgcgggenda;ign That all tank battalion/armored cavalry squadron company

_ grade officer positions, except battalion/squadron $2, be coded primary

specialty 12 with the appropriate. logistics/ndmtntlcrlcion specialty coded as
the slternate. .
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DEPARTMENT OF THE ARMY
OFFICE OF THE CHIEF OF STAFF
WASHINGTON, D.C. 20310

DACS-0TRG .1 May 1978

SUBJECT: Specialty 4nalysis Highlights, SC13 -~ Field Artillery

1. Current Status {18 Novemhe. 1977 documentation):

T popva | ~OVER(+)
IDEAL | UNFILLED AVERAGE
GRADE ASSETS % REQU I REMENTS' % % (=) % UTILIZATION
coL (06) 622 7.8 118 2.3 S +227 .20
LTC (05) 1206 15.0 439 8.1 10 ©+33 .39
MAJ (Oh) 1435 17.9 756 h.h 20 -2 .58
CPT (03) 2296 28.7 1957 36.8 30 -20 84
LT (01/02) 2455 30.6 2099 38.4 35 | -10 .99

*Overfill or Unfilled positions as a percentage of requirements.

2, Problem Areas:

a. Too few 06/05 special staff and Army-wide support positions coded

for SC13 (0 SC 13B 06 nositions; 1 SC 13C 06 position).

level.‘

c. tffective, realistic training in peacet ime special ammunition

support not available,

b. Major discrepancies between TAADS/PERSACS documentation at 03 and Ob

1

d. 7§% of O4 have urdesirable alternate specialty from utillzatlpn

standpoint, However, only 11% of 05 have similar problem.

e. SCI3 sSi letternng system is confusing and needs to be changed.

f. Current precomissioning programs not adequate to SC13 needs,

X-IV-1




DACS-0TRG 1.May 1978
SUBJECT: Specialty Analysis Highlights, SC13 -= Field Artillery

g. DA level proponency for SC13 is not effective,
h, Too few cOmpany grade officers. |
3. Observations:

a. Nearly 60% of all SC13 coded positions, 01-05, are found in just
eleven positions: Forward Observer; Battery X0; Battery Assistant XO0;
Unit/Detachment Commarder; Instructor; Assistant S3; S3; Battalion X0;
Battalion Advisor; Battalion Commander and Division.Chief.

b. Moderately tncreas:ng var'etz of positions in SCI13 at field grade;
however, .>tal number of coded positions decfines by 1600%.

‘"c. Majority of SCI13 officers will make major profess‘onal contribution
in their alternate specialty. '

d. Intuitively, and based on the RETO signature comparison methodology,
there exists considerable commonality between SC13 and the other combat arms
command positions at grades 03, 05 and 06.

e. Command is not requlred to be technically qualified in non-command
positions, However, it is highly desired since 5C13 officers may be required
to lead unuts in combat, ‘

f. Based on results of the commissioned officer questionnaire, SC13
officers will support a system of military qualification standards (MQS).
On key issues, they responded:

® OJT is the most useful trainlng they have received.in SC13 - 35%.

@ 0JT is the chief way tdey expect to or have become qualnfied in
sC13 - 58% :

. 9% Specialty qualification stand;rds for each'gréde should not be
established « 29%. .

[ ] "Specialty qualificatloL" means a demonstrated ability to “do .

‘the job'" at the assigned level - 53%.

® The primary responsibiliity for an officer becomlng specialty

qualified rests with the offlcer concerned = 50%

X-IV=-2
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DACS-OTRG 1 May 1978

SUBJECT: Specialty Analysis Highlights, SC13 -~ Field Artillery

® An officer shou'd serve a minimum of three years in-a specialty
related assignment after completing a training period = 544

@ Specialty qualification standards should rot be used for any

purpose = 4.
® Four or more hours per week could be devoted to career related
studies - 87%.

L4, Recommendations:

a. Carefully analyzed, truly "“specialty immaterial'' pesitions should
be so coded 'and managed so that effective utilization and contribution of
SC13 05/06 can be assured,

b. Continue careful study of specialty pairirg (utilization rates;
relationships) so that viable alternatives are created for combat arms
officers, and so that selection for schooling and advancement can be
rationalized simultaneously to overall Army needs and the officer's
specialty pair development. This need is especially important to combat
arms officers, the majority of whom will make their major professional

. cuntributions outside their primary specialty.

c. The MQS system will support the Army and the individual's SCi3
professional development needs, 01-04, It should be adopted for those leveis,

d. Impruve specialty proponency at DA; MILPERCEN so that the Army'§
requirements and individual professional development needs are more fully
rationalized,

RETO ANALYST: LTC Frank A, Partlow, Jr.
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DEPARTMENT OF THE ARMY
OFFICE OF THZ CHIEF UF STAFF
WASHINGTON, D.C. 20310

DACS-0TRG 1 May 1978

SUBJECT: Specialty Analysis Highlights, SCi14 =~ Air Defense Artillery

- 1.. Current Status (18 November 1977 documentation):

DOPMA | *OVER(+) .
4 IDEAL | UNFILLED AVERAGE
GRANE ASSETS % REQUIREMENTS| = % % (=) % UTILIZATION
coL (06) a4 | 6.6 37" 1.6 5 | +4n Y
LTC (05) 557 15.2 210 8.9 10 429 . b0
MAJ (Ok) 578 15.8 340 4.5 20 -6 N
cPT (03) 1077 | 29.4 662 - 28.21 30 4 .61
LT (01/02) 121 33.0 1102 46,81 35 =21 . .99
. T *Overfill or unfilled positions as a percentage of requirements.

2, Problem Areas:
a. Too many 05, 06 assets compared, to requirements.

b. Too few 06 special staff and Army-wide su'pport positions coded for |
sCi4, Co

‘c. 76% of 04 have undesirable alternate specialty {rom utilization
standpoint. HOWever, only 15% of 05 have similar problem. '

et s

d...DA Tevel prornency for SC14 is not effective.

e R e

- Too few company grade officers, particularly lieutenants; and 50%
of company grade current requirements are - located overseas,

L ATEIAIN U i P A BT
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DACS-0TRG S 1 May 1978
SUBJECT: Specialty Analysis Highlights, SCl14 -~ Air Defense Artillery

3. Observations:
- a. Majority of SCI4 officers will make major pro.essional contribution
in their alternate specialty, or in special staff/Army-wide support positions.

b. On the job experience is the best method of achieving and maintaining
qualification once basic skills are imparted.

c. There should be codes for specialty immaterial positions at all grades,
d. Command is not essential to be technically qualified to perform in
non-command SC14 positions. However, command at the unit (03) level is

highly desirable to develop leadership potential.

e, SSlIs lh&; F, G have very few projected requirements and should be
cons idered for elimination, ° '

f. Moderately increasing.varietz'of positions in SCl4 at field grade;
however, total number of coded positions declines.

g. Intuitively, and based ori the signature comparison methodology,
there exists considerabl2 commonalit s between SCI4 and the other combat
arms command positions at grades 03, 05 and 06. :

h. Based on results of the commissioned offlce' questionnaire, SCl4
officers will support a system of military qualification standards (MQS).

On key issues, they responded:
 oJT is the most useful training they have received in SCil - 51%.

¢ JT is the chicf way .ney expect to or have become qualified.in
sCik - 68%.

® Specialty quallfication standards for each grade should'not be
establlshed - 32%. . .

L ”Specialty qualifrcatnon" means a demonstrated ability to ''do
the job' at the assigned level - 55%.

® The primary responsibility for an officer becoming specialty
_qualified rests with the officer concerned - 53%

® An officer should serve a minimum of two years in a specualty
related assignment after comp!cting a training period - 88%.

X V=2
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DACS=-0TRG o 1 May 1978
SUBJECT: Specialty Analysis Highlights, SC14 -~ Air Defense Artillery

@ Specialty qualification standards should not be used for any
purpose - 7%. ' '

® Four or more hours per week could be devoted to career related
studies - 90%.

L, PRecommendations:

a. Carefully analyzed, truly ''specialty immaterial’ positions should
be so coded and managed, so that effective utilization and contribution of
SC14 05/06 can be assured.

b. Continue careful study of specialty pairing (utilization rates; -
relationships) so that viable alternatives are created for combat arms
officers, and so that schooling, advancement and assignment can be rationalized
simultaneously to overall Army needs and the officer's specialty pair develnp-
ment. This need is particularly important to combat arms officers, the
majority of whom will make their major professuonal contribution outside
their primary specialty.

c. The MQS system will support the Army and the individual's 35C14 pro-
fessional development needs, 01-04. It should be adopted for those levels,

d. Improve proponency at DA, MILPERCEN so that Army's requirements and
individual professional development needs are more fully rationalized.

RETO ANALYST: LTC Frank A, Partlow, Jr.
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DEPARTMENT OF THE ARMY
OFFICE OF THE, CHIEF OF STAFF
WASHINGTON, D.C. 20310

DACS-OTRG 9 June 1978

SUBJECT: Aviation, Specialty 15

1. Current Status.

a. For a more complete discussion of aviation and SC 15 see Annex S,

- Aviation Program.

b.” The Aviation Career Incentive Act (ACIA) of 197k focused much
attention on the management of aviators. The .intent of the ACIA was to:

~-=-Achieve a more equitable distribution of flight pay.

-=-=Attract and retain aviators in flying service.

-=~Gain an optimum return on the trannnng investment {implied
by the legislation).
The VCSA made the decision to establish aviation as an advanced entry
specialty in September of 1975. Officers normally enter flight training
between their 24th and 60th month of commissioned service from those

"basic entry specialties aligned with Armor, Infantry, Engineer, Field

Artillery, Air Defense Artillery, Signal, Transportation and Military

" Intelligence branches. Officers (other than SC 67J, Aeromedical Evacua-

tion Officer, and SC 71, Aviation Materiel Management) have aviation,
SC 15, designated as their alternate specialty upon graduation from flight

'school. Upon completion of initial flight training, the officer presently

incurs a service obligation of 3 years. This will be extended to 4 years

. effective October 1978. The latest 0SD draft consolidated guidance

states that rated/designated aviators will be assigned to operational
flying positions through thenr periods of ‘initial obligated service.

¢. The comparison of SC 15 Assets (18 Nov 77) and FY 78 authoruzatlons
(December 1977 PERSACS run) is shawn below.

. © - AUTHORI{ZATIONS UTILIZATION

GRADE NR &) ASSETS -  AUTH/ASSETS
coL- .60 . (2) 231 ‘ .26
LTc 286 (8) 974 g : . .29
MAJ 702 (20) 1,592 .o i
CPTY 1,590 (47) 2,653 ' , .60

LT 771 (23) 224 (Short 547)

‘ 3,400 (100) 5,674 ’ :

X-Vi-1
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LT Auth 771 897 913 - 977 1,00t 1,006 T,00%

COL Auth 60 60 59 59 59 59 . 59 - B
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DACS-0TRG » 9 Jure 1978
SUBJECT: Aviation, Specialty 15 ,

The above comparison indicates a considerable shortage of licutenants,

a good utilization ratio for captains and majors, and an overage of senior
field grades.

2. Cbservations/Problem Areas.

a. To get the complete picture, it is necessary to project these
assets and authorizations into the 1980's. Straight-lining the POM
training rates for 5{ 15 shown below and going to only one year of
ground duty grior to flight school, the resulting assets/authorizations
comparizon is provided following the training rates.

b. SC 15 POM Traininé Rates (In POM through 83 - straight-lined
through 90).

- F1SCAL YEARS '
78 79 80 31 82 83 — _%_o
POM TNG OUTPUT T5K 299 38T 381 381 381 38

c. Comparison of SC'IS projected assets and authorizations
(fiscal year end).

FISCAL YEARS
78 80, 82 84 86 88 99

Assets 382 310 _755 _755  _755 755 755
Short/Over -389 -587 ~158 -222 -2h9 =249 -249

CPT Auth . 1,590 1,625 1,612 1,664 1,682 1,682 1,682
Serover 5 UG SR M am 4 LY
U heets  Lboh 10 Low Low s 2 IE
. Short/Over 4902 +Tf'|T)%-l+|,209 |":3§'2' ng'g =13 + &
LTC Auth . 286 287 | 285 286 - 286 286 =86

Assets 8l 866 84 1,528 1,585 1,297 8
: Short/Qver +563 +579 :%99 1,042 41,299 +1,01F 4612

Assets 261 311 - 33% '31;& 358 Los 531
Short/Over  +201  +251 4276  +288 = 4299 ~+3L5 +72
TOT Auth 4 3568 356 3688 176 376 3,736
Assets 5,341 022 1] 989 2 4,737 4,582
" Short/Over +1,932 +1,454 +1,452 41,301 +1",153 +1, 001 'igT»Z
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DACS~0TRG . . . 9 June 1978
SUBJECT: Aviation, Specialty 15

The above comparison indicates that the shortage of lieutenants w'i"

continue through the 1980's. The present overage of captains quickly
becomes a ;'gnlflcant shortage by the mid 1980's and would still require
full-time use in aviation in the late 1980's. The overstrength year

groups of 66-70 (Viet Nam buildup) can be traced through the major overage
in the early 1980's, lieutenant colonel overage in the mid 1980's, and
colonel overage in the late 1980's. This leaves fulltime utilization of
St 15 majors in aviation by the mid 1980's

d. Because of the projected shortages cited above, full qualification
of aviators through ground qualifying assignments in their entry special=-
ties at the captain level (MQS lIl) will be impossible for mnst captains
unless the training rates are increased,

e. The RETO duty position analysis has shown that many of the skills
and much knowledge required of officers in combat units are also required
of aviators whose aviation units are integrated into or provide -support
to the _ombined arms team.

f. The RETO random sample survey of the officer corps asked if
the cfficers were satisfied or dissatisfied with their primary/altern:zte
specialty. Below are the percentages by grade of v.e officers who were
satisfied with their specualty designation for the aviation specialty
shown

PER CENT SATlSFIED.NITH SPECIALTY DESIGNATION

LT cPT MAJ LTC  coL ALL GDS

'SC 15 95 94 92 3 78 90 -
sc 71 9k 97 92 83 79 91

A1l SC's 78 - 84 86 87 91 85

3. Recommendations
a. Routinely assugn officers to initiai flight trannung after a

minimum of 1 year in qualifying assignments in accession specialty

aligned with Armor, Infantry, Englneer, Field Artillery, Air Defense
Artillery, Signal, Transportation and Military Intelligence branches.
Army Medical Department and Aviation Materie! Management officers would
continue to attend initial flight traintng after completlon of their
basic course.

b. Retain aviation as a specialty, but r0utihely place officers
into the initial flight training mission track and hence, aviation
units closely related to their entry specialty.

c. Establish a clear pattern of ground duty requirements for aviators.

This would include 100 percent of the combat support and combat service.
support officers returning to cne assigrment in their éntry specialty
as a captain. For combat arms aviators, depending on the needs of the .

X<V1-3 "




Army and the individual's desires, as many as possible must be returned
to ground duty in their entry specialty for full specialty qualification.
Those who don't receive a qualifying assignment would be kept closely
associated with their entry specialty througl attendance at the RETC
proposed specialty company commander's cdurse and one or two less~-than-

' 90-day Special Duty/Temporary Duty specialty quatification/validation

assignments with their entry specialty units.

d. Establish a plan to preclude the projected field grade overages
in the 1980's due to the overstrength 196€-70 year-groups.

e. Scrub the Army Authorization Documentation Systems' documents

to determine the positions that require only flying skills with no officer

managerial or leadership skills and convert these to aviation warrant

.officer positions. (Approximately 80-100).

f. Because of the difficulty in managing the aviator's career,
the pressure for increasing utilization in aviation, and the very limited
time available for qualifying assignments in entry specialties, as a
matter of normal policy, comoany grade aviators should be excluded from
Army-wide support assignments to the maximum extent possibie. The aviator

,must-pull his "fair share' of these assignments within aviation such as

the branch immaterial positions which comprise atout 10 percent of the

, SC 15 company grade structure.

g. Increase training rates starting in FY 80 to allow enough“SC 15

"+ captains and majors to insure entry specialty qualifying assignments

for full aviation qualification. It appears that the training rate
fur 5C 15 will have to be increased by about 169 officurs per year,
This would require the total aviation officer initial entry training
cutput to be raised from 465 (FY 80) to about 654 annually. (This
includes approximately 84 students as presently programmed and a pro-
jected increase of 20 to support SC's 67J and 71.)
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DEPARTMENT OF THE ARMY
' OFFICE OF THE CHIEF OF STAFF
WASHINGTON, D.C. 20310

DACS=-0TRG . 29 March 1978
SUBJECT: Specialty 21, Engineer
1. Current Status

a. Requirements vs Assets (As of Nov 1977)

© NUMBER/ . . NUMBER/% ~ DIFFERENCES

GRADE REQUIREMFNTS ASSETS + -
coL 212/.05 328/.07 . +116
LTC 46/,13 667/ .14 +201
MAJ 626/.17 = 825/.17 . +199
CcPT 1276/.35 ~ 1430/.30 . +154
LT 1038/,30 1571/,32 : +483

3668/100 _ 4821/100
b. Shortage (unfilled posittons,'_number and rate')

GRADE " NUMBER PERCENT

coL . 0 .0

LTC , 20 .04
MAJ 72 3 .12
CPT 306 . .24

c. Overfill (unused assets as & percent of req.irements)

GRADE ' NUMBER , PERCENT
coL' . . 13 ' .06
LTC 0 0
MAJ o . .0
CPT ‘ -0 ' , .0
LT | 210 t "o 19 -

4. Utfliszatfon rate (%) and requirement to assets ndo (%),

G E AVERACE UTIL]IZATION “7,2 : RQUIREHENTS 10 ASSET RATIO
- coL | .67 _ .67
LTC ' 76 .73
- MAJ .76 L .86
cPT .85 - ' , o 1.12
\\
e N\ ; y . :
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e. Utilization Rate Difficulties = The utilization rates within SC 21
are such that an SC 21 officer finds extreme difficulty in alternating
between SC 21 and another specialty. ’

2, Problems.

a., The most sigaificant problem in SC 21 is the difficulty in meeting
requirements, The overzll asset/requirement rate is lower (less than 2.0)
than required to insure professional development in both of an officer's
specialties while meeting all other Army requirements. This problem can
only be solved by increasing the number of SC 21 officer assets or decreasing
5C 21 requirements,

b. The utilization in SC 21, at all grades, 1s so high that regardless
of what alternate specialty assigned, an officer has difficulty serving in
alternating assignments.. To compensate for this, many SC 21 positions are
left unfilled so that SC 21 officers may perform duties in their alternate
specialties and thereby remain competitive with their contemporaries;

c. The specialty requires an engineering degree, thus restricting the

_ pool “rom which SC 21 assets can be accessed,

3, (bservations.

a. The qualification criteria proposed for SC 21 is within reason and
would permit all the opportunity to become qualified.

b. A job task aﬁalysis should be conducted to determine 1f SC 21

. requirements are accurately stated.

¢, An active recruiting campaign is needed to facilitate ihe accession
of ofiicers possessing the requisite qualities for SC 21,

4. Recounmndationq._

a. A job task analysis be performed by the Engineer School to determine
precise requirements for engineer officers. .

ﬁ. The DA proponent continue tu stress s publicity program aimed at
increasing SC 21 accessions,

RETO Anslyst: MAJ William G. Carter, III
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LTG John W. Morris, Chief of Engineers, expressed the following
concern. 1/

- Discussed extensively ROTC and USMA. |Is deeply disturbed by
USMA COI changes to be fully implemented by 1982. By that time,
the core courses in the first two years will be humanities oriented
to the extent that they will not be an adequate base for completing
an engineering education in the last two years. Thus, West Point
graduates will find jt difficult to achieve registration as profes=
sional engineers by their 10th year of service (part of qualifi-

- cation criteria - to take the professional registration examination

requires 4 years of responsible engineer experience after obtaining
an engineering baccalaureate). The implication is that Corps of
Engineers senior officers will come primarily from other than USMA
sources . This places greater importance to ihec significant problem
the Army is encouptering today in accessing an adequate number of
ROTC graduates with engineering degrees. (The inadequate preparation
of the insufficient numbers of cngineer lieutenants commissioned
through ROTC was a key issue addressed by the SC 21 OPMS Steering
Committee in a Memo to the DCSPER, dtd 8 May 78, and provided to

RETO as part of the comments on speciaity highlights).

* From RETO Officer Survey:
’ Source of commission=USMA

Percent
| LI CPT T MAJ LTC gL
Corps of Engineers 25 17 21 29 52

Army Wide 17 i3 9 16 23

1/ Memorandum for MG Harrison, subject. RETO Briefing given on
13 June 1978 to .LTG John V Morris, Chlef of Engineers, dated°
16 June 1978,
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DEPARTMENT OF THE ARMY
OFFICE OF THE CHIEF OF STAFF
WASHINGTON, D.C. 20310

DACS~-OTRG ' 3 April 1978 -

" SUBJECT: Combat Communications and Electronics Specialty (SC 25) and

Fixed Telecommunications Specialty (SC 26)

1. Curreﬁt Status

a. Assets vs Requirements

| sc 25 . SC 26

ASSETS  RQMIS ' ASSETS RQMTS
coL 159 42 93 | 41
LTC 396 162 263 , 130
MAJ 673 378 339 137
CPT 1307 923 477 227
% S 1231 _742 _ 185 i21
Total 3764 2247 1357 656

b, Utiligation Retes

sC 25  8c 26
ccL 27% ' 45%
LTC 437 ‘ : 52%
MAJ 61% , : 43%
CPT - 85% ‘ 54%
LT : - 74% oo . . 80%

¢c. Utilisation Diff;cﬁlg;es

. 1,) Due to the very high (85%) utilization rate of SC 25 captains,
obtaining or commencing alternate specialty qualification will be difficulc,
All captains will Have an alternate specailty designated during the eighth
year of AFCS, however, only a small portion will have an opportunity to gain
any on the job experience or schooling in the alternate specialty vhile.
still in the grade of captain,

2,) Very low (27%) utilisation at the grade of colonel in SC 25

‘which relesses the ma’ority of the colonels of the specialty for assignment

in either their alternste specialty or for Army-wide support jobs, .

. X=VITT-1 .




2, Problem Areas: No major problems in SC 25 or 20, however, the low
density of colonel requirements in SC 25 i3 viewed as a detractor. (Represents
less than 2% of specjalty requirements.) ‘

3, Observations:

a. Utilization rates at all grade levels in SC 26 ar. - 2ry good. The
average specialty utilization rate is 35% with the lowest iate being 43%
at the grade of major; this is good in that it will "free up" the majors
for alternate specialty training and utilization.

b. Because of the great similarity between the skills and knowledge
required, training and education provided, duties performed and assignment
progression of specialty codes 25 and 26, MILPERCEN has been conducting an
ongoing study on the feasibility of combining the two specialties. Proposal
has been presented to the DA and TRADOC proponents, HQ USACC and the MACOMs
and USMA, Responses received to date have been in favor of consolidation,

c¢. The proposed new structure would have one SSI entitled Combat and
Strateglc Communications ElectronicsOfficer. These officers would become
the Army's communications planners and managers,

.d. In the future CE equipment in support =f the field Army and the
defense communication system must be totally inter-operable.

e, CE officers must be capable of planning and managing both tactical
and strategic communications systems,

f, Combinire the two specialties will provide the Army with officers
capable of performing in both areas, thus better prepared to serve in a
joint/combine staff capacity. '

g. Some 5,000 officers currently hold efther one of the two specialties;
with 334 holding both spectalties,

h. It is anticipated that the merger of the two specialties will result
in a very good distribution and will significantly reduce the utilization
problems currently experienced at the captain and colonel grades for SC 25
personnel,

i. Ucilization rates for the combined specialty should approximate the
below: o . .

'COL = 397%
LTC = 47%
MAJ - 57%
CPT = 677%

LT 59%
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j. MILPERCEN expects to have all actions completed in order to incor-
porate change in the next updateof AR 611-101 scheduled for release late
summer 1978.

4.  Recommendations:

a. Consolidate specialties 25‘and 26.

b. Designate consolidated specialty as SC 25 entitled Combat and
Strategic Communications and Electronics Officer.

¢c. Develop description of consolidated specialty.
d. Amend AR 611-101 and DAPAM 600-3 to reflect restructured specislty.
e, Redesignate SC 26 officers.

f. Recode authorization documents to reflect restructured specialty code, .
Recoding should be accomplished automatically by MILPERCEN.

B Detignate alternate specialty for those officers currently holding
both SC 25 and 26. ~

RETO Analystz LIC Mary E. Hewlett

Y S SO N

St .0

X=VIII-3 .




DEPARTMENT OF THE ARMY '
OFFICE OF THE CHIEF OF STAFF ’
‘WASHINGTON. D.C. 20310

DACS=OTRG ' ' 24 April 1978
SUBJECT: Communications and Electronics Engineering, SC 27

1. Current Status,

a; Assets VS, Requirements.

RANK ASSETS REQUIREMENTS
COL - 52 ) 49
LTC 154 118
MAJ 261 184
CPT 261 : 169
LT _ 6 ' 23

784 , - 545
b, Utiligation Rates.

coL ‘ 96%

LTC 81%
MAJ 75%
CcPT 73%
T 56%

c. Utiligation Difficulties. Due to the high utilization rate
(average of 767% for specialty) SC 27 officers are required to spend a
significant portion of their time fulfilling primary specialty require-
ments, consequent.y, the time alloted to them for alternate specialty
qualification is limited,

ﬁ. Problem Areas. Too few officers accessed to meet specialty requirements;
3. Observations,
a. Specialty is underaliéned ac every ievel except Lieutenant;

b, Only three hundted and fo:ty-nine (349) officers carry specialty

;13 primnry.

C. ‘Final designation of primary. Specialty 1s not accomplished until
officer ‘s selected to attend the “Jarced Coutse.

4, The CE Engineering officer, SS51 27A,-:epresents aver ualf

(i the specialty (54,9%) and requires offi:er to possess as a
minimum a bachelor's degree in electronics engineering or a related
discipline since comparable military training does not exist, .
Pealizing this, it is imperativa that oificers possessing such.
backgrounds be identified upon accessrent to insure the availability

X-17-1"




of sufficient personnel to meet Army requirements. Currently, there
is no readily available fix on the mmber of personnel in the Army
inventory who already possess such degrees. Additionally, 687

(88 positions) of the validatedSC 27 AERB positions require graduate
degrees in Electronics Fngineering (65) and Electrical Engineering
(23).

e, Distinction between SSI 27A and 27B not definitive enough,
thus resulting in authorization Jocuments coding difficulties and
assigmment difficulties.

f. From a ntilization stand point, due to the very high SC 27
utilization rates at the grades of MAJ, LTC and COL, there are no
ideal specialty pairings. That is, it is almost impossible for
SC 27 field grade officers to be dual specialty qualified and for the
Army to meet its SC 27 requirements at the same time,

8. 'Abysmal SSC graduate rate as compared to OPMD average. sc
27 = 10Z, OPMD = 23Z%.

h, Specialty was identified to the 1977 Colonel, AUS promotion
selection board as being underaligned : _ .

4, Recommendations.
- Increase Accessments into specialty.

b. Eliminate th. Signal Corps exception for the designation
of primary specialties.:

¢. Declare final designation of primary specialty upon accessw
ment to active duty.

d. Devise a management system to facilitste identification of
officers, both new accessions and permanent party who poasess
undergraduate/graduate degrees'in-EleCtrical/Electronic Engineering.

e. Designate Electronic/Electrical Engineering as a priority
dlscipline for indiyiduals receiving ROTL. scholarships. particularly
four year scholarships.

t

f. Accomplish analysis of positions to determine if more poei*ions
should Ee. classified as AERB designated

RETO Analysts 'LIC Mary:E; Hewlett,
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DEPARTMENT OF THE ARMY
OFFICE OF THE CHIEF OF STAPF
WASHINGTON, D.C. 20310

DACS-9TRG : 24 April 1978

SUBJECT: Instructional Technology and Management - SC 28

l. Current Status.

a. Asgets VS Requirements.

Rank : - Assets Requirements

coL . , 108 16
LTC 237 ‘ 42
MAJ ' 628 o 59
CPT 533 ' i21
LT 60 _34

1566 272

b, Utilization Rates.

COL ' 15%
LTC 18%
- MAJ 10%
Cc2T : 25%
LT 81%

c. Utilization Difficulties. At face value this specialty appears
to be severely overaligned The ratio of assets to requirements for
SC 28 is 5+ to 1, resulting in an average utilization rate for the
specialty of 29.8 percent, However, closer analysis of the specialty
reveals that this situation exists because poditions which.were suppose

. to be redesignated as SC'28 in 1976 have still not been recoded to

reflect the correct designation. On the other hand, MILPERCEN has
completed the redesignation of officers to SC 28.

2, Problem Areas. . ' | S
a. Improperly coded positions.

b. Specialty combines two mutually supportive but very different

' jobs, i.,e., training development and media production,

3., . Observations.

a. SC 28 has undergone several major changes within the last three
years. ' ' -

b. OPMS 28 1s not understood by the Field, specialty is not cléarly
defined, ' : *eX-1 :
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c. OPMS 28 positions have not been correctly identified in authorizations’
documents, , .

d. Officers have been redesignated into SC 28 without the corresponding
redesignation of positions, hence the overalignment problem,

e. There is an iInterrelationship between the specialty overaligmment,
the coding of positions and the specialty training requirements. The
perceived oyerage of officers conld preclude the accessment of new
officers into the specialty, thus, negating the need for contimued specialty
training.

f. OPMS 28 is perceived to be a Signal Corps specialty and basically
audio visual in nature. .

1 g. There is a.very real need to'separate instructdenal technology
from media production. Efforts to combine the two fnnctions within
one specialty have proved unsatisfactory.

h, OPMS officers are not assigned by the two digit SSI, hence, an
instructional technology specialist may be assigned to a position requiring
media prodmction expertise, .

i. Entry into SSI 28A and 28C is restricted to captains cud above'
consequently, the training developments specialty should be a non acces
specialty, : :

Jj. The media production function is critical to the accomplishment
of the Army mission, however, it appears that there are not sufficient
requirements to support a separate specialty. Of the 272 positions' .
currently coded as SC 28, only 63 are designated as requireing media
production expertise. It is expected that when all positions have been
¢ ' correctly coded the percentage of 28B positions will be comparable to

the cnrrent leyel,

k. The media prodnction requirements (TDA and TCE) could be
satisfied by the development of a separate additional skill identifier
in lien of a specialty skill identifier., In TOE units the use of an -
ASI would increase the commanders flexibility in that his media production
(AV). positions would become specialty material. (eg), In an Inf. Division
the positions wonld be coded SC 11 instead of SC 28 and would reflect
the appropriate ASI far.media production.

P R T

1., Establistment of an ASI for media production will make this a
~ specialty immaterial skill thereby facilitating the assignements o
_personnel in fulfilling ‘these zequirements. ' é

m, The prtmary disadvantage of changing from a SSI té an AST is ' , f‘l
hat the media production function loses much of its visibility,
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n., Whether as an ASI or SSI it is absolutely essential that the
resporsibility for the development of doctrine and training in the
acdio visual area be maintained at the highast level possible to
insure contimucus attention,

o0, Becanse of the unfavorable image which SC 28 has acquired-
perhaps the most effective measure would be to change the name and

designation cf the specialty, thereby eliminating the impression
of still another coametic approach. S

4. Recormendations:

a. Separate the training development/management functions from the
media production funetion. .

b. Redesignate the training functions (SSI 28 A andC) as SC 50,
Training Development Officer,

" ¢. Designate the specialty (SC 50) as a ndn-aceession specialty.

d. Designate media production as an additionmal Officer skill and
develop appropriate ASI, Eliminate SSI 28B. ‘

e, Award the new ASI to those officers who-now qualify,

f. Es :ablish a service school course to produce an ASI qualified
media production officer.

AN

g. Task TDI with responsibility for identifying all positions -

which should be designated as Training Development (sc 50)
positions, .

h, Task Training Developments Institute (TDI) Ft. EBustis with the

responsibility for develcping deseription of redesignated Specialty (ie
sC 50).

1. Task MILPERCEN with responsibility for reeoding positions.

J.' TaskaILPERCEN with responsibility for amehding AR 611101 and 7

DA PAM 600-3 to reflect restructuzed specialty, and newly established
AST,

k,. Designate agency for orexall responsibility for the development
of doctrine and training in the media prodnction area.

RETO Analyst LIC Mary E, Hewlett .
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DEPARTMENT OF THE ARMY
OFFICE OF THE CHIEF OF STAFF
WASHINGTON, D.C. 20310

DACS-0TRG | . - 26 April 1978

SUBJECT: SC 31, Law Enforcement

1. CURRENT STATUS,

a. SC 31, Law Enforcement is one of those specialties which is well
managed from a clearly identifiable specialty related DA office. The
Law Enforcement Division in DCSPER'is the DA staff proponent for SC 31
and alona with MILPERCEN closely monitors the requirements for the specialty.

b. The specialty 31 requirements structure by grade compares very
favorably with the DOPMA model as shown below:

se31. ‘LT CPT MAJ  LTC  cOL  TOTAL
AUTHOR 1 ZAT | ONS 475 490 300 2200 53 1538
o 3 32 20 w3 Jo0%
DOPMA % ¢ 35 30 20 10 5 100%

c. SC 31 is presently structured to allow good career progression and

-utilization in the field grades as shown by the utilization (authonzatuons/

assets) rat:o.r. below:

se 3 LT CPT.  MAJ  LTC cCOL - TOTAL
AUTHORIZATIONS = 475 490 300 = 220 53 1538
ASSETS 683 1035 616 341 8 2759

UTILIZATION -RATIO

 (AUTH/ASSETS) 81 .57 .55 .69 .66

However, utilization in SC 31 at the LTC level is slightly higher than
desired. ‘This will allow only limited (approximately one third) time for
alternate specialty development and utilization in the senior field grades,
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DACS-0TRSG ' 268 April 1378
SUBJECT: SC 31, Law Enforcement

" d. The specialty proponents have indicated from their analysis that
certain specialties are complementary with SC 31. The results of this
analysis are shown below:

SPECIALTIES THAT COMPLEMENT SC 31

SC 28 |Instructional Technology

SC 36 Counterintelligence = HUMINT

SC 41 Personnel Management

SC 42 Personnel Administration

SC 46 Information/Public Affairs

SC 48 Foreign Area Officer

SC 49 Operations Research/Systems Analysis
SC £3 Automatic Data Processing '
SC 54 Operations and Force Development

SPECIALTIES THAT ARE COMPLEMENTED BY SC 31

SC 11 Infantry

SC 12 Armor

SC 13 Field Artillery

SC W4 Air Defense Artillery

SC 15 Aviation : -
SC. 35 Tactical/Strategic Intelligerce

From a utilization standpoint the most desirable complementary specialties
with SC 31 are: ' | ‘

- SC 15 Aviation |
.SC 28 Instructional Technology
SC 36 Counterintelligence = HUMINT
SC 54 Operations and Force Development

2, PROBLEM AREAS, There are essentially no major problem areas in SC 31.
However, a few areas were surfaced during the analysisfas follows:

a. As new majofs are designated into SC 31 as thejr alternate sﬁécialty,»

| they usually have little or ro exper’ence and training|in law enforcement. N

Although there is nonresident instruction available from the U.S5, Army
Military Police School, there is no resident alternate specialty 31 course
available., USAMPS has indicated that such a course is junder development.

The RETO random sample survey of the officer corps response supports the need
for additional training for those designated into SC 31 as an alternate ;
specialty, When asked if adequate training opportunities were available to :
become competently trained in their alternate specialty, 40% (as compared i
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DACS-1TRG , _ ‘26 April 1978
SUBJECT: SC 31, Law Enforcement o

with only 22% of all specialties) of the officers with SC 31 as an alternate
specialty responded that adequate training opportunities were not available,

b, The specialty proponents indicate that there are nume rous law
enforcement-related problems which lend themselves to solution by application
of the analytical techniques and methodology of operations research/systems
analysis, Examples include determination of significant differences in
crime trend statistics as a precedent to causative analysis and optimizing
resource 3ljocation based on crime problems and -available personnel., Officers
skilled in the use of ORSA tools and techniques such as statistical -inference *
and decision theory, probabilistic models and network analysis would bring
some critically needed skills to SC 31 positions. In order to determine
the exact requirements for ORSA skills the specialty proponents should review
the specialty structure to determine which additional positions should be °
coded 31/49 in order to properly identify the CRSA requirements in the
grade structure, ' : '

3. OBSERVATIONS, Some observations concerning the Law anorcement specaalty
are indicated below, .

.a. Th. emerging doctrine dealing with rear area protection responsi-
bilities may increase personnel requirements in SC 31. This could mean the
assumption of a larger combat role within the specialty dictating an
appropriate ircrease i~ training in combat operations, :

b. There is a requirement for foreign language usage by SC 31 officers
serving in foreign countries. Officers must work on a daily basis with
their foreign military and civilian counterparts as well as.the general
populace in both war and peace. rluency may not be requured but a good
working know!edge of the lanquage is necessary.

€. The RETO random sample survey of the officer corps asked if the
officers were satisfied or dissatisfied with their primary/alternate specialty.
Below are the percentages by grade of the SC 31 officers who were satisfied
with thelr specialty designation.  Law Enforcement officers indncated a hlgh
degree of satisfaction in all grades. :

PERCENT SATISFIED WITH SPECIALIY DESIGNAIION

o T e MAJ LTC COL . ALL GRADES .
sc 31 85 85 . 89 96 100 . 88
ALL SCs T 84 86 87 91 - - 8 |
{
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DACS~0TRG - - 26 April 1978
SUBJtCT: SC 31, Law Enforcement

d. The RSTO survey also asked the officers to indicate the level at
which a major gap in the currently-available schooling occurred in their
primary specialty. The field grade SC 31 officers responded as follows:

MAJOR GAP IN SCHOOLING (%)

LT/BASIC CPTMAJ . LTC/COL  MORE THAN

NO GAP LEVEL LEVEL . LEVEL ONE LEVEL
sc 31 19 10 12 50 9
ALL SC's 33 .6 12 37 12

The gap in schooling perceived by SC 31 field grade officers at the LTC/COL
level should be adequately filled by the establishment of the RETO recommended
precommand course at the LTC and COL level.

L. RECOrAENDATIONS,

a. In order to determine the exact requirements for additional ORSA
(sc 49) secondary skill coded positions, the specialty proponents should
conduct a review of the specialty structure, Determining additional
positions to be coded 31-49 would provide the needed ORSA expertise
identified by the proponents during the RETO analysis.

b, The training and education broponent should continue to develop

the trairing needed to insure officers with St 31 desigrated as their

alternate specialty are provided the skills and knowledge required to
perform in SC 31 positions,

RETO ANALYST: LTC Walter D, Marshall
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' , ‘ D'-‘PARTMENT OF THE ARMY
' OFFICE OF THE CHIEF OF STAFF
’ WASHINGTON D.C. 20310

DACS-0TRG . . 3 May 1978

SUBJECT: Military Intelligence Specialties (35, 36, 37)

1. ‘Analysis by RETO of current and projected training requirements for
officers in Military Intelligence (MI) sgecialties has revealed many
common needs and problem areas.

a. An acute and fundamental need for all MI officers, perceived ’
almost unanimously by tactical commanders and MI 'officers alike, is a
better foundation in tactical operations through personal experience
in the Combat Arms. ,

b. 'An important result of RETO's analysis has been the recognition
of a greater need for technical competence on the part of MI officers.
At the same time;.a relatively small number of field grade positions
(10-20%) will call for officers who must be trained in the management
of many diverse intelligence systems.

¢. Maximum return for the education and training of MI officers
requires appropriate utilization of the trained resource. Management
for training and assignment purposes is most rational when the structure
of the specialties reflects their relationship to Arm's needs. This is
not the case at present.

2, Certain other problem areas within the MI specialties were found to
be shared with other OPMS specialties (e.g., position coding, mandatory
dual specialization, etc.). These issues are excluded from the analysis
which follows, as they are addressed in the RETO Main Report,

3. The three major RETO recommendations régarding MI specifalties are:

_a. Require that all officers commissioned i{n MI serve an initial

. cne=year Combat Arms detail

) b. Establish an additional specinlty--SCJB--to identify those’
positions requiring field grade officers. with special training (or -

demonstrated competence) in the management of diverse intelligénce systems,

¢.  Redesignate and make minor adjustments. to the existing intelligence’

specialties.

4, Inclosure 1 provides the rationale behind the three recommendations

listed above. The'status of each MI specialty, including specialty specific

recommendations, 1s outlined in Inclosures 2, 3 and 4.

4 Inclosures
as




DEPARTMENT OF THE ARMY
OFFICE OF THE CHIEF OF STAFF
WASHINGTON, D.C. 20310

DACS=0TRG : 5 5 May 1978

SUBJECT: Rationale Behind Primary RETO Recommendations for Intelligence
. Specialties

1. Combat Arms Detail.

a. Recommendation: Require th.t all officers commissioned in
Military Intelligence serve a oneé=-year Combat Arms Detail.

b. Rationale.

- Intelligence staff officers in tactical units must be able to
understand the éssentials of the flow of battle in order to provide the
tactical commander with the intelligence he needs to make decisions.
Other than the G3/53, the G2/52 is the staff element which most actively
participates . in the planning of unit combat operations,

- Stracegic intelligence officers at higher HQ and national staffs
must also understand the essential elements of land battle in order to
properly analyze the strong and weak points of enemy tactics and strategy.
Moreover, the tactical applications of intelligence must always be
emphasized at the strategic levels, Such a tactfcal "filter" in the
mind of the intelligence officer cannot be gained entirely from textbooks
or even from assignment to intelligence units within a division.

- Presently, the only combat arms training for young intelligence
officers is conducted during the first eight weeks of the Basic Intelligence
Officer Course at Fort Huachuca.  This 18 a poor substituteé for Combat
Arms experience, Now that the ccmbined arms element attached to the
intelligence school is scheduled to be 'eliminated as a result of budget
cuts stemming from DPS 40, even chat, less than adequate training, is
to be abolished, Those officets who do not serve initially in tactical
‘intelligence units moy utvar ger the combat arms orientation ‘which .is
crucial to their professional development., This will be particularly
serious for of{icers who go into strategic assignments, since by the time
an officer reaches field grade rank, the strategic requirements are so
great (55-90 percent) that some intelligence officers may never serve
with tactical units, v

!
»
A
‘

- Certain objections have been surfaced regarding a Combat Arms
Detail for intelligence officers., These objections and accomnranying
RETO responses are ‘provided below.
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© 2., OPMS objective is to

‘2.

" training (or demonstrat
- intelligence systems,

DACS~O0TRG 5 May 1978
SUBJECT: Rationale Behind Primary RETO Recommendations for Intelligence
Specialties .

OBJECTION RETO RESPONSE

" Recommend detail for both RA and USAR
Combat Arms Detail to be LTs, but only in 35, 36 and 37. Total
extended to non-combat number would not exceed 250 in any
arms officers, since one year, . :

there would be no RAs,

1. DOPMA would require

OPMS objective is also *5 orovide

assign officer in primary essential training and experience.
specialty as soon as ' Detail is directly related to primary
possible, ' specialty development,

3. MI LTs in combat arms The total MI Detail contingent would
means decrease in . comprise only 2,7% of combat arms
opportunity for PLT LDR - and MI ' LTs. Impact would be

jobs for combat arms negligible.

officers.

4., Combat Arms Detail True, but Officer Basi-. Course at
fer MI would increase man- - Intelligence School would be somewhat
power training costs, reduced,

5. Combat Arms Petai. Recommend inclusion of females in
is inequitable for " combat arms units, ‘Until that time,
females in Intelligence . assign women to brigade staffs and
specialties. : CEWI battalions.

~ MI officers would attend a combat arms basic course, go to a
one-year detail and then attend the MI Basic Course on a TDY basis before
being assigned t¢v a military intelligence job. During the course of the
Detail, MI officers would be required to complete a modified Military

Qualifica:ion Standard (MQS) =~ II in the appropriate combat .arms Specialty.

Additional Specialt

a. Recommendation:
{dentify ‘those position

Establish an additional specialty == SC 38 =< to
requiring field grade officers with special
d comnetence) in the management of diverse

iecommendacion is dictated by che'conflicting
and for management of resources from several MI

b. Rationgle. Thi
needs for specialisatio

specialties.

- Specialization. Analysis by RETO of the jobs and tasks associated
with duty positions in SC 35, 36 and 37 clearly show a need for the MI -
officer to devote extens

: ‘ C 0 X=XIIe3

ive effort and time to the mastery of the necessary
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DACS--OTRG ' 5 May 1573
SUBJECT: Rationale Behind Prlmary RETO Recommendations for Intelligence
Specialties :

skills. Technical competence in one's specialty is here directly related
to specialized training and repetitive assignments in the specialty. This
applies to many field grade as well as to company grade officers. It is
highly probable that once the comprehensive front-end analysis of MI duty
positions is completed (projected completion = FY 83), the immensity and
complexity of the skills required for qualification in any one of the MI
specialties will be clear. This need has been recognized by OPMS -
(See Chapter 1, DA Pam 600-3) and is gradually being supported at the
highes> levels of the Army (See instructions to 1976 and 1977 promotion
boards for colonel), To encourage (or require) all MI officers to be

" intelligence generalists is to support dilettantism to the detriment of
both the’Army and individual officer.

- Intelligence Systems Managers. The reorganization of intelligence
units as a result of 10SS has created more positions calling for field
grade officers to plan the efforts and integrate the results of all three
intelligence specialties, These officers will need to be cross=-trained
in the capabilities, limitations and techniques of intelligence sPecialtles
not their own, as well as in intelligence management.

= The number of such positions is relatively small -~ between
10~‘OA of all field grade requirements., Examples of Ssuch positions are:
- .CEW1 Group/Battalion commanders, Corps/Division G-2, Group or Battalion
Operations Officers and selected staff officers at ACSI INSCOM, USAREUR,
FORSCOM, Eighth Army. For the most part, analyst positions are not viewed
as needing Intelligence Systems Managers.

- Since officers in all intelligence specialties would be
eligible for. these positions, a position code is most appropriate.
Upon completion of a SC 38 assignment, an officer is reassigned to
his/her intelligence specialty. The number "38" is recorded on the
Officer Record Brief in Section IX = Assignment History, DMOS Column.
Such a specialty, SC 70, is already in force for logistics management.
Other 'functional generalist' positions are being considered in various
related specialties, SC 38 would not be a specialty an officer would hold,

~ Designating such positions SC 38 would also provide personnel.
managers with a reliable picture of field grade requirements. The
requirements shown in Inclosures 2, 3 and &4 are skewed in favor of the
first specialty listed on the TAADS; i.e., if a G=2 position i3 coded
3537, it becomes a SC 35 requirement in a PERSACS table.

- Rathet than attempting to make every MI officer an all-source
manager, necessary orientation in all three intelligence specialtles
might be accomplished during the MI Basic Course. Such a course could
look like this:

X=-XII-4
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DACS=0TRG ' 5 May 1978 °
SUBJECT: Rationale Behind Primary RETO Recommendations for Intelligence
Specialties .

ALL-SOURCE |
ORIENTATION | | SS1 TRAINING

“ e s

GCEN mrftl c1/security | SIGINT

Basic. In+elliqence
Principles

ML BASIC COURSE

3. Redesignation of Existing Intelligence Specialties.

a. Recommendation: Redesignate and make.m;nor adjustments to
existing intelligence specialties.

b. Rationale: Redesignation of the existing MI specialties would
give recognition to the fact that each specialty has both a ‘tactical and
a strategic (non-tactical) mission. Adjusting the structure and descriptors
of the SSI within each specialty, would permit assignment - personnel to better
match officers to requirements. For example, if MILPERCEN begins to
assign officers by SSI-(as RETO has recmunended), assignment personnel
will be able to readily identify those positions which call for tactical
or stratégic (non-tactical) skills within each of the specialties.

- Listed below are the ptoposed changes:
sC 35 - General Intelligence

35A - Tactical Intelligence
35B =« Strategic Intelligence

X-XI1-5 e




DACS~OTRG ’ - 5 May 1978

SUBJEC{: Rationale Behind Primary RETO Recommendacions for Intelligence
Spec1alties '

SC 36 - Counter-Intelligence/Security

36A - Tactical Counter-Intelligence/OPSEC
'36B - Personnel/Instal/Systems Security

SC 37 - Signal Intelligence -

37A - Tactical SIGINT
373 - Strategic SIGINT

- Concomitant changes (whlch are spelled out in Inclosures 2, 3°
and 4) are:

o Eliminate SSI 35, (Inmcl 2),

o Assign ASI to Imagery Interpretation. (Incl 2)
o Assign ASI to Area Intelligence. (Incl 3)

o Include:SIGSEC in SC 36.. (Incl 3)

o Elimina:é §SIs 37C, 37D. .(Incl 4)

o Assign ASI to ECM, ELINT and other low density, highly
technical SC 37 skills. (Incl 4) '

- All MI officers, at least in their first few years of
commissicned service, probably should serve in both tactical and
strategic (non-tactical) positions within their specialty. Alternation
between tactical and strategic assignments will most likely generate
additional training requirements, since there are significant, if not
always distincc, differences between tactical and strategic intelligence
duty requirements.  For example, tactical intelligence makes use of
tools and techniques to accompiish tasks relating to targets ~- all of
which often differ greatly from tools, techniques, tasks and targets of
strategic intelligence.

- RETO analysis does not support major restructuring of the ~
intelligence specialties. The above proposal creates only: slight
turbulence in the existing system and provides for both a specialist

orientation and a cost-effective means of meeting the training require-

ments for Intelligence Systems Managers. The designation of specialty

SSIs on the basis of tactical/strategic (non-tactical) should facilitate

communication and ¢ooperation between specialty training proponents and
MILPERCEN assignment personnel.

RETO ANALYSTS: COL Harold W. Vorhies
' MAJ James R. Holbrook
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DEPARTMENT OF THE ARMY
OFFICE OF THE CHIEF OF STAFF.
WASHINGTON, D.C. 20310

DACS=0TRG : o © 3 May 1978

SUBJECT: Tactical/Strategic Intelligence, Specialty 35

1. Current Status (as of 18 Nov 77).

! o ‘a, Requirements vs Assets.

1

NUMBER/ (%) NUMBER/ (%) DIFFERENCE

GRADE REQUIRED ASSETS . g+[-\
coL 92 (4.9) 77 (3.3) -15
LTC ¢+ 225 (11.8) 329 (14.1) +104
MAJ 560 (29.6) . 447 (19.2) -113
CPT 820 (43.3) 778 (33.3) - 42
LT ~ 196 (10,4) 702 (30.1) +506

TGTAL 1893 (100) 2333 (100)

b.. Shortage (unfilled positions ~ number and rate),

GRADE NUMBER RATE SZ)
MAJ | 46 : 8
CPT 87 11
¢, 0verf1'11 (unused assets as a percent >f requirements). ;
GRALE NUMBER RATE (% ’
. coL . 20 : 22 ;
LTC 02 . 36 !
LT 337 o 172 :
. d. ‘Utilization rates. . ' o o ' ;
: . , $
GRADE UTILIZATION RATE :
COL 48
, . LIC .41
- .7 * ! W - ! . 071 3
. ' . CPT ' .78
LT +36
: o X=XII-7 -
R
AT Y0 O L IR N M:.’“‘.'




2., Problem Areas.

. a. Strategic Analysts. There is virtually no formal training given
to strategic intelligence analysts, This despite the fact that beginning
at the grade of 0-4 and continuing through 0-6, the requirements for
strategic analysts comprise 65% of all’SC 35 field grade requirements,

b. Advanced Schooling. Very little advanced training in intelligence
is provided SC 35 officers after the advanced'course, There are no
courses at USAICS; there are courses at the Defense Intelligence- School
but very few Army officers are sent there. (ACSI; RETO)

c. Officers with SC 35 as_an alternate specialty. The figures provided

above on . SC 35 assets reflect only those officers who hold SC 35 as a
primiry specialty., If all officers hclding SC 35 as an alternate were
added to the numbers above, the result would be:

COL 200

LTIC 663

MAJ 927

'CPT 1642 o

LT 702 ;

When compared against the SC 35 requirements, such assets give the
impression that  there are more than 2nough trained officers to meet the
Army's needs. There is presently no way of determining, however, how
many of those officers with an alternate SC 35 specialty are
trained. Therefore, USAICS cannot develop adequate training programs.
As a result, various ad hoc courses are being conducted within field
commands to overcome this deficiency. (USAICS, RETO)

d. Specialty Skill IdentiZiers (SSI), SSI 35C (Tactical Surveillance -

Officer) pertains to a hodge- podge of skill requirements, including some
which are not tactical at a:i and some which might be more appropriate
for warrant officers/NCO. Some of the 35C skills could be included under
SSI 35A, Others might m,re appropriately become ASIs,. (ACSI, RETO)

e. Lileutenants. There are too few authorizations for lieutenants
to meet the later requirements for captain. On the other hand there
ars too few requirements for lieutenants to justify increasing the -
euthorizations. (ACSI, RETO)

3; Recommendations.

a. Provide appropriate training for officers assigned to strategic
analyst positions by sending them to the Defenss Intelligence School.
(ACSI, RETO)

b, Provide advanced intelligence training as needed for field. grade
officers, both at DIA ard at USAICS, (ACSI RETO)

X=XII-8
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c. Determine a means of validating quaiification of officers
assigned SC 35 as an alternate specialty, Develop appropriate training
programs. (RETOQ)

d. Eliminate SSI 35C. Include tactical surveillance skills in SSI
35A. Reevaluate the need for officer imagery interpretation specialists.
If the requirement is justified, assign that skill and status of an Addi-
tional Skill Ideniifier (ASI). (ACSI, RETO) '

e. During the Job and Task Front End Analysis which will precede
full implementation of the RETO. program, pay particular attention to
those LT positions which might be upgraded to CPT or changed to Warrant
Officer/NCO. (RETO)

RETO ANALYSTS: COL Harold W. Vorhies
MAJ James R, Hnlbrook
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SUBJECT: Counter-Intelligence/HUMINT, Specialty 36

DEPARTMENT.OF THE ARMY

OFFICE OF THE CHIEF OF STAFF
WASHINGTON, D.C. 20310

1, Current Status (as of 18 Nov 77)

a, Requirements vs Assets

GRADE

CcoL
LIC
MAJ
CPT
LT

b. Shortage (Unfilled pbsitions - number and rate),

GRADE

MAJ

.- Overfill (Unased assets as a percent of requirements),

GRADE

.. €COL
- LIC

CPT

LT

NUMBER/ (%)

_REQUIRED

22 (3.5)
102 (16.1)
204 (32.3)
244 (38.7)

59 (9.4)

631 (100)

NUMBER

17

- NUMBER

1.
64
-8
76

d, Utilization Rates.

GRADE

coL
, LTC
. MAJ
. CPT
LT

NUMBER/ (2)
ASSETS

49 (4.5)
180 (16.5)
299 (27.3)
401 (36.7)

164 (15.0)

1093 (100)

RATE ()
8

RATE (2)

49
63’

3
129

- DTILIZATION RATE

.30
032
.46
32
63

. X=XII-10
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+ 27 .
+ 78
+ 95
+ 157
+ 105
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" longer reflect the requirements ~-oiected for counter-intelligence and

. (RETO)

2. Problem Areas.

a. Specialty Skill Identifiers (SSI), Tie SSIs in specialty 36 no

operations security. The mmbe. Ji requirements for 3€P skills is small
and will likely decrease as a result of national intelligence policies.
On the other hand, the increasing requirements for operations security
and systems security provide expanded career field opportunities in SC 36,

b. Officers with SC 36 as an alternate specialty. The figures
provided above on SC 36 assets reflect only those officers who hold
SC 36 as a primary specilalty, If all officers hoiding SC 36 as an
alternate were added to the numbers above, the result would be:

CoL 78
LTC 337
MAJ 500
CPT 728
LT 164

As with sC 35, such assets give ‘the impression that there are more than
enough trained officers to meet the Army's needs. Determining how many
of these officers need SC 36 training and developing adequate training

programs, however, is at present nearly impossible, (USAICS, RETO),

3. Recommendations.

a. Eliminate Area Intellignece (o}d 36B) as an SSI. Justify the

‘need for this type of officer specialist. Tf the requirement is justified,

assign that skill the status of an Additional Skill Identifi=r. Include the .
functiongassociated with SIGSEC in SC 36. (ACSI, RETO; '

"b. Determine a means of vﬁlidating qualification of officers assigned .
SC 36 as an alternate speclalty. Develop appropriate training programs. (RETO) = -

RETO Analysts:

COL Harold W. Vorhiés ]
MAJ James R, Holbrook - . ;
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DEPARTMENT OF THE ARMY
" OFFICE OF THE CHIEF OF STAFF
WASHINGTON, D.C. 20310

DACS -OTRG | ' = 3 May 1978

SUBJECT: Electronic Warfare/'Cryptolbgy, Specialty 37

1. Current Status (as of 18 Nov 77).

a. Requirements vs, Assets,

NUMBER/(%) NUMBER/(%) ,
GRADE REQU!RED ASSETS  DIFFERENCE (+/-)
coL 41 (5.0) 52 (4.5) + il
ALTC 117 (14.4) 110 (9.5) - 7
MAJ 214 (26.2) 234 (20.2) + 20
CPT ' 302 (37.1) . 471 (40.7) + 169
LT ) 141 (17.3) 289 (25.1) + 148
TOTAL 815 (100) 1156 (100)

b. Shortage (Unfilled posi_tidns - number and rate}.

GRADE , NuMBER " RATE_{%)
. CoL | ) 2
LTC - 10 : 9
MAS 22 10

cPT | . 0

.c. Overfill (lirused assets as a percent of requirements).

GRADE NUMB™R © RATE (%)
T 73 52 :

d.. Utilization Rates.-

GRADE UTILIZATION RATES

co. .76

LTC -

MAS ‘ .62

CPT . - S 056
T .65

L X
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DACS~OTRG . 3 May 1978
SUBJECT: Electronic Warfare/bryptology, SpeCfalty 37

2. Problem Areas,

a. Specialty Skill ldentifiers (SS51), The SSts in SC37 reflect an
inappropriate carry-over from pre-0PMS days when there were four MOSs for
ASA officers. 7SI 27C (Signals Security) is more apprepriately a function
of SC36 (Counter-intelligence). SSI 37D is a 'capper' SSI which corresponds
to the old 9640 i:0S, Few, if any, officers have ever been sufficiently
qualified in all M0Ss/SSls to qualify for such a 'capper' designation; it
has been awarded based more on rank than any other consideration. (USAISD,
RETO)

b. Rotation Base. The CUNUS rotation base for SC37 company grade
officers results in their often being assigned to TOE units without a live
intelligence mission. Since the decay rate for SC37 skills is so high,
such assignments frequently result in a loss of technical proficiency. (RETO)

c. Officers with SC37 as an Alternate Specialty. The fiqures provided
above on SC37 assets reflect only those officers who hold SC37 as a primary
specialty, If all officers holding SC37 as an alternate were added to the
numbers cbove, the result would be:

coL 55
L7C, 143
MAJ 393
cPY 831
LT 289

The problems associated with this representation of total $C37 assets are
even more serious than those encountered in SC35 and SC36. First, even with
the addition of ofFicers carrying SC37 as an alternate, there are not enough
assets to meet SC37 requirements, the THS account and specialty immaterial
assignments for !ieutenant coionels and colonels (41, 117). Secondly, of
all the intelligence specialties, training requirement for SC37 are the
most technical, Additionally, guslification in SC37 often requires training
and a period of time un the job. Repetitive assignments are needed to
maintain quallification. If qualification among the new 5€37 holders cannot
be d;termined USAISD. cannot develop adequate training programs. (USAISD
RETO :

3. Recommendations, '
a. Elimincts SSI 3,0. Assign the functions assoclated with 37C to SC36.

Asslgn an AS| to ‘esignate officers requiring ECM, ELINT and other law-density.
hlghly technical skills, (RtTO)
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DACS-OTRG 3 May 1978

SUBJECT: Electronic Narfare/CryptoIogy, Specialty 37

b. Increase efforts aimed at SC37 officer skilt ﬁaintenance as part
of the Peacetime Utilization Program for SIGINT Units, {ReTO)

€. Determine a meanrs of validating qualification of officers assigned

SC37 as an alternate specialty, Develop appropriate training programs.
(RETO) S

d. Require field grade officers assigned SC37, initially as an
alternate, to have SC37 designated primary,

RETO ANALYSTS: COL Harold W. Vorhjes
~ MAJ Jan2s R, Holbrook
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SUBJECT: Personnel Management, Specialty 41

DEPARTMENT OF THE ARMY
OFFICE OF THE CHIEF OF STAFF
WASHINGTON. D.C.’ 20310

28 March 1978

1. Current Status.
a. Requirements vs Assets (Primary and Alternate SC). (As of 18
Nov 77). : '
NUMBER (%) NUMBER (%) DIFFERENCE
GRADE RESE IRED ASSETS (+/-)
CoL , 178 (6) 688 (11) + 510
LTC 588 (18) 1433 (24) .+ 845
MAJ i 979 '(30) . 1847 (30) + 368
CPT 11279 (39) 1962 (32)  + 683
LT 217 (7) 189 (3) - 28

TOTAL . 3241 (100) 6119 (100) +2878

h, Shortage {Unfilled positions, number and rate).

GRADE NUMBER PERCENT
MAJ - 97 S|
CPT 232 .18

LT 66 ' 3

¢c. Overfill (Unused‘asset's as a percent of rgquitements).

GRADE } NUMBER PERCENT
¢oL 222 o 125

LTC . - 107 _ .18
d. Utilizationvrate (percent) and requirements to assets ratio (percent);

_AYVERAGE - . " REQUIREMENTS

GRADE i | UTILIZATION = - . TO ASSETS RATIO

coL , 27 S e i

LTC 44 ‘ , 44 !

MAT .56 - 62 1

cPT 63 ., . | 77 5

1t 100 . 144 |
X-XIII-1 T T
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2. Problem areas. (Source)

-a. The need for a closer interface among MILPERCEN, ACMINCEN, and
TAGCEN to =xchacge data routinely on assignments, utilization, and training
of SC 41 ana 42 officers. (ODCSPER) (MILPERCEN) (ADMINCEN) (TAGCEN)

b. SC 41 is overaligned at tue 2rade of 0-G. (ODCSPER) (MILPERCEN)
(ADMINCEN) (TAGCEN)

c. Requisitions for duty positions requiring primary and alternate
skills, (42A41, 11A41) are validated using only the first specialty code
indicated. (ODCSPER) (MILPERCEN) (ADMINCEN) (TAGCEN)

d. There are shortfalls in filling SC 41 02 and 03 positions. _
(This problem probably caused more oy imprecise coding of positions

at the 02 and 03 levels than by initial primary speclalty distribi tion).
(ODCSPER) (MILPERCEN) (ADMINCEN) (TAGCEN)

e. Many 41 requirements are hidden in S-1 positions and are not shown
as specialty requirements (e.g., 1141, 1241). (This issue is currently under
study by the proponents involved.) (ODCSPER) (MILPERCEN) (ADMINCEN) (TAGCEN)

f. Problems assoeiated with coding the specialty duty position require-
ments: (ODCSPER) (MILPERCEN) (ADMINCEN) (TAGCEN)

. (1) The overlap between specialty 41 and 42 causes some ipconsistencies =~
in properly coding duty positions. These inconsistencies ‘are compounded
by differences in DA Pam 600-3 and AR 611~101. Some of this confusion is

- applied to only LTC/COL level duty positions. Also, there is a lack of

understanding of how a position authorized to be dual coded is to be

actually coded. Given all of these problems, requirements are difficult
to determine..

(2) The variety of duty position titles in use throughout the Army
makes it extremely difficult to determine whether a position is properly
coded or not. There appears to be a need to develop a standardized method
of telling duty positions through the use of master job descriptions or
applying a standardized duty module listing.

(3) By the time a TAADS run is received, much of the information con- b

. tained therein is outdated.

g. Utilization problems. (ODCSPER) (ADMINCEN) (TAGCEN)

) Repetitive assignments as RREO/ADCO/OBSO ptecludes development in -

. other core 41 positions.

(2) The overlap of 41 functions with 42 functions complicates the proper
assignment and utilization of officers. For example, if an officer is
assigned to a 41 duty position, he/she may or may not receive cross-training
in 42. Subadequent assignment in 41 duty positions that are oriented in
the 42 areas could cause utilization problems,

X-AT11=2 A ' : T




v (3) Assignment of combat arms officers to Recruiting Command positions
irrespective of specialty, distorts 03 and 05 utilization pictures.

(4) The award of ASI's 5T (RREO) and 5Z (OESO) for cfficers who do not
have SC 41 as their primary or alternate act almost as a tertiary specialty.
This impacts on the OFPMS dual specialty qualification concept,

'3, Observations.

a. Command is not considered essential to qﬁalification in specialty 41.

b. Neither 41 or 42 should be considered for elimination or rolled into
another specialty at this time. In this regard, elements of both 41 and 42
could be consolidated or realigned at the SSI levels, This would result in
the streamlining of the existing specialtfles, '

4. Recomhendations:

_a:. Realign functions within SC 41 and 42 to reflect more accurately
actual position requirements and portray more logically commonly associated
functions. . . :

b. Develop standardized method of titling duty position in SC 41 and
put more discipline in the authorization documents system.

RETO Analyst:
COL Mary Ruth Williams
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DEPARTMENT OGF THE ARMY
OFFICE OF THE CHIEF OF STAFF
WASHINGTON, D.C. 20310

DACS-OTRG ' 28 March 1978

SUBJECT: Personnel Administration and Administrative Management,
Specialty 42

1. Current status.

‘ a. Requirements vs Assets (Primary and alternate SC). , (As of 18

Nov 77).

. NUMBER (2) NUMBER (2) DIFFERENCE
GRADE REQUIRED _ ASSETS S+/-)

cOoL ' 54 (3) 142 (4) : + 88
LTC - 228 (11) - 463 (14) ' + 235
MAJ 500 (24) 770 (24) . . + 270
CPT 285 (42) ~ 1104 (33) ' + 219
LT 425 (20) 818. (25) + 393 .
TOTAL 2092 (1Q0) 3297 (100) +1205

b. Shortage (Unfilled 'positions, number and rate).

GRADE . . NUMBER PERCENT
MAJ . ' 64 ‘ 13

CFT . 187 ‘ : 21

c. Overfill (Unused assets as a perceut cf requirements).

GRADE ' ‘ ‘ NUMBER o - PERCENT
coL ' 30 56
. LTC _ : 19 - .8
- LT S 319 , .75

d. Utilization rate (percent) and requirements to assets ratio percent).

~ AVERAGE REQUIREMENTS
© GRADE  UTILIZATION - . TO ASSETS RATIO
coL 40 40
LTc 52 | 52.
MAJ . 64 S 74
CPT . 76 , 96
LT | 57 : 57 -
X=XIV-1 : ’
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2, Problem Areas. (Source)

a. The need for a closer interface among MILPERCEN, ADMINCEN, and
TAGCEN to routinely exchange data on assignments, utilization, and training
of SC 41 and 42 officers. (ODCoPER) (MILPERCEN) (TAGCEN) (ADMINCEN)

b. SC 42 is underaligned at the grade of 0-3. (MILPERCEN) (TACCEN)
(ADMINCEN) '

c. Requisxtions'for duty positions requiring primary and alternate
skills (42A41, 11A41) are validated using only the first specialty code
1nd1cated (ODCSPER) GWILPERCEN) (TAGCEN) (ADMINCEN)

d. Problems associated with coding the specialty duty position re-
quirements: (ODCSPER) (MILPERCEN) (TAGCEN) (ADMINCEN).

(1) The overlap between specialty 41 and 42 causes some inconsistencies
in properly coding duty positions. These inconsistencies are compounded
by differences ir DA Pam 600--3 and AR 611-101. Some of this confusjon is
resolved with the dual coding proviso; however, dual coding is presently
applied to only LTC/COL lev21 duty positions. Also, there is a lack of
understanding of how a position authorized to be dual coded is to be
actually coded. Given all of these problems, requirements are difficult
to determine. : B

(2) The variety of duty position titles in use throughout the Army
makes it extremely difficult to determine vhether a position is properly
coded or not. There appears to be a need to develop a standardized method
of telling duty positions through the use of master job descxiptions or
applying a standardized duty module listing.

(3) By the time a TAADS run is received, much of the information con-
tained therein is outdated.

e. The need to’ achieve greater utl lization/participution in SC 42
positions by officers possessing SC 42 as their alternate cpecialty. In
addition, specialty mismatch (duty specialty not equal to either primary
or alternate specialty) should be addressed and {mproved. Training oppor-
tunities also should be improved for both company grade officers upon .
designation of SC 42 as an-alternate specilalty, and for field grade officers
(refresher training) who have not been professionaliy developed through
repetitive alternate specialty assignments. (MILPERCEN) (TAGCEN) (ADMINCEN)

£, The overlap of 41 functions with 42 functions, complicating the
proper assignment and utilization of officers. For example, if an officer
is assigned to a 41 duty position, he/she may or may not receive cross-

training in 42, Subsequent  assignment in 41 duty positions that are oriented

in the 42 areas could cause utilization problems. (ODCSPER) (MILPERCEN)
(TAGCEN) (ADMINCEN) " ,
3. Observations.
X~XIV-2
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"a. Neither 41 or 42 should be considered for elimination or rolled
into another specialty at this time, In this regard, elements of both
41 and 42 could be consolidated or rezaligned at the SSI levels, This

would result in the streamlining of the existing specialttes.

b. Command is not considered essential to qualificatiom in SC 42.
4. Recommendations.

' a. Realign functions within SC 41 and ZC 42 to reflect more accurately
actual position requirements and portray more logically commoaly associated
functions.

b. Develop standardized method of titling duty position in SC 42 and
put more discipline in the authorization documents system.

RETO Analyst: .
COL Mary Ruth Williams
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DEPARTMENT OF THE ARMY
OFFICE OF THE GHIEF OF STAFF
WASHINGTON, D.C. 20310

DACS=0TRG . ' 22 March 1978

SUBJECT: Club Management, Specialty 43

1. Current Status.

a. Requirements vs Assets. (As of 18 Nov 77)

: NUMBER/ (%) NUMBER/(%) DIFFERENCE
GRADE REQUIRED ASSETS . o+ -
COL -5 (2.6) *2  (.8) -3’
LIC 15 (7.8) 33 (13.2) +18
MAJ 60 (31.0) 72 (29.0) +12.
CPT 81 (42.0) - 101 (40.6) - +20
LT 32 (16.6) 41 (16.4) +9
TOTAL 193 (100) 248 (1000

‘* Both officers carriad in THS account as of 18 Nov 77,

** Total is 222 after THS.

GRADE

LTIC
LT

Shortage ('nfilled positions, number and rate).

_ NUMBER o PERCENT
5. . '100
15 26
17 : 21

Overfill (Unused assets as a percent of. requirements),

NUMBER  PERCENT
3. ' 17
3 9

Utilization rate (percent) and requirements to assets ratio (percent).

. "AVERAGE : REQUIREMENTS .
UTILIZATION TO ASSETS RATIO:
1.00 ' S 5.
- Jb7 .65
.68 ' .91
.71 — ) |
.91 : .91'
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DACS-OTRG | | : " 7. 22 March 1978
SUBJECT: Club Management, Specialty 43 :

e. Utilization rate difficulties, Because of ‘the high utilization
rate for all grades except LTC, it is impossible to pair SC 43 with any .
other specialty and not exceed a 100 percent combined utilization rate.
This impacts on the capability of officers assigned in SC 43 to pursue
effectively dual-track specialization.

2, Problem Areas, (Source)

a. Problems associated with the management of officers in SC 43 stem
primarily from the current underaligned status of. this specialty. While
primary and alternate specialty officer assets total 222 (after THS),
the "Officer Distribution Plan" requires the distribution of 208 officers
against a PERSACs ‘authorization of 193, (MILPERCEN)

b. Experience indicates that closevr coqrdination,'IAW para 8-2, AR

'230-60, between MILPERCEN and the Club Management Directorate (CMD) of

TAGCEN is needed to ensure that important matters neculiar to a particular
club and/or officer who is under consideration for assignment to a particular
club system are brought to the attention of MILPERCEN by CMD. (OTAG)

c. Presently, the number of junior officer positions lslinsufficient
to support progression to field grade requirements when retention and
attrition rates are considered. (OTAG)

d. The up=or-out policy forces out some highly qualified and competent
SC 43 officers who are very effective within the specialty but who are not
competitive on an Army-wide basis. (OTAG)

e. Presently, 33 percent of LICs, 46 percent of MAJs, nd 40 percent

. of CPTs who hold SC 43 as an alternate specialty also hold either combat

arms or aviation as a ovrimary specialty. It is doubtful that dual specialty
qualification can be maintained effectively for those officers having
unrelated specialties (e.g., SC 43/11), serving in a stabilized assignment
environment, and given repetitive assignments in one specialty. Regardless
of good intentions, the alternate specialty generally is neglected in terms
of skllI/knowledge maintenance. (OTAG) ' .

3. Observations. . o . ' -

~.a, Club Management (SC 43) is more closely related to Comptroller (5C 45)
and Personnel Administration and Administrative Management (SC 42) than any
other specialties, The financial management functions required in both
SC 43 and SC 45 are virtually parallel except SC 43 deals primarily with
nonappropriated funds and SC 45 with approprlated funds. (OTAG)

b. Commissioned officer projections for FY85 in SC 43 envision a

" reduction that will occur gradually from FY78 through FY85. Most cf these

reductions will occur through the coaversion of LT and CPT positions to
warrant officer positions or civlianization as mandated by Congress, It is

 X=XV=2
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DACS=-OTRG \ 22 March 1978
SUBJECT: Club Management, Specialty 43

vitally important to retain a sufficient number of LT and CPT positions to

"ensure justification of SC 43 as a basic entry specialty and thereby

provide a base from which experienced officers can advance to field grade
positions within the club management system. (OTAG)

¢c. ‘Ongoing actions by the Congress, OMB, and DOD Comptroller to reduce

.the number of military personnel assigned to morale and soldier support

activities will result in the civilianization of an increased number of
SC 43 positions. This may require the elimination of SC 43 as a separate
specialty. (OTAG)

d. ROTC graduates from colleges specializing in hotel and restaurant
management are excellent candidates for SC 43 upon entry to active duty.
(0TaG)

e. Regardless of cost copsiderations, SC 43 officers should receive’
increased training with industry. 1t is essential that 'club managers learn
and emulate the techniques and procedures that civilian industry uses to
measure, target, and capture specific markets. There are numerous industry-
training opportunities that could be made available to SC 43 officers,
(ADMINCEN and OTAG)

f. The needs of the specialty should reflect the needs of the Army.
Therefore, promotion boards should be given quotas by specialty providing
that all officers selected meet Army-wide minimum selection criteria. -
(ADMINCEN and OTAG)

g. The Army needs at least three trained SC 43. officers for every

‘currently authorized position. This would allow for an equitable distribution
. of personnel resources to support an expanded club system under .wartime

conditions as well as sustaining existing operations. (ADMINCEN and OTAG)
4, Recommendations.

a. Increase the number of trained officer‘resources authorized for
SC 43 to achieve a 3:1 assets to requirements ratio.- (ADMINCEN, OTAG, RETO)

‘b. MILPERCEN and CMD, TAGCEN, establish and maintain the close

'coordination that is directed UP para 8-2, AR 230-60. (RETO)

. ¢. Department of the Army adopt a flexible up-or-out policy ‘that would
provide for the retention in grade of highly competent, fully qualified,

- and experienced SC 43 officers who are nonselect for advancement in rank,

(OTAG 'RETO)

d; MILPERCEN favor the assignment of SC 43 as an alternate specialty
to officers with a closely related primary specialty and to the exclusion, :
insofar as pOasible of combat arms and avlation officers.
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DACS=0TRG ' 22 March 1978
SUBJECT: Club Munagement, Specialty 43

e. Unless SC 43 is discontinued as a separate specialty as a result
of congressional, DOD or OMB action, Department of the Army retain a
sufficient number of LT and CPT positions to justify the specialty as
basic entry and to preovide the necessary experience base.

f. Department of the Army recognize and provide policy support to

.accommodate the training with industry requirements which are unique to

the development and qualification of SC 43 officers. ¢RETO)

f
i

RETO Analyst: COL Bobby B. Porter
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"DEPARTMENT OF THE ARMY
OFFICE OF THE CHIEF OF STAFF '
WASHINGTON. D.C. 20310

" DACS-OTRG | 5 ©. . 28 March 1978

SUBJECT: Finance, Specialty 44

l.

Current Status.,

a. Requirements vs Assets (Primary and Alternate SC). (As of 18 Nov 77).

, NUMBER (%) NUMBER (Z) DIFFERENCE
GRADE REQUIRED ~ ASSETS (F/-)
COL 16 (3) , .47 (4) + 31
LTC 95 (16) - 129 (12) + 34
MAJ 132 (23) ‘183 (17) . +51
CPT 192 (34) 375 (35) +183.
LT 134 (24) 345 (32) C o +211
TOFAL 569 (100) : 1079 (100) +510

b. Shortage (Unfilled positions, number and rate).

GRADE NUMBER . ~ PERCENT
LTC .6 o 7

MAJ . 1 . 8

Ce. Overfill (Unused assets as a percent of requirements).

GRADE,  MNUMBER o PERCENT
coL . 6 s
CPT | 50 ‘ 26
LT | 172 128

d. Utilization rate (percent) and requirements to assets ratio (percent).

AVERAGE o REQUIREMENTS

GRADE |  UTILIZATION TO _ASSETS RATIO

coL - | 35 : 35

LTC A o7 78

MAJ o2 78

CPT 59 - 59

b7 I 44 o . 4h
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2. Problem areas. (Source)

a. ﬁanagement:

(1) Undergraduate degress possessed by a number of newly commiss ioned -
SC 44 officers are not compatible with civil education requirements estab-
lished for the specialty. (OCOQA)

(2) There are too few authorized positions at the 01/02 grades because
of over-civilization. This forces assessions in excess of requirements.
The inability to assign excess officers to meaningful jobs is a real
problem. Lack of 06 positions does not allow. for Army average advance-
ment of 05's. (OCOA) (ADMINCEN).

(3) 'Insuffic?ent number cf officers above eight years service:

Limited numbers preclude assignment to OPMS secondary specialties.

Opportunities for developmental positions are greatly reduced, impacting
on future opportunities for senior service school selection or promotion.
Lack of experience in other specialty areas narrows the understanding,
appreciation, and versatility of the Finance officer espec1ally at the
LTC or COL grades. (OCOA) (ADMINCEN)

(4) Promotnon and schocl selection boards are not appreciative of
the degree of responsibility, difficulty of duties and general (scope)
value of knowledge possessed by officers serving in the 4 specialty.
Results from board actions indicate that individuals serving on the boards
lack understanding of the specialty. (OCOA) (ADMINCEN)

(5) Personnel sefving in 44 specialty are highly qualified to serve
in what would otherwise be considered as '"specialty immaterial" (DPCA,
staff officers, etc.) positions. The fact that officers are not being
selected for these positions limits the utilization and ‘future assngnment

potential of Uk personnel. (OCOA) (ADMINCEN)

" (6) Knowledge and experience gained in the Fneld of Finance is highly

- sought after by the civilian manpower market. The monetary rewards of a
_ civilian position has had its impact on those individuals reaching retire~

ment elng:blllty Below average selection to 06 and attendance at USACGSC
and senior service schools causes a negative inducement to officers that
view succass as a series of steps in assignments calling for sncreased
responsibility and training. (OCOA) (ADHINCEN)

b. Coding specialty duty p05|t|on requnrements:

(1) MACOM's are not adhering to. standard position titles. Review
of position titles and SSI| codes do not match in many instances stand-

Card title and coding practlces (OCOA) (ADMINCEN)

(2) MILPERCEN makes assugnment selection on the basis of specialty
code (i.e., U4k) and does not concern itself with SSt. Therefore, SSIi
codes serve no purpose in matching resources to requirements. (OCOA)

'(ADMINCEN)
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3. Recommendations.

a. That SC 4u hrtry {canmissioning) requirement be instituted to

require an undergraduate degree in one of the business-oriented discipiines.

b. That attentron be given to |ncraaS|ng the number of (!/02 auth-
orized positions. '

c. That migration from other specialties be encouraged at grade 03.

d.. Thac the comgetitive posture of ST b4 officers be improved through
thorough orientation of promotion boards -elative to the nature and scope
of requirements placed cn SC L officers; a~* through use of advanced mili-
tary schooling quotas which recognize shortages at grades 04 anc 05.

‘e. That a program of advancéd degree completion be inst’tuted for
the fxeld grade years of S{ 44 officers.

f. That the range be broadened of potent.al “spec0alty immaterial”
posat:ons open to SC 4b offizers.

g. -That strict adhererce to standard position titles be enforced.

\ 1

RETO Anaiyst: o
COL Mary Ruth Williams
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DEPARTMENT OF THE ARMY
OFFICE OF THE CHIEF OF STAFF
WASHINGTON. D.C. 20310

DACS=~0TRG : 17 May 1973

SUBJECT: Comptrollier, Specialty 45

1. Current Status

a., Requirements vs Assets (As of 18 Nov 77)

GRADE REQUIREMENTS ASSE[S DIFFERENCE
COL ‘80 (15%) , 158 (11%) +7¢
LTC 192 (35%.) 425 (28%) 4233
MAJ 172, (327) 493 (33%) +321
CPT ' 95 (18% 416 (28%) +321
LT , 3 1 -2

b. Shortage (unfilled positions, number and rate)

GRADE' NUMBER ‘ . PERCENT
MAJ 11 E 6%

LT* ‘ z , 707

c., Overfill (unused assets as a percent of requirements)

GRADE NUMBER . ' PERCENT
coL , 22 ' . 297

LTC : 12 . o 6%

CPT 24 , ' 25% .

d.: Ucilizatiqn Rato'(perccnt) and requirements to asieta ratio (percent)

CRADE AVERAGE UTILIZATION REQUIREMENTS TO ASSETS RATIO
coL : , .51 ) .51

LTC Y . ‘ Ny

MAJ ' .36 , : » .39

CPT. V . 26 ’ v ' . . 26

LT* - .90 o : 3

*There should be no LT requirements or assets since SC 45 1s an Advanced
Entry Spccinlty. _ , o

X-XVII-1




e. Utilization rates are relatively low in SC 45, particularly at
the CPT/MAJ level. This is a result of past civilianization efforts which .
transferred many of the CPT/MAJ requiremen:s from military to civilian
spaces.-

2. Problem Areas. (Source)

a. Since SC 45 is an Advanced Entry Specialty, there are no "stubby
pencil” developmental positions at the 2LT/ILT level. At the CPT/MAJ/LTC
level there are too few developmental positions. Consequently, there is a
qualification problem since many officers never have the opportunity to
serve in a developmental position which is crucial to t-eir ability to serve
subsequently as z comntroller (COA).

b, " : DA proponent and the Training and Education Proponent maintain
that all vfficers in SC 4% must have a graduate degree in a comptroller
discipline to be qualified in SC 45 at the MAJ level and above. This is
justified by the growing use of advanced quantitative and theoretically
based analytical metheds to formulate, evaluate, and justify resource re-
quests in an era of increasingly constrained resources. However, not all
positions in SC 45 have been validated by the AERB for fully—‘unded gradu-
ate level schooling. (COA)

3. Observations.

a. The importance of the comptrol ar functicn to the peace time opera-
tion of the Army strongly supports the development of highly qualified officers
in SC 45, However, it is doubtful that in an era of highly constrained
resources for education, DOD/OMB would agree to provide each officer Zn SC 45
the fully-funded MBA schooling opportunity. While some progress can be made
by increasing the number of AERB validated SC 45 positions, the ultiwmate
solution lies ir the development of alternate methods to obtain an MBA, other
than by full-time, fully-funded schooling. The growing interest of many
universities in the continuing education market should enable the SC 45
proponents to develop imaginative programs whereby all SC 45 officers can
earn the MBA. . : :

civilianize officer positions. This must be carefully monitored in SC 45 .
. to avoid any further reduction in the number of CPT/MAJ develcopmental posi-

b. The SSI StEdy_predicta a continuirg movement through the 1990's to ‘
tions. - (SSI Study)

¢. There is a| study underway at this time to determine the feasibility
of combining SC A4 and SC 45 to provide developnental positions at the
1LT/2LT level. (CQA) . ,

'd. Short, high intensity refresher cqﬁtaen’are appropriaté for officers
who are returning to a SC 45 assignment following an assignment in.another
specialty (COA). : : :

e v v e 1 Tma

4, ﬁécoulendation.

a. Restructure SC 45 tc include more developmental positions at the
- CPT/MAJ level. 1f jnecescary, this may require militarizirg some civilian

X-XVIL=-2




positions. 1Insure utilization at these developmental positions to the maxi-
mum extent possible.

b. Increase the number of SC 45 positions validated by the AERB for
officers with graduate degrees. :

C. Develop, in conjuction with civilian universities, aiternacive gradu-
ate prograas to supplemenc‘;he fully-funded 8raduate degree prugram,

d. DeQelop short, high intensity refresher courses for officers returning
to an SC 45 assignment.following assignment in another specialty,

RETO ANALYST: LTC Larry D. Budge
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DEPARTMENT OF THE ARMY
OFFICE OF THE CHIEF OF STAFF
WASHINGTON, D.C. 20310

DACS=-0TRG ' . 28 March 1978

'SUBJECT: Public Affairs, Specialty 46

1. Current Status

‘a. Requirements vs Assets (As of 18 Nov 77)

GRADE REQUIREMENTS ASSETS DIFFERENCE
coL ' 28 (8%) 49 (%) +21
LTC 111 (31%) 177 (23%) +66
MAJ 102 (28%) . 279 (36%) +177-
CPT 106 (30%) 263 (34%) +157.
LT* 12 (3%) 1 (0) | ell*

b. Shortage (unfilled positions, number and rate)

GRADE . NUMBER  PERCENT
cer . 6 6%
LT+ 11 ' 92%

c. Overfill (unused assets as a percent of requirements)

GRADE NUMBER PERCENT -
coL 8 28%
L7C 4 4%

3 3%

d, Utilization Rate (pei-cent) ahd requirements to assets ratio (percent)

GRADE AVERAGE UT1LIZATION REQUIREMENTS TO ASSETS RATIO
COL . .58 | 7,58

LIC | .65 : S .65

MAJ : .40 .40

cpT a3 _ 46

LT* 90 | . .00

*There should be no LT requirements or assets since SC 46 i3 an advanced
entry specialty. ' ' o
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e. There are no significant problems in regard to utilization rates.
SC 46 can be paired with a number of other Specialties without experiencing
overutiligation problems,

2. Problem Areas (Source)

a. The major problem in SC 46 is the wide range of training and

experience possessed by officers in the specialtv. This is annare%tlv a result
of the integration of a large number of inexperiasnced, untrained officers into

an already existing specizl career program at the time OPMS was initiated,
A temporary TDY course wc.ld assist in integrating these officers into
SC 46, (OCPA) .

b. One result of the abive situation is & d»~ire on the part of 'the DA
Proponent to have a voice with MILPERCEN in the assignment of SC 46 officers’
to insure that the best officers are assigned to the most sensitive positions,
(0CPA) :

c. SC 46 does.not have a "pure" Training Proponent because the Defense
Information School (DINFOS) is a joint activity which is not staffed or
funded to perform’the role of an Army Training Proponent. (DINFOS)

d. TOE Public Affairs staffing is badly out of date and should be
revised, (DINFOS)

3. Obse*vations (Source)

.a. There is a significant opportunity in SC 46 to utilize short pericds
of training with industry to qualify officers at a lower cost than by
sending them te school for a gtaduat~ degree. (OCPA)

b. Certain highly qualified officers in SC 46 should be retained on
active duty past rheir MRD to capitalize on their experience and training,
(OCPA)

4. _Recommendations

a. Expand the Army element at DINFOS to enable it to. become the
training proponent for SC 46.

b. Restructure the TOE Public Affairs staff sections/units.

5. Major‘Recammendation '

Implement training wtth 1ndu:try courses for selected positions in
SC 46,

- RETO Analyst: LIC Larry D. Budge
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DEPARTMENT OF THE ARMY
OFFICE OF THE CHIEF OF STAFF
WASHINGTCN, D.C. :20310

DACS-OTRG " : 30 March 1978

SUBJECT: Education,. Specialty 47

1. Current Status.

a. Requirements vs Assets,

REQUIREMENTS . ASSETS
GRADE NUMBER % OF TOTAL NUMBER % _OF TOTAL
coL 106 11.4 58 16.5
Lc 297 32.1 258 73.3
MAJ 211 - 22.8 16 4.5
CPT 304 32.8 20 5.7
T _8 0.9 0 0,0
Total © 926 100.0 352 100.0

b. Specialty 47 encoupaéSes selected staff and faculty positions in

military colleges, and staff positions in headquarters with responsibilities
‘tor military history. The skills required are those of a professional

educator or scholar. This specialty provides a nucleus of professionally
competent military officers with special talents in education, capable of
making a sustained contribution to military education and scholarship. The
Special Skill ldentifiers (SSI) are: '

1) 47A: Professional Educator =~ professor, assoclate professor,
research officers, curators, historianq. .

2) 47B: Author/Instructor == positions filled by officers

‘possessing advanced civilian degrees apart from their designated OPMS

specialties, -

3) 47X: PMS == offfcers serving in PMS positions with a gréduate
degree required, : . o .

e e e e

[T P




c. SSI Requirements (RETO Data)*

SSI REQUIREMENTS

GRADE A B X TOTAL ‘
CcoL 56 14 34 104
LTC 47 53 247 347
MAJ 53 100 6 159
CPT 38 238 ©0 276
LT 3 3 9 _8
Total 197 410 281 894

*Total requirements do not compare with PERSACS requirements in para la.

2. Problem Areas.

a. Specialty skills are not well defined and understood. Therefore,
position coding is not precise. There are very few actual SC 47 positions,
but there is an overabundance of SC 47 designated officers. (DCSPER, RETO)

b. The SSI 47B causes difficulty for the field and MILPERCEN, The SSI
is designed to code a position requiring a subject matter (civilian degree)
expert but not necessarily a SC 47 designated officer. (DCSPER, RETO)

c. Specialty 47 is unique; officerc become 47 specialists as a result
of their civilian graduate education or unique expertise, SC 47 specialists
are not entry level officers but are individuals who have evolved into the
Education Specialty as a result of civilian education and repeated teaching
tours. The need for a training program, uniformly applicable to all
educators, is not appropriate. (AWC - T&E proponent)

3. Observations{

a. , DA Pam 600-3 states, "A specialty is a grouping of duty positions
whose skill and job. requirements are mutually supporting in the development
of officer competence to perform at the grade of colonel in the specialty.
Each specialty contains sufficient positions in each grade to support
officer utilization from entry level through the grade of colonel, To
form thuse specialties, officer positions in the Army's force structure
which share common skill and job requirements are grouped together.,"
Specialty 47 does not meet this OPMS specialty guidance, Skills and
job requirements of a USMA permanent professor, iﬁstructor historian and
a ROTC PMS are not mutually supporting., There is no normal progression
from major, the normal entry rank, to colonel, The majority (59%) of
ma jor positions are 'CMA instructors, 247 (71%) of the LIC positions are
"PMS's, and 27 (26%) of colonel positions are permanent professors and
associate professors at USMA, The only correlation between the SSI's
of this specialty is that all officers serving in SC 47 coded posicions
must have graduate degrees. (RETO)




| -~

L

b. SC 47 is an-assignment "specialty" only. Any officer with a
graduate degree in the required discipline. regardless of primary or
alternate specialty, can serve in SC 47 coded positions. In.some positions,
the Additional Skill Identifier (ASI) may indicate certain qualification
(e.g., ASI 5X == historian) which must be filled with officers possessing
the appropriate ASI,

c. Because of the unrelated skills and requirements of the SSI's, and
the lack of progressive officer development, education is not really a -
separate OPMS specialty. As such it should be eliminated, Positions should
be coded and officers assigned to education positions in the following
manner: : -

1) Permanenc professors, associate professors == coded and

" assigned by AST in a Permanent Educator Program, Code 47. Officers in

this program will be selected by board action.
2) Historians == coded and assigned by ASI 5% (historian).
- 3) Curators -; all posi?ions should be civilianized,
4) 'Author/Instructor == coded and assigned by ASI 5K (ihstruc:or).
5) PMS == coded and assigned on a "fair share" basis of the basic

entry specialties., Officers assigned to PMS pcsitions must have a graduate
degree. '

4, Recommendation. That Specialty 47 be eliminated. Positions of

permanent professor and associate professor at USMA wruld be coded 47,
Permanent Educator Program and officers would be selected for this program

by central board action. All other educator positions would be coded by

ASI and officers managed by like ASI; ASI 5X (historian), ASI 6Z (strategist),
or AST 5K (instructor)., Museum cursator positions should be civilianized.

RETO Analyst: L7C William K, Good, Jr.




DEPARTMENT OF THE ARMY
OFFICE OF THE CHIEF OF STAFF

~ DACS=OTRG

SUBJECT: S$pecialty 48, Foreign Area Officer

1, Current Status .

a,

GRADE

CCL
LTC
MAJ
CPT
LT

. WASHINGTON, D.C. 20310

29 March 1978

Requirements vs Assets (As cf Nov 1977)

NUMBER/%

REQUIREMENTS

167/.13
313/.23
341/.26
333/.25
179/,13
1333/100

NUMBER

0

0

14
25

- 174

NUMBER/ %
ASSETS

- 276/.10

'876/.32
902/.33
674/ .25
5/.0
2734/100

PERCENT

.C
0
.04
.07
.97

DIFFERENCES
+ -

+109
+563
+562
+341
-174

' Shortage (unfilled positions, number and rate)

Overfill (unused assets as a.percent of requirements)

NUMBER

13
112
Y
0

0

PERCENT

.07
.36
.0
0
.0

AVERAGE UTILIZATION (%)

- Utilization rate () and requirement to assets ratio (%)

REQUIREMENTS TO ASSET RATIO

.63 .63 -
i % o
.55 .55 )
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e. Utilization Rate Difficulties -~ The 5C 48 ﬁ:ilization rate is acceptable '

except at the grade of lientenant., As depicted above, there are only 5
lieutenant assets while 179 requirements exist. This leads to an extremely
high utilization rate and an unfavorable requirements to assets ratio. This
problem is primarily caused by the inclusion of lieutenant requirements in
SS1-E, Unconveational Warfare Officer. SC 48 is an advanced entry specialty,
and as such the specialty canuot be entered until the eighth year of service.
To solve this problem the DA proponent has received approval to reclassify
all 48E lieuterants and captains with less than eight years service as SC

11. This action is currently underway.

2, Problem Areas

a. Overseas tour equity canses somewhat of a problem particularly for
those officers designated 48G, Politico-Military Affairs, whose assign-
ment opportunities are primarily in overseas locationms.

b. Specialty 48 consists of seven 3S5Is: 48A is Security Assistance
(officers for which are trained at a USAF school); 48C 1is Attache; 48E -
Unconventional Warfare Officer; and 48G -- Politico-Military Affairs, The
remaining three SSIs identify civil-military positions for which most .
qualified officers are in the Army Reserve. The FAO course is predicated
on the asstmption that officers in SC 48 should be qualified to serve in

any 48 position. The present course cannot meet this requirement and is no

substitute for the detailed training and education required for :
positions in each of the separate SSIs. There is no one "FAO officer;”

there are seven distinct types. Continuation of the present course would

perpetuate.the myth that there is interchangeability among all SSIs of SC

48,

" The following statement concerning qualification in SC 48 was received

from the T&E proponent during the RETO data collection effort'

Genzrally, an officer is qualified as a 48 1f: (1) (slhe has area
expertise or has attended the FAO course, and (2) has served in
a FAO core position in that grade or the next lowest.

The FAO aeourse does not begin to provide area expertise, Since FAO

officers are supposed to be programed for graduate school language training
and 1-2 years of in-country trafning, the present course cannot be justified
by any measure of cost-effectiveness. (Soviet/East European area

officers, fcr example, Teceive two years of intensive schooling in Ga:nisch,
Cermany.) If completion of this course were to influence MILPERCEN not

to provide an officer with graduate schooling or in-country trainins,

both chc officer and the Army would lose.

As ptcsently constituted, che studant dody conaists of 7. LTC 27 MAJ and

43 CPT. Nearly half the officers have advanced degrees (one has a
PhD). Many officers already have area expertise, while seyeral others do

. ‘not yet know to what (if any) geographic ar=s “hey will be assigned. _
Although a need can be seen for providing . ' FAO officers with courses

in which the military applications of their .cea expertise are addressed.
this course does not appear to meet the need. This course should therafor

ke replaced with short TDY functi.:al courses.
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c. The 48 speciaity, pértieulérly SSI1G rapires a long training
period that can consist of a graduate degree, language training and

in~country training. This process can take as long as five years training

time plus three years of utilization and thms the officer is away
from his primary specialty for an extended period of time, Action
is currently underway to solve this problem by consolidating the
graduate degree with the in-country training program,

d. Difficulty is encountered in maintaining language proficiency and
in programming language refresher training.

e, It must be noted that within SC 48 certain SSIs are more closely
related while some have sharp differences. SC 48E, as an example, shares
politico-military awaremess with other 3SIs but the basic skills of SC 48E
are quite diffetent. For this reason, consideration should be siven
to redesignating all 48E Unconventional Warfare positions to the combat
arms specialties with an ASI of 5G. The area expertise and language
requirements necessary for these positions could be acquired through
attendance at short courses conducted by USAIMA,

3. Observations

a, The analysis of SC 48, performed by USAIMA, represents'a good
piece of work and will be valuable in future analyses of tle specialty.

b. The qualification criteria set forth for SC 48 ~~ a mix of

' education/training, and on the job experience -- will allow the

majority of officers withia the specialty tc become qualified.
4. Recommendations

a. That continued cmphasia be placed on reducing the time required for
training/education. .

, b. That the remaining 488 positions (94-061 be redesignated to
the combat arms specialties with an AST of SG.

c¢. That the present PCS FAO course be. disestaﬁlished, andc

o Substitnte appropriate DY functional courses tailored to
the needs of the various PAO SSIs.{ ,

o Limit attendance at these cuursea to newly designated TAO
officers who do not yet have an advanced degree or area expertise, or those
on orders to FAO billets or follow~on FAO traintng

o Orient all FAO courses touard the military applicarions of FAO,
leaving the academic training in area studies to civilian universities.
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o VUntil desestablishment of the PCS course, restrict attendance
to officers who are wirhour graduate degreeg or on orders to FAG assign-
ments, . '

RETQ Analyst: MAT William G, Carter, III
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coL : ' 29 : .61

LTC | .18 - .10

MAJ , 0 .0

: . LT 0o .0
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DEPARTMENT OF THE ARMY
OFFICE OF THE CHIEF OF STAFF
WASHINGTON, D.C. 20310

DACS=-0TRG 27 March 1978

SUBJECT: Specialty 49, Operations Research and Syétems Analysis

1. Current Status

a. Requirements vs Assets (As of Nov 1977)'

NUMBER/% . © NUMBER/% ‘ DI FFERFNCES
GRADE REQUIREMENTS ASSETS = + -
coL 47/.7 123/.9 +76
LTC 190/.27 404/ .28 4214
MAJ 276/ .40 , . 538/.37 4262
CPT C171/.24 " 369/.26 4198
LT : 14/.2 3/.0 CH1
698/100 © 1437/100 ' -

b. Shortage (Unfilled positions, number and rate)

GRADE ' NUMBER .. PERCENT
coL - 0 0
LTC . . O ‘v . aO'
MAJ ‘ 23 S .9
ceT 24 . S o

‘LT R O 8 _ .81
c. Overfill (unused assets as a percent of reqﬁirement:s)

GRADE ’ _NUMBER' : PERCENT

C XeXEI-1
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d. Utilization rate (%) and requirements to assets ratio (%)

CRADE AVERAGE UTILIZATION (%) REQUIREMENTS TO ASSET RATIO
CCL .39 : .39
L1C . .50 .30
MAJ . .53 ' -1-X
CPT .45 W52
LT .90 4,67

e, Utilization Rate Difficulties - The utilization rates at each grade
within SC49 are acceptable and pose no problem when viewed in i{solation.
A utiligntion problem does, however, occur when analyzing S5C4% in conjunction
with the specialties with whxch ic is predominately paired This problem
is discussed in detail below, ' .

2. Problems

a. The most significant problem in SC49 is the inability to meet
requirements, The overall asset/requirement rate {s 2,0 which is lower
than required to insure professional Jevelopment in both of an officer's
specialties while meeting all other Army requirements, This problem is:
compounded by the following:

1) Not all officers within SC49 are qualified by training or
experience. MILPERCEN is currently reviewing SC49 to determina which officers
should not have S5C49 as a specialty. Some who are not currently qualified
will retain the specialty because their academic background is adequate tn
support future training. This action will not help fill requirements but
will provide a more accurate picture of assets, .

2) The other specialty assigned to ORSA officers 13 in many
cases a shortage specialty. For example, almost 15 percent of ORSA officers
have Engineer, (5C21) as their other specialty and the utilization rate of =
Lngineers is so high (76% at major) that it becomes very difficult for
these officers to alternate between the two specialties. Additioﬁally, the
preponderance of ORSA officers have a combat arms specialty as an alternate.
In all cases, at the grade of major, the utilization rate in the combat
arms speclalty s so high that alternating assignments between the two
‘special ~{e3 becomes difficult at best,

3) ORSA positions are concentrated tn the Ha:hington area (HQDA
0SD, JXS, CAA, ‘etc.), TRADOC and DARCOM. These activities account for
92 perccnc of all ORSA pnsitions, Only 2 percent of the total ORSA
requirements are overseas. An officer due a iour i{n ORSA is somntimes not
available because equity requires that he be assigned overseas. These
assignments are normslly in the officers alternate specialty.

4) The overall quality of CRSA officers is higher than that of
the off icer corpa at la:gs. This results in a higher percentage of SC 49

X-XXI~2




officers not‘beihg available for ORSA assignments due to service school
attendance, battalion command, and other high priority/high wisibility
jobs.

5) The specialty has a relatively high number of AERB validated
positions, however, given the current graduate degree quotas only about
50 percent of these validated positions can be filled with officers
having an ORSA degree obtained through a' fully funded program.

6) The job descriptions as currently listed in the TAADS documents
do not truly reflect the duties the individual will be required to perform
and the use of only one SSI compounds this problem.

3. Observations

a. The qualification criteria established for SC49 is within reason
and would permit all to become qualified.  The requirement for a graduate
degree does, however, pose problems, As stated above, approximately 50
percent of ORSA officers can expect to be sent to graduate school on a
fully furided basis. The remainder must therefore obtain an ORSA graduate
degree on their own time. This would either entail night school or a'
co-op ‘program such as C&GSC's. The DA proponent recognizes the hardship
~ posed by this rigid standard and as such is looking at the applicability of
the existant ALMC resident military training, 1It'is felt by the DA
proponent that several years will be required to ascertain 1f the ALMC
graduates can perform to the desired standard. 1f experience shows this
to be the case, the graduate degree requirement for qualification may be
reroved for some ORSA positions.

b. TRADOC is also looking at spliting the specialty into specialties
or multiple SS1s that would more clearly define the degree of expertise
‘required by officers fi1lling positions now coded 49, It appears that there
are two levels of 49 skills required: skills of substantive understanding
and conceptualirzation coupled with quantitative analytical skills; and, a
more limited level comprising quantitative analytical skills only., There
is an urgent reed for a detailed review of requirements, the skills
" associated with those requirements, and the educational programs to impart
the skills, Subsequent to the requirements review, decisions should be
made on restructuring the specialty as required.

¢, A more active recruiting campaign.is needed to facilitate the
accession of officers possassing the requisite qualities for SC49,

'd., MILPERCEN needs to more closely monitor the utiligation of SC49.
" assets to insure that officers requisitioned to fi1ll ORSA vacancies are
‘in fact performing CPSA dutien.
4. Recommendations

a. A job task analysis should be done as a priority effort to
determine requirements and associated skills as a preliminary step in

developing restructuring options as needed, nnd in determining more accurately
tho educational rcqulremcnca.

X=XXI~3
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b, The ALMC review the TAADS and re-title ORSA positions.

¢. The DA proponent continue to monitor the ALMC resident military
training program to determine i{f it is an adequate replacement for the
graduate degree requirement for certain ORSA positions.

d. The DA proponent in conjunction with the MACOMs prepare a
publicity program to increase ORSA accessions.

+ e. The DA proponent look at the feasibility of using the C&GSC elective -

program, co~operative degree program, and MMAS program as a means to train

and educate additional ORSA assets. :
alu..._.%az-\
WILLIAM G. CARTER, 111

MAJ, IN
RETO Anzlyst
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WASHINGTON, D.C. 20310

DACS-0TRG

31 March 1978

DEPARTMENT OF THE ARMY

GFFICE OF THE CHIEF OF STAFF

SUBJECT: Research and lDeve]omcnt (ReD), Specialty 51

1. Current Status.

a. Requirements vs Assets (as of 27 Mar 78).

, NUMBER /(%) NUMBER/(%)
GRADE ASSETS _REQUIRED
coL 419 (12) 175 (18)
LTC ) 893 (27) 290 (30)
MAJ 1039 (31) 207 .(21)
cCPT . 929 (28) 238 (25)

: 62 322 62 56[
TOTAL 3342 (100) 972 (100)

DOPMA

IDEAL (%)

11
22
Ll
22

b. Shor‘tage (unfilled positions, number and rate)..

GRADE NUMBER RATE
T 59 o 95%

c. Overfill (unused assets as a percent of requirements).

GRADE NUMBER . RATE
cot 76 43%
LTC 137 u8%

DIFFERENCE -

(+) (<)

+ 244
+ 603
+ 832
+ 691
0

PP



. (Problem raised by ALMC, MILPLRCEN aware)

DACS-0TRG ) 31 March 1978
SUBJECT: Research and Development (RED), Specialty 51

d. Utilization rate (%) and requirements to assets ratio (%).

AVERAGE REQUIREMENTS TO
GRADE UTILIZATION . ASSETS RATIO
coL 43 43
LTC 33 | 33
MAJ 22 g’ 22
CPT 27 29

e. Soume overalignment at CPTMAJ. Not a sngnnflcant problem,
Requirements to assets ratio good at LTC/COL.

2. Problem areas.

a. Too few requirements at major to allow normal progression to Colonel.
Requnrements to assets ratio needs to be adJusted and position coding needs
review,

b. Valid lieutenant requirements in'specialty, scarce assets., Evaluate
02 positions and early accessions policy. :

c. Desirable to have SC 51 officers paired with Engineer Specialty (SC 21)
from a knowledge and skills standpoint. It is undesirable from a utilization
standpoint due to extensive SC 21 requirements. at all grades. Positions
coded 21/51 and 51/21 need to be examined and recoded where appropriate.

d. Over'360 valid AERB graduate degree positions in physical scnences;
engineering, and management (mostly at 04=05). However, to perform in most
02/03/04 positions requires skills and knowledges associated with graduate

"study. Early accession of qualified officers (LT) and early graduate

schooling is essential even though SC 51 is an Advanced Entry Specialty}

e. Difficulty assigning Combat Arms officers to SC 51 positions
especially at grade of CPT. In November 1977 the .status of 549 of the

‘929 SC 51 CPTs (all combat arms) was reviewed with the following results:

PERCENT ‘ " ASSIGNMENT
15 In SC 51 positions- _
28 overseas’ :
12 school o Z
1 nominative positlon (UsMA, ROTC, USAREC ARR) f
10 - meeting SC 15 flying gates ' '
24 " stabilized ‘(less than 36 months at station) :
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DACS-0TRG : 31 March 1978
SUBJLCT: Research and Development (RgD), Specialty 51

f. Review of TAAD documents indicates significant number of miscoded
positions, Additionally, titles are inconsistent within 551s 51A and B.
making it difficult to match positions with desired qualifications. Position
coding is the foundation for effective personnel management. Discipline and
consistency are essential in position coding.

3. Observations.
a. AIMCMILPERCEN proposal.

"“The specialty codes 51 and 97 provide the expertise for the acquisition
of materiel. They span the materiel acquisition process from concept to
obsolescence providing knowledge of R&D, procurement and production. The
two specialties are distinct and have different qualification requirements
but are related to form the broad heading of the acquisition. The two
specialties are now and should be monitored by the DA acquisition proponent
(DCSRDA) to ensure the acquisition community needs are integrated and
coordinated. Neither of the specialties can be eliminated, nor can they be
consolidated. However, it would be appropriate to group them under an
umbrella - acquisition program.'

b. Of the 972 .authorized SC 51 positions, only 7 are in TOt units (and
those 7 appear to be miscoded - should be 5C 27)., In any mobilization
scenario the competition for combat arms officers, at all grades, portends
a scramble for assets, Plans for rapid civilianization, use of mobllnza*lon
designees (IRR), and position consolidation require close coordination
among SC 51 proponents.

c. While ALMC believes the current "proponeﬁcy“ system is adequate,
they argue that, '"The overall education system is inadequate because there
is no system's management of it. The various subsets suboptumuze, e.g.,
AERB aspects, MILPERCEN pelicies, etc."

d., Troop command is. not essential to qualufucatnon in SC 51. |If troop
.command continues to be a gate (''ticket'') for' promotion, equivalent designa~
tion must be made in SC 51 TDA positions.

e. Training With Industry (TW1) should be expanded. ALMC rotes it
yOuld be ''the most worthwhile direction' SC 51 could take.

[AY
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DACS~OTRG 31 March 1978
SUBJECT: Research and Development (R&D), Specialty 51

bk, Recommendations,.

a. Appoint a General Officer (DA Staff) as '“the prcponent' for SC 51,
Provide him a full time assistant to monitor and coordinate mechanisms such
as the Army Logistics Speciaity Committee, and DAXCOM/TRADOC working groups.
Proponent should participate of selection, training and utilization of
officers in SC 51 and be a regular member of the OPMS Steering Committee
on all SC 51 related matters.

b. Recode all positions !AW i'specific' DA guidance. Then institute
discipline into the coding system. ‘

RETO ANALYST: LTC William A. Stofft

PROPONENTS '

DA, ODCSRDA, LTC Ford, O0X5-3664
MILPERCEN, MAJ Asbury, 325-0417

Ed & Tng, ALMC, Mr. Sweeney, 687-1786




DEPARTMENT OF THE ARMY
OFFICE OF THE CHIEF OF STAFF
wASHINGToN. D.C. 20310

DACS-0TRG o : 31 March 1978

SUBJECT: Atomic Energy (AE), Specialt 52

‘. Current Status.

a. Requirements s Assets (as of 27 Mar 78).

NUMBER/(%) NUMBER/(%) " DOPMA D1FFEREHNCE
GRADE ASSETS REQU I REMENTS -~ IDEAL (%) + -
coL 90 (19) ‘ 28 (17) AT + 62
LTC 136 (27) 67 (37) '22 + 69
MAJ 162 (34) 62 (35) bb . 190
ceT 90 (19) 17 (9) .22 + 73
- 1 (100) 177 (100) :

b. Shortage (Unfilled positions, number and rate).

GRADE - NUMBER : RATE
cPT BN %
LT 2 67%

c. Overfill (Unused assets as a percent of requirements).

GRADE © NUMBER © RATE
coL 17 - 59%
‘_rﬂ\.
1 ‘,
. , . . , ‘ . - !
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DACS-O0TRG | ; "3] March 1978
SUBJECT: Atomic Energy (At), Specialty 52 ' .

d. Utilization rate (%) and requirements to assets ratio (%).

AVERAGE . REQUIREMENTS TO
GRADE UTILIZATION ASSETS -RATIO
coL 33 .33
LTC 33 .33
MAJ . 38 Lo
CPT 17 : 19 -
LT 100 o 300

2, 'Problem Areas.

a. Desirable to have SC 52 officers paired with Engineer specialty
(SC 21) from a knowledge and skills standpoint.. It is undesirable from a
utilization standpoint due to extensive SC 21 requirements at all grades.
Examine positions coded 21/52 and 52/21 and recode where appropriate.

b. Shortage of LTC (05) assets to fill requirements. Complex and
sophisticated specialty requires lorg range development and prohibits late
accession (MAJ/LTC) of untrained assets. Assets to requirements ratio
should be around 2:1. o

c. Officers who enter SC 52 from specnaltnes other than Field Arty
(SC 13) or Air Defense Arty (SC 14) need specific training in nuclear
capable delivering systems (2-3 weeks TDY). Education and tralnfng proponent
must insure resident and hon-resident programs, MILPERCEN must insure
officer attendance.

d. DA Pamphlet 600~3, '"Officer Professional Development and Utilization
(September 1977),' omits requirement for undergraduate majors in Geology.
and Chemistry. They should be included, Generally,Atoo'narrow a view was
taken on the specialty. Courses in health paysics, biological sciences,
electronics, mathematics and meteorology are valuable for the AE specnallst
- These subJects should be added

e. The two SSIs (AEB) create a difference without distinction and .
should be combaned The qual:flcatuons for ‘each SS] are the same.

Y ST LR U Y
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DACS-0TRS ' 31 March 1978
- SUBJECT: Atomic Energy (AE), Specialty 52

3. Observations,.
a. High percentage of .2 177 positinns require an advanced degree.

b. Troop command is not eszential to SC 52 development or qualification
at any grade. :

c. All 5C 52 positions should be TDA. The 3 TOt positions are miscoded,

d. There is a high correlation of skills with SC 52 and the following
specialties (Note: 49, §1 and 97 are also Advanced Entry Specialties):

SC 13 FA, -
SC 14 AD
SC 21 EN
SC 27 C-E/EN
SC 49 OR/SA
SC 51 R&D
SC 74 Chemical
SC 97 . -Procurement

L, Recommendations.

a. Education and Training (E & T) proponency for SC 52 should be taken
from DA DCSOPS and given to the Army Nuclear and Chemica! Agency. DA
proponency should remain in DCSOPS, .

b. Combine thg two SSIs in SC 52 into one SSI.

RETO ANALYST: LTC William A. Stofft

PROPONENTS .

DA, DCSOPS, MAJ Skerker, 0X5-9913
MILPERCEN, LTC Ostenberg, 325-0417

Ed & Tng, DCSOPS, MAJ Skerker, 0X5-9913




DEPARTMENT OF THE ARMY
OFFICE OF THE CHIEF OF STAFF
WASHINGTON, D.C. 20310

'DACS=OTRG . - 28 March 1978

 SUBJECT: Automatic Data Processing, SC 33

1. Current Status 4

a. Requirements vs Assets (as of 18 Nov 77)

GRADE REQUIREMENTS ASSETS DIFFERENCE
COL 44 (5%) 117 (7%) +73
LTC 205 (23%) 441 (26%) +236
MAJ 314 (34%) 626 (38%) . #312
CPT 304 (33%) , 478 (29%) +174
LT * ‘43 (5%) 5(0) -38

b. Shortage (unfilled positions, number and rate)

GRADE : NUMBER : PERCENT
MAJ .35 11%
CPT 56 : 18%

LT * ‘ 38 , 88%

¢. Overfill (unused assets as a percent of ret‘;uiremgnt:s)

GRADE . . NUMBER : , PERCENT
coL 26 58% ,
LTC .. 15 . ' 7% : : :
: t

'd, Utilization Rate (percenq and requirements to asdets ratio (percent) ;
GRADE o AVERAGE.UTILIZATION g EMEN‘I‘S TO _ASSETS RATIO ‘ '
COL ' .38 - : . -3 3
LIC o . .48 o _ -4 3 '
MAJ ' .30 . ' .3 ¢
CPT : L6l . N i
LT * , ' 1.00 : , 8.6 i

* 'I'hete should be no LT requirements or assets since sc 5.3 i8 an Adydnced
Entry Specialty.

~ : .

-

i g s W i L

X-XXIV-1

Py L




e. The high utilization rate for CPTs and MAJs restricts the pairings
whick can ke accomodated at those grades. This problem can be solved,
however. (See below)

2. Froblem Areas (Source)

a. The specialty proponent argues that SC 53 should be a basic en“'y
specialty for following reasons: (DAA)’ .

(1) This would allow the Army to take advantage of 2LTs coming
on active duty w/ADP degrees while their skills were still fresh.

"(2) This would allow the dengrading of many of the CPT positions
to LT positions which would provide better utilization for CPls.

(3) This would assist the Army in meeting the growing demand for
officers in*SC 53, particuiarly at the LT/CPT level.

b. The perishability of ADP skills and degree of training/expearience
required in some positions, make it desirable for some officers in SC 53.
to ""single track'' in SC 53 for their entire car=ers. (DAA)

c. The coding of SC 53 positions in the TAADs documents is totally
inconsistent. ‘This will require additional SSl's and a re-write of
AR &11- lOl ‘(DAA) to solve. (DAA)

d. SC 53 is characterized by a high content of perishable skills
which require that an officer serve continuously in the specialty or
attend refresher training prior to working in the specialty after an
absence. The Army does not have an established refresher training
program at this time. (DAA)

3. Observations

a. There will be a significant increase in ADP equipment thr0ughout
the Army by 1990. Requirements for officers-in SC 53 will also increase,
but more slowly since much of the new ADP equnpment wull be user-oriented
and will not require ADP trained personnel

b. Through the: l990's there will be an increasing trend toward
civilianization which should reduce the TDA requurements for off|cers
~ .in SC 53 (SSI Study).

€. Graduate degrees are.essential for some positions in SC 53;
however, the civilian education requirement for the majority of officers
- in the spec:alty caa be satisfied by c1vnl|an courses which are considerably
short of a graduaté degree. (DAA)




o

L. Recommendations
a. TAADS documents shouid be rationalized and standardized.

b. Consideration should be given to aiiowing some offizers in SC 53
to ''single track' instead of pursuing dual specialty development.

c. Consideration should be given to establishing a short, TDY
refresher course for officers enroute to an 3C 53 oosition after 2 or
more years in a ron-SC 53 position.

S. #Major Récorwendation
In view of the growing requirements for LT/CPTs in SC 53, and the

- ADP skills of some newly commissioned officers, serious consideration
should be given to making SC 53 a basic entry specialty.

RETO Analyst: LTC Yarry D Budge
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DEPARTMENT OF THE ARMY
OFFICE OF THE CHIEF OF STAFF
WASHINGTON. D.C. 20310 .

DACS~0TRG

jl March 1978

SUBJECT: Operations and Force Deve lopment, Specialty 54

I. Current Status .

a. Requirements ¥s Assets {as of 27 Mar 78)4'.{

, NUMBER/ (%) NUMBER/(%) ' DOPMA DIFFERENCE
GRADE ASSETS A REQUIRED - JDEAL(Y) (#) (=)
“oi 1S (21) 28 (36) . 4y %
LTC 1507 (28) 632 (37) . 22 + 875
MAJ 1455 (27) . 555(33) ¢ 4 ’ +.900 -~
CPT 1229 (23) 233 (13) . 22 . + 996
LT 19 (1 13 ' 0
TOTAL 5325 (100) 1707 (130}
b, Overfil) (unused assets as a percent of reguirements)
GRADE | NUMBER © RATE
coL - 422 156%
LT . 15 %
c. UtTlization rate (%) and .requtrements to assets ratio (%),
o AVERAGE - REQUIRENENTS TO
GRADE . UTILIZATION  ~ASSETS RATIO
coL - 25 25
LTC bs bs
HAJ 41 42
cPY ' 21 . 21
N
X-XXV<1




DACS-0OTRG 31 March ]973
SUBJLCT: Operations and Force Development Specialty 54 :

2. Problems,

a. SC 54 severely overaligned at COL (06), moderately overaligned at
LTC (05). Position recoding will help.

b. Review of SC 54 TAAD documents indicates significant number of
miscoded positicns. Position titles are inconsistent making it difficult
to match officer qualifications with hillet requirements., System discipline

essential ir. position coding and job titles if SC 5L is to be a viable
specialty.

c. SC 54 jobs are clearly divided into three separate and distinct areas:
(1) Operations, Plans, training and readiness
(2) combat developments

(3) Force developments

There are numerous functions in these diverse tracks that closely parallel
tasks routinely performed in other specialties such as:

SC 28 Instructional Technology and Hanagement
SC 47 Education .

SC L9 OR/SA

'SC 51 R&D

The current single $SI in SC 54 does not allow for effectlve management of
the specialty.

d. The specialty could be split into two (or three) specialties in
accordance with the general functions listed above (CAC recommendation). The
billets could be recoded into existing specialties leaving a broad ‘'generalist"
(operations, plans, training and readiness) specialty without creat'ng new

specialties, The specialty could be redefined as part of a major OPMS

restructuring to more clearly delineate responsibilities for'

Training Develooments (prOposed SC 50)
Combat Developments
"Force Developments

Instructional Technology (SC 28)
Education (SC 47)

_ Operat!ons, Plans and Readiness (Corps and above) (SC 54)
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DACS-OTRG L | : 31 March 1978
SUBJECT: Operations-and Force Development, Specialty 54

.0r the spetialfy_cbuid be more sharply dafined by adding two additional

SSis (B - Combat Devalopment and C - Force DeveIOpment) as was planned
in the 10 Aug 77 MILPERCEN proposals

e. The lack of a formal SC 54 training and education strategy is
significant. Less than 40 percent of the officer corps attends USACGSC
leaving a -large shortfall in field grade preparation for this specialty.
There are no other courses cuisently Functioning for SC sk cfricers.

3. Observations. -

a. 85% of s¢ 54 assets-are Combat Arms. Slight overalignment in
lower 3 grades .acceptable IAW expected combat losses.

b. Educatlon and Training proponent argues that Bn Commard (or
equivalent) or principal staff officers at brigade ¢r division (or
equivalent) is essential for 05 and 06 qualufccatlon in SC 54 and 54C.
DA proponent and MILPERCEN unsagree

c. Cudung of SC 54 positions in TOE units is limited to Corgs and
above. Po]scy not followed Army-wide.

L, Recommendations.

a. Create two new S5Is {Force Development and Combat Development)
in the existing specialty -«nd manage assets accordingly.

b. Review gll‘sc 54 positions, recode where appropriate.

c. Develop SC 54 education and training strategy including resi-
dent and monresident courses.

 RETO ANALYST: LTC William A. Stofft
PROPONENTS
DA, DCSOPS, LTC Leavitt, 0X7-1079

MILPERCEN, MAJ Larned, 325-0417 :
Ed's Tng, CGSC, LTC Bradley, 552-2109
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DEPARTMENT OF THE ARMY
OFFICE OF THE CHIEF OF STAFF
WASHINGTON, D.C. 20310

DACS=O0TRG , . 30 March 1978

SUBJECT: Specialty 55, Legal (JAKC)

1. Current Status

GRADE ' ASSETS : REQUIREMENTS

"COL - : 85 110
LIC - 122 ' 170
MAJ . ' 221 , © 322
CPT 1189 , . 1085
LT o - -

' 1647 ; 1687 -

a.. JAGC promotion board and expanded zone have partially remedied
shorcvages in grade of major.

" b. Retention has improved with increased prospects for a larger
career force, Utilization is 100% within the specialty.

2. Problem Areas

a. Current SSI do not provide an adequate basis for personnel
management, Discrete coding must be provided for TAADS documents, New
SS1 must be established to reflect traditional JAG specialties.

v b. Professional development in the first ten years has remained the

. responsibility of the Army Judge Advocate.General's School., Training to
.meet requirements of higher duty positions and legal specialization must
be a combined effort of persannel managers/supervisor/lawyer in an office/
TDY school environment, -

PUPS

c. JAG attorneys .captains) advance to supervisory posi~tions" without
adequate formal training preparatory to assuming the job,

B ol i e

3, Recommendations

a. SSI's should be restructured as indicated to maximige ADP=
~assisted resource management.




b. Establish professional development objectives, emphasizing OJE

35A
358
55
550

S5E =

55F
356
354

Judge Advocate (Basic)
Staff Judge Advocate
Criminal Law Specialist
Judiciary

)

Administrative/C{vil Law Specialist
Procurement Law Specialist
Internat{onual Law Specialist

Claims lLaw Specialist .

and short CLE courses, and provide intensive law/management course

for majors,

.y

RETO Analyst:

COL D, A, Fontanella
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DEPARTMENT OF THE ARMY
OFFICE OF THE CHIEF OF STAFF '
) WASHINGTON, D.C. 20310

DACS=-OTRG ' 31 March 1978

SUBJECT: Highlights of SC 56, Chaplain

i. Current Status.

a, Assets vs Requirements.

. <1978 1981 :

ASSETS REQUIREMENTS 'REQUIREMENTS
coL 107 ' 82 gL
LTC 315 186 286
MAJ - L79 384 453
cPT - _523. 6l 439
TOTALS T2k 1236 - 1272

b. 1981 requnremen’s are provided because the Army Chaplaincy is
currently. In a period of transition. This transition is already affecting
the 1978 requirements, which are changing rapidly. Although there will be
only slight differences in the total rezquirements in 1981, there will be a
substantnai shift by grades, especially LTC and CPT, :

c.’ There is 100% utilrzation of chaplains in chaplain positions,
2. Problem areas (now being addrested by Chief of Chaplains).

a. Need for a standardized method of encoding chaplain position

‘requirements into TAADS

b. Difficuity of using existing chaplain SSI in effective programing
of trained chaplains for appropriate positlons.

c. Absence of branch related qualification criteria at grades of MAJ,
LTC, and COL, Crite:fa must be seen by the field as related to the process
of ministry, which is the chaplain's primary duty,

| X=XXVII -1
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DACS-OTRG 31 March 1978
SUBJECT: Highlights of SC 56, Chaplain '

3. Observations,
a. Survey:

(1) Recently implemented Chaplain Professional Development Plan ha.
evoked a positive response from the field. Approximately two thirds of
the chaplains ‘'surveyzd feel it is meeting the needs for chaplain training.

(2) Approximately 60% of the chaplains surveyed would prefer -:veral
short TDY courses plus CAS? as 2 replacement for the qurrent chapiain
Advance Course; OJE is the training mode most frequently indicated as the
way chaplains become qualified to effectsvely practice their professnon
in the Army, v

b. Analysis reveals the following strengths of the Chapla:n Professnonal'
Development Plan: . :

(1) Chaplains viewed as learners throughout théir_céreer.
(2) It focuses on education/training for ministry.

(3) Skills training and personal/spiritual growth are seen as part of
professiornal development,

(k) Basic chaplain: training is more realistic due to Phase Il| internship,

(5) The tra:ning program is more cost effective in that less time is
spent in resident courses,

(6) 1t responds to training needs of individuai'éhaplains and is
responsible to field requirements. ' .

(7) 1t emphasizes assessment and bases training upon'assessed needs,

c. Analysis indicates the following weaknesses in the Chaplain
Professional Development P]an'

(l) Pivotal points in the chaplalns career are not adequately recognlzed
as prime times for education/training,

- (2) Not enough opportunity for chaplains to lnteract wlth offlcers of
other branches in a learning environment.

X-XXVI1-2
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DACS-OTRG : _ 31 March 1978
SUBJECT: Highlights of SC 56, Chaplain

L., Recommendations.

a, That the Army chaplaincy continue in the direction it has begun
with its Prgfessional Development Plan with following exception: sub-
stitute CAS™ and three TDY short courses for the Chaptain's Advance
Course (incl 1). :

b. That the Army chaplaincy assure appropriate coding of chaplain
duty positions and trained chaplain resources so that the personnel
managers within the chaplaincy may take full advantage of automated
data processing equipment.

c. That the chaplain Specialty Skill Identifier/Additional Skill
Identifier (SSI1/ASI) ~ode be reviewed to determine if a limited revision
will assist the personnel managers in easier identification of trained
resources to fill duty position requirements.

d. That the Office of the Chief.of Chaplains continue in its project
to define qualification criteria for major, lieutenant colonel and colonel

chaplains, focusing on the aspects of leadership in and supervision/man-
agement of ministry,

e. That an assessment center for Army chaplains be considered for
establishment at the US Army Chaplain Center and School for the purpose
of providing assessment and assessment instruments which will enable
chaplains to determine appropriate utilization of the Chaplain Profes~
sional Development Plan. '

RETO ANALYST: '
Chaplain (LTC) Danny W. Burttram
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DEPARTMENT OF THE ARMY
OFFICE OF THE CHiEF OF STAFF
| WASHINGTON, O.C. 20310

DACS-0TRG 29 March 1678

SUBJECT: Specialty 60-61, Medical Corps (MC)

1. Current Status:

GRADE _ ASSETS 'REQUIREMENTS

COL . 415 . 371

LTC 616 852

MAJ , - 1630 2623

CPT 1321 . 2076

LT : ——e= ——e-
3982 5922

a. The difference between authorizations and assets results in a

shortage of about 600 physicians; ergo, 600 is the "official" shortage.

b. There 1s 100% ctilization within Specialcy in MC, The Medical -Corps
consists exclusively of commissioned officers who are qualified doctors of
medicine or doctors of osteopathy.

c. Forty=-four apecial skill identifiers have been established for tha
MC (Inclosure 1),

- d. MC is excluded from Officer Grade Limitation Act in grades below
brigadier general.

e. Current constructive credit policies result in accession above LT.
2,. Problem Areas,

a, The most significant problem is, of course, the shortage of physicians,
Accessions and retentions are woefully inadequate. The education and training .
survey of AMEDD officers, while not addressing retention per se, reaffirms
some factors impacting on retertion. Medital skills are marketable. 997% of
MC officers responding to the survey believe .their primary specialty training

| X-XXVIII-1




DACS=OTRG A - 29 March 1978
SUBJECT: Specialty 60-61, Medicel Corps (MC)

or edication will be of value in a civilian career and 76% estimate they
could earn more than $50,000 annualy salary in civilian life, Almost a
fourth (24%) of the MC officers responded that they do not plan to make

the Army a career. One third state that they have made no decision as to
whether or not they will make the Army a career. Eighteen percent indicated
that they would make the Army a career but were undecided as to when they
will vetire. Only about one fourth (24%) of the respondents indicated plans
to retire with more than 20 but less than 26 years of service. Those with
plans for a career included officers (LTC and COL) who have already made

the Army a career., Junipr officers (CPT and MAJ) responded 50% against the
Army as a career, '

b. Written comments from MC officers surveyed concerned dissatisfaction
with many aspects of service. Complaints inciuded requirement for post-draft
obligatory service; military training provided (or not orovided); command/
administration versus clinical utilization; opportunity for specialty
training education in civilian institutions; assimulation/socilization of
physicians into military (pro and con); pay and bonus policies; tour stabil-
ization; inadequate personnel and equipment support; and poor facilities.

3, Observations.

a. The probability of attaining projected MC year-end strengths during
the mid-eighties 1s contingent upon maintaining program fill on current
authorigzation for accession programs. The Health Profession Scholarship
Program (HPSP) is the primary source of accessions. HP3P is expected to
provide around 425 per year through 1984, The Uniformed Services University
School of Medicine will graduate its first class in 1980. The Army's share
is 12, This 'is expected to raise tu 65 by 1984. However, the last Berry

Plan (under draft, service deferred) physician starts his post-draft obli-
gatory service in 1981. The Berry Plan was the primary source of physicians

. under the draft.

b. DOD has a revised physician pay package for submission to Congress. |
While parity with civilian pay cannot be expected, the package is expected . \
to remove some of the dis-incentives of the present program. )

c. Continuing speciaity' education throughout career is a requirement
and highly desired by the medical officer. Programs under direction of The
Surgeon General are available to Medical Corps officers in designated

. medical activities. These programs provide the Army with trained specialists

- meet requirements of appropriate boards and are valuable in recruiting and
retention,

d., Precommissioning military socilization has been included in
professional scholarship programs, The Uniformed Services University of
the Health Sciences includes military elective experience in the summer
schédule, . These exposures to the military and an appropriate basic course

| R=AXVIII-2




DACS=0TRG ' 29 March 1978
SUBJECT: Specialty 60-61, Medical Corps (MC)

will provide for the inculcation and furtherance of the military medical
professionalism,. ' . N

e. RETO analysis supports expansion of the basic course, This
should provide officers of the MC proper assimulation into the military
and increase satisfaction in practice of military medicine, There is a
glitch, however. The shortage of physicians still exists and the dilemma
of attending a longer basic versus early arrival at the job will continue
until shortages are reduced,

£, RETO analysis does not support the advanced course., Few physicians

attend the advanced course, yet the aura of ticket punching prevails,
Deletion of advanced course will properly align professional developuant
objectives for physicians, Shorter, specialized courses will be provided,
as needed, for professional military education. -

4, Recommendations.

a, No recomméndation is méde that applies specifically to this
specialty., ' L '

b. Recommended changes to the Army training and education system will
involve officers of this specialty as part of their military professional
education. '

RETO Analyst: COL Harold W, Stocks
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618

MEDICAL CORPS

X-XXVIII-4

Title
Executive Medicine
Nuclear Medicine
Preveative Medicine
Occupational Medicine
General Medicine
Pulmonary Disease
Gast-oenterlogy
Cardiology

Clinical Pharmacologist
Internal Medicine

Family Practice
General Surgery
Thoracic Surgery
Plastic Surgery
Orthopedic Surgery
Aviation Medicine
Physiatry

Therapeutic Radiology

 Diaguostic Radiology

Radiology
Anstomical Pathology

. Pathology

Clinies! Pathology

Peripheral Vascular Surgery

A
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DEPARTMENT OF THE ARMY
OFFICE OF THE CHIEF OF STAFF
WASHINGTON, D.C. 20310

SUBJECT: Specialty 63, Dental Corps (DC)

1. Current Status

CoL
L1IC
CPT
LT

ASSETS

257
288
393

899

1837

REQUIRZMENTS

104
372
565
1013

-

- 3060

a. There is 1002 utilization within 3pecia1ty. in DC. The Dental Corps
is composed of officers who are graduates of a demtal school acceptable

‘to DA.

b. There are 13 specialty skill identifiers for the DC as follgwu:

SSI

63A
638
63C
63D
63K
63F
636

638

63K
63M
63N
a3p
" 63R

TITLE

—————

. Dental Offtcer .
. General Dental Officer
———0fal Medicine Officer .

Health

Per{iodontist

Endodontist

Prosthodontist, Fixad
Prosthodontiat, Removable
Preventive Dentisgtry/Dental Pudlic

Pedodontie”

. Orthodontist
Oral Surgeon
Oral Pathologist

A= XX K-~1
/'
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c. DC i3 excluded from Cfficer Grade Limitation Act in grades
below brigadier general.

d. Current constructive credit pol”_ies result in accession abcve LT.

2. Froblem Areas

As a resuit of a program budget decisisa, input into the Health
Frofessional Schol..rship Program (HPSP) has been discontinued for
dentistry, Shortages already existed in the DC. The input into LPSP
was discontinued purportedly .ecause scholarship assistance was not
necessary to attract officers into military dentistry from an ample pool
of civilian dentists. As the residual of scholarships declines, recruiting
efforts are being intensified, The effect of recent increases in AMEDD
procurement resources has not yet been realized.,

3, Observations

a, The command positions for DC are {n grades 05 and 06. Because
no command positions are required at lower levels, development {s highly -
dependent on selection and training without the normal! scalar arrange=-
ment for experience. RETO analysis did not support the entire requirement
for CGSC graduates claimed by the AMEDD,

b. The DC comprises 12% of the AMEDD, Over a seven year period the
DC has accounted for 10% of the AMEDD advanced course. This is consistent
with the professional development objective of the DC to create and
maintain a pool of exceptionally qualified offfcers possessing the
professional and managerial skills necessary to fill positions of the
highest respousibility. :

¢. RETO made no recormendations concerning pre or post-conmissioning
AMEDD training/education in technical scientific and professional areas
or programs. The deatistry training in HPSP should have continued until
a mor: favorable strength posture was achieved and then retained possibly
at a reduced rate. Excessive shortage could create the same dilemmas
associated with physician shortages which detract from military training/
education objectives and, more seriously. from patient care.

4. Rccommendnttons .

a. No recommcndation is made that applies specifically to this
© fpecisity. ' .

b. Recommended changes to'the'Army training and educgtion system will

involve officers of this specialty as part of their military professional
education. .

RF(O Analyst: COI Harold W, Stocks
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DEPARTMENT OF THE ARMY
OFFICE OF THE CHIEF OF STAFF
WASHINGTON. D.C. 20310

DACS-OTRG . | 29 March 1978

SUBJECT: Specialty 65, Army Medical Specialist Corps (AMSC)

1. Current Status,

ASSETS REQUIREMENTS

GRADE  65A ' 658  6oC  TOTAL f 65A 658  65C  IOTAL
CcOoL 5 7 6 18 s 6 7 18
LTC 6 29 16 51 6 19 19 L
MAJ 24 22 27 73 L 26 36 31 93 -
ceT 27 . 61 89 177 35 8 119 238
LT 25 s 52 . 131 200 ks 47 111

B% 173 190  Lso 92 183 223 504

a. Three special s<||l identifiers (SS1) have been established for
AMSC as follows:

sst YITLE
65A . Occupational Therapist
658 Physical Therapist
. 65C Hospital Dietitian

b. This. specialty consists of three separate $SI with three different
professional requirements, There is no migration from one SS| to another,
There are no secondary SSi. ' '

¢, The basic professtonal qualification of an officer of the Army
Medlcal Specialist Corps are: ‘ ‘

(1) A baccalaureate level of educatlon.

(2) Graduate from an accredlted curriculum which is acceptable to DA
In one of the above three speclalties, .




DACS-0TRG | 29 March ‘1978
SUBJECT: Specialty 65, Army Medical Specialist Corps (AMSC)

2. Probiem Area. The fact that the AMSC cunsists of three unique SS}
presents management problems, Officers are appointed in one of the three

SS1 and they maintain that professional identity throughout their military
careers, Flucuations in requirements by grade are not easily accommodated.
3. Observation. Overall the AMSC presents no external problems, ihternai .
strength inequities do present a management problem especiaily in the senior
grades, :

4, Recommendations,

a. No recommendation is made that applies speclfically.to this Specialty.

b. Recommended changes to the Army training and education system will

irvolve cfficers of this specialty as part of their miiitary professional
education.

RETO Analyst: Harold W. Stocks
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DEPARTMENT OF THE ARMY
OFFICE OF THE CHIEF OF STAFF
WASHINGTON, D.C. 20310

DACS-OTRG

SUBJECT: Specialty 6k, Veterinary Corps (VC)

1. Current Status

ASSETS 'REQUIREMENTS
coL 27 30
'LTC 69 63
MAJ ’ 78 ) ) . 99
CPT ' 220 230
LT - ’ ‘ -
39 | 322

a. There is 1007 utilization within specialty in VC. The Veteripary

" Corps consists exclusively of commissioned officers who are qualified doc tors
of Veterinary medicine.

b. There are 6 specialty skill identifiers for the VC as followgf

SSI : TITLE
64A Veterinary Services Officer .
64B . Veterinary Staff Officer
64C Vetérinary Laboratory Animal Hedicine
_ _ ' ;. Officer

- 64D ' _ ‘ - Veterinary Pathologists

64E - Veterinary Microbiologist .
64F ' ' Veterinary Comparative Medicine Officer

: c. Current constructive credit policies result in accession
above LT,

X-XXX1-1
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DACS~OTRG
SUBJECT: Specialty 64 Title Veterinmary Corps (VC)

2, Problem Areas

a. Prob 'ms associated with management of VC pertain to low retention
rate of juni : officers and malntaining appropriate balance in special
.sklll areas.

b.  In pre-commissioniag training a veterinarian is prepared mainly
for animal czre medicine with a broad background in public health, prevent-
ive medicine and meat hygiene. After commissioning his duties mostly
concern food inspection with limited animal care.

3. Observations

a. Most newly commissioned cfficers of the Veterinary Corpé attend
an orientation course upon completion of the basic course. The orientation

course provides specific training in food hygiene and technology as applied
to subsistence for DOD.

b. The recent transfers of CONUS in-plant subsistence procurement
inspection mission to the US Department of Agriculture reduce. the oppor-
tunity for VC officers to maintain the level of inspection proficiency
previously provided. Therefore training requirements will be geared to
rotation base in support of overseas procurement mission.  Instruction
will emphasize conduct and performance of subsistence procurement in an
overseas theater. The requirement for wholsomeness inspection remains
with the veterinary service. The VC wili continue to inspect military
subsistence upon receipt and periodically during distribution through
the supply system. A portion of the training requirement must be di-
rected towarc these mission requirements as well as the support to the
overseas procurement mission. -

4, Recdﬁmendations ‘ ' !

.a. No recommendation is made that applies specifically to this
specialty. . .

b. Recommended changes to the Army training and education system
will involve officers of this apecialty as part of their militaty pro-
fessional education.

- , . - RETO Analyst: COL Harold W. Stocks
X~XXXI=2
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SUBJECT:

DEPARTMENT OF THE ARMY
OFFICE OF THE CHIEF OF STAFF
WASHINGTON. D.C. 20310

29 March 1978

Specialty 66, Army Nurse Corps (ANC)

1. Current Status.

ASSETS '

GRADE REQUIREMENTS
coL 83 « 76
LTC- 204 293
MAJ 508 . 776
CPT 1964 - . 2487
LT el 1994

3600 32%3

a. There is 100% utilization within specialty in ANC,

Officers are
qualified in professional clinical nursing practice.

b. Nine special skill identifiers have been established for .2e ANC

as follows:

sst TITLE
66A : " Nurse Administrator .
668 Communlty Health Nurse
., 66C . Psychiatric/Mental Health Nurse
660 Pediatric Nurse
66E Operating Room.Nurse
66EF . Nurse Anesthetist. : '
666 .Obstetric and Gynecologic Nurse
66H o Medlcal=Surgical Nurse
66y -~ Clinical Nurse
X-XXXI1-1
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DACS~0TRG - ' . 235 March 1978
SUBJECT: Specialty 66, Army Nurse Corps (ANC)

2. Problem Areas. The problems assocuatéd with management of the specialty
were |dent|.|ed by the proponent (off, Ch ANC). The problem areas included:

a., cxcessive cnvnllanlzatuon of the registered nurse force in the AMEDD,

b. Grade and specialty imbalances;

c. Stafflng to cover man hours lost due to pregnancy and related
conditions,

d. Increasing number of married officers and co-location assignments
with service member spouse,

3. Observations,

a, Civilianization of registered nurse force occured during Vietnam
build-up when officers were rapidly deployed. Subsequent to phase down the
positions have not been reconverted to military nurses. ' The C, ANC indicates
the small rotational base impacts on training and retention,

b. The shortage.of field grade officers and specialty ‘imbalances/shortages;
the compensstoiy manpower for pregnancy and co-iocation problems are the sort
that plaque perscnnel managers. Changes to previous poelicies pertaining to

pregnancy now allow continuation of service during ana sfter pregnancy. 0I1d
policies resulted in discharge from the service. The new policy reflects ‘mocietal
changes that have not been completely assimulated into the military.

L4, Recommendations.

a. No recommendation is made that applies specifically to this épecialty.

b, Recommended char.ges to the Army training and education system will
___4nvolve officers of this specialty as part of their military professional
education,

¢

RETO Anaysts: COL Harold W. Stocks
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DEPARTMENT OF THE ARMY
OFFICE OF THE CHIEF OF STAFF .
WASHINGTON. D.C. 20310.

DACS-0TRG

'SUBJECT: Specialty 67-68, Medical Service Corps (MSC)

1. Current Status

REQUIREMENTS

ASSET3
coL 143 - . 162
LTC 533 . S44
CMAJ 911 ‘. 1010
CPT 1765 . 2182
LT © 1291 833
4643 - 4731

a. Twenty-nine specialty skill identifiers (SSI) have been established
for MSC. (See incl 1). Specialty code 67 contains a groupment of supply
and administrative skills. Specialty code 68 contains a groupment of

pharmacy, medical. allied sciences, sanitary engineering and optometry
skills. ‘ . '

b. ' There is 100Z utilization within the specialty. Secondary SSI
are common in specialty 67 and seldom used in specialty 68.

.2. Probhlem Areas

a. There are no significant-problem identified for this seecialty area, -

b. The wide diversity of disziplines comprising the MSC does presént
a constant management problem inteérnally. The officers identified with

the specialty code 68 are specialists within specific sciencific areas. Most

. officers with these skills enter the AMEDD with Masters degree and in some

cases even at doctorate level. Mast other officers accessed to the MSC
carry the identical administrative SST of 678, Field Medical Assistant. .
These officers serve in a wida variety of administrative positions within

field medical vnits and in hospitals and related patient treatment
facilities. .

- X-XXXIII-1
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c. Comments from Specialty Code 68 officers responding to the AMEDD
Officers Education/Training Survey pertained to a perceived inequity in
selection for CGSC, command and promotion,

3. Observations.

The divergence of special skills in the MS5C embodies the total com-
plexities and technology of the skills of the Army Medical Department.
The Surgeon General has responsibility for training and education (other
than CGSC and SSC levelltraining) of AMEDD officers. The AMEDD divergence
is the reason one person (TSG) must have overall responsibility for
ranipulating the various specialty training requirements to meect health
service needs. This overall responsibility has its basis in the United
States Code, ‘ .

4. Recommendations,

a. No recommendation is made that applies specifically to this
specialty. - '

b. Recommended changes to the Army training and education system will
! involve officers of this specialty as part of their military professional
‘ education,

RETO Analyst: COL Harold W. Stocks
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67A

" 67B

67C
67D
67E

67F

67G
67H

67J
67K

7L
68H

MEDICAL SERVICE CORPS

© Title

Pharmacy, Supply, and Administration Section

Health Care Administrator

Field Medical Assistant

.Health Services Comptroller

Biomedical Information Systems Officer

Patient Administration Officer

Health Services Personnel Mar. ager«

Health Services Manpower Control Officer

Health Services Plans, Oper:tions. Intelligence,

and Training Officer

Aeromedical Evacuation Office:

Health Services Materiel Officer

Health Facilities Planning Officer

Pharmacy Officer

Medical Allied Scien<2s Section

_Microbiologist

Biochemist

Parasitologist

Immunologist

Clinical Laboratory Officer

Physiologist

Podiatrist

Audiologist

Social Work Offics.

Paychologist

Health Services Rwrch Psycbologut

Behavioral Science Associate '

Sanitary Engineering Secti- 2

Nuclear Medical Science: Orﬁoer

Entomologist

Environmental Science Officer

Sanitary Engineer )

Optometry Seétion '
Optometry Officer
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DEPARTMENT OF THE ARMY
OFFICE OF THE CHIEF OF STAFF
WASHINGTON, D.C. 20310

DACS-0TRG

SUBJECT: Logistics Management, Specialty 70

1. Current Status (as of 18 Nov 77)

This specialty is the logistics capstone. It consists of 392 positions
filled by Colonels holding at least one logistics specialty and possess=
ing suitable educatioa, experience, and logistics qualification,

2, Problems (Source)

a. There have been difficulties in obtaining personnel broadly
qualified across the logistics specialty areas., (MILPERCEN)

b. If tne feeder specialties are properly aligned within themselves
(not considering SC 70 requirements) the diversioa of colonels into SC
70 positions would cause shortages. (Log Management Center)

3. Recommendations
Specialty 70 needs should be more explicitly linked to the feeder special-

ties (estimating each specialty's coatribution) so that appropriate
numbers of officers with broad expertise in logistics can be developed,

" RETO Analysis: MAJ Theodore J. Crackel
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DEPARTMENT OF THE ARMY
OFFICE OF THE CHIEF OF STAFF
WASHINGTON, D.C. 20310

DACS-OTRG 28 March 1978 ‘

SUBJECT: Aviation Material Management, SC 71

1. Current Status.

a. Requirements vs Assets (as of 18 Nov 77).

, NUMBER : NUMBER
GRADE REQUIRED ASSETS DIFFERENCE (+ -)
coL : 20 (.027) 80 (.059)
LTC 75 (.101) 246 (.183)
MAJ 118 (.159) 291 (.217)
cPT : Lus (,602) 6kl (.480)

LT 80 (.108) - 80 (.05
(100.) 1341 (100.

b. Utilization rate (percent) and requurements to assets ratio (percent)

AVERAGE REQUIREMENTS
GRADE UTILIZATION TO_ASSETS RATIO
coL .25 .25
LTC 31 _ .31
‘MAJ _ 43 . 43
CPT 73 4
R L7 47

c. Utilization rate difficulties/attractions.

(1) RETO analysis indicates that there are several specialty combinations
that produce utilization rates in excess of 100 percent of the time -- ‘impossible
to achieve even with zero in the THS account. They are in the rank of major

only among the field grade ranks. They are: 7191 (1.13), 7192 (1.24), and
7195 (1. 00) ) ' .

X~XXXV-1




DACS-0TRG - ' , a , 28 March 1978
SUBJECT: Aviation Material Management, SC .71

(2) Desirable specialty paurnngs are spread across alt field grade
ranks, They are: :

coL ~ 7151 (.68)
S 7197 (.65)
7195 (.52)

7191 (.41) -
- LTC -~ 7191 (.84)
7141 (.75)
7151 (.64)
7197 {.64)
MAG - 7197 (.75)

2, Problems, The 'stovepipe' development of this specialty, brdught
about because of Vietnam requirements, has not yet been corrected.

3. Observations.

"a. Specialty qualification will bé difficult at the junior officer
level, because of the extensive techniczl expertise, flight experience

-and required aviation knowledge, all of which must be acquired in a 1ir
time schedule., If MQS is implemented, . some specia. provisions for qual-

ification may have to be made for aviation personnel.
b. There is an overalignment at fhe grade of LTC.
c. Significant underalignment at fﬁe.grade of CPT.
Lk, Recommendations, N

"That SC 71 Captain files be revnewed for possible redesngnatron
into underallgned apeC|alt|es.

b. LTC requests for entry into sC 7I be denied.

RETO ANALYST: LTC John Fowler
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SUBJ

ECT:

Communications-Elecrronic Matarial Management,

1. Currert Status:

‘a.

GRADE,

CoL
LTC
Mag

©CPY

b

LT

. Shortage v

DEPARTMENT OF THE ARMY
OFFICE OF YHE CHIEF OF STAFF
WASHINGTON, D.C. 20310

Specialry 72

Requirements vs Assetsg (as of 18 Nov 7

NUMBER NUMBER - -DIFFERENCQ
' REQUIRED (%) ASSETS (7) {+ or =

15 (5) 27 () | +12

42 (14) ' 64 (15) ' +22

84 (28) 130 (30 " +46

133 (43) 158 (36) : +25
N2 N ¢ () 59 _(13) 427

305 (100) 437 (110)

GRADE

AL
CFT

"Dverfill

’

Ut1li{zation rate

GRADR

con
LTC

nfiiled positions)

NUMBER RATE (X OF REQUIREMENT)
10 T
23 21
NUMBER RATE (T OF REQUIREMENT)
2 RV
12 39

GRADE | UTILIZATION pate (1)
CoL | 58

LTC 67 |
M 63 o | -
CPT 99 : I
Y 7 - | o
C i
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2. Problem (Source). A year ago this specialty was beset with problems.
Quality content was low and this was reflected in selection statistics.
During the past year, however, several iaitiatives were begun to enhance
the specialty. MILPERCEN began a more equitable distribution of quality.
officers into 72; more opportunities were provided for officers to increase
‘their civilian education; and the Signal School improved the course of
instruction aimed at 72's. Initial returns indicate that these efforts
‘have improved the situaiion.  (DCSLOG)

3. Recommendations. None.

RETO ANALYST: MAJ Theodore J. Crackel
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DEPARTMENT OF THE ARMY
OFFICE OF THE CHIEF OF STAFF
WASHINGTON. D.C. 20310

DACS-0TRG - ' ‘ 28 March 1978

SUBJECT: SC 73, Missile Hateriel'ﬁanagement

1. Current Status.

a. Requirements and Assets.

REQUIREMENTS DOPMA ASSETS  DIFFERENCE
NR % IDEAL % NR % + -
coL 18 4.9 s 52 6.7 +34
LTC 56 15.1 10 146 18.8 +90
MAJ 60 . 16.2 20 192 24.7 4132
CPT 148 39.9 30 g 32.1 +101
24,

LT 89 N 38 137 7.7 +48
b. HKighlights. |

- Assets in the grades of MAJ, LTC COL are more than adequate
_ to meet requirements,

- Assets in the grades of LT, CPT are inadequate to meet require-
ments based on two assets per requirement. The shortage of CPT is part
-‘of the current Army-wide shortage of CPT.

- LT requukemenfs are fewer than CPT requirements, implying
potential difflCult|es in meeting CPT requurements.

' = Grade requlrements are mcsal|gned wuth the d|stribut|on pro-
posed 2s the "DOPMA Ideal." This does not carry a connotation of 'good’
or 'bad,' but only a recognition of the potential mismatch under a new
system, Requirements must still be based upon skills needed expernence
and responsubclit!es. .

2. Problems. 'None identified,
3. Observaticns,
a. st 73 appears to be somevhat overaligned in field grades,

p. fequlrements don't match the DOPMA distribution.

B ' X-XXXVII-1 ' . o 1
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- Should be fewer LTC and more MAJ.
-~ Should be fewer CPT and more LT.

. - Current distribution doesn't provide smooth progression into
field grades.

c. The low number of LT requirements compared to CPT requirements
implies: :

- Use of excess LT assets to fill CPT requirements.

- Possible lateral accession into grade of CPT because there’
are too few LT in the promotion base.

- The need for training courses to provide CPT lateral entrants
with technical knowledge. Currently,the course is available as the
missile track of the advanced course. |If the advanced course is dis-
continued, the missile track, in the same or a different form, must be
maintained for both basic entry and lateral entry CPT.

d. Inadequate CPT assets implies a failure to acquire sufficient
assets through either progression or lateral accessions and the pcssible
need to correct the imbalance. in LT positions.

e. MILPERCEN, and all other proponents are fully aware of the grade
imbalances within SC 73 and other logistic specialties.

f. The specialty proponents say command is not essential to quali-
fication, although LT is desirable.

4. Recommendation.

| = Review LTC and CPT SC 73 positions to determine the potential for
dowphgrading to correct distribution imbalances. Downgrading should be
consistent with requirements for experience, training and position
responsibilities., It should not be carried out solely to meet a distri-
butjor: rattern, o

RETO ANALYST: LTC Bernard P. Manderville, Jr.
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DEPARTMENT OF THE ARMY
OFFICE OF THE CHIEF OF STAFF
WASHINGTON, D.C. 20310

DACS-OTRG ~ 28 March 1978

SUBJECT: SC 74, Chemical

-
.

Current Status.
a. Requirements and assets.

REQU'REHENT DOFMA ASSETS DIFFERENCE

AR % IDEAL % NR % + -
coL - 8 . 2 5 sl 6 +43
LTC -~ 75 SETA 10 152 18 477
MAJ . 93 18 20 189 23 . 496
CPT 272 53 30 240 28 =37

(T = 68 13 35 213 25 +145
b. Highlights 4

~ Assets in the grade of COL are more than adequate to meet
requ;nements.

- Assets in the grades of LTC, MAJ are balanced with requirements
based on two assets per requirement.

: "= Assets iin the grade of CPT are short of requirements. This
is part of the current Army~wide shortage of CPT, '

- Assets in grade of LT are excess to requirements based on
two assets per requtrement.

< LT requirements are fewer than CPT requnrements, Ieadnng to
severe dnfficulties in meeting CPT requnrements.

‘= Grade requlrements are misaligned with the d»strvbufson piD=
rosed as the 'DOPMA ldeal." This does not carry the connotation of ''good'
or ''bad," but only a recognition of the potential misictch under a new
system. Requirements must still be based upon skills reeded, experience
- and responsubulltte ,

X-KXXVIII-1
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DACS -0TRG - 28 March 1978
SUBJECT: SC 74, Chemical -

2., Problems. The tollowing have been identifled‘by the proponents:

a. There are too few LT requirements, especially in TOE units, to -
support requirements of CPT and abcve. C

b. LT assets are overstrength, but still are nnsuf‘lc1ent to pro-
vide an adequate flow cf assets to CPT.

c¢. The specialty "runs out' above CPT in terms of requ rements.,
There are insufficient recuirements in the field grades to provide specialty
progression to those who would be promoted and who desire to continue theur

assignments in SC 74,

3. Observations.

a. The structure problem is to be solved by a program for revitali-
zation of the Chemical Corps. ~

~ Many requurements were lost durnng the time- when the Chemncal
Corps was to be eliminated.

-~ The revutaluzatlon plan redesagnates SC 74 as combat support
and provides this structure:

REQUIREMENTS
CURRENT * FY90 . DOPMA

NR_" % NR_ % IDEAL %
coL "8 1.8 33 2.3 5
LTC 63 13.8 149+ 10.8 10
MAJ ' 89 21.7 310 . 22.5 - 20-
CPT 256 L2.3 352 28.5 30
20.5 . 35.8 35

G 3%

- The‘proposed restructuring will solve the progression problem
and the LT requirements problem 1t is close to the proposed DOPMA ideal.

- Implement1tlon lnvolves coding and recoding of posltlons in
the field. o

b. The proponents say that command is not essentnal for specialty
qualification, but it is highly desirable.

c. The problems of SC 74 are well understood and all proponents from
HIDA - to the school are working to solve them in a unified manner. '
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DACS~-0TRG 128 March 1978
SUBJECT: SC 74, Chemical

L. Recommendation.

- Carry through with the revitalization program to establish a SC 74
structure that will support progression from LT through COL and that will
provide the operational experience at LT needed for effective performance

at CPT,
RETO ANALYST: LTC Bernard P. Manderville




DEPARTMENT OF THE ARMY
OFFICE OF THE CHIEF OF STAFF
WASHINGTON, 0.C. 20310

~ DACS-O0TRG o ' 30 March '1978

SUBJZCT: SC 75, Munitions Materiel Management

}. Current Status.

a. Requirements and Assets.

REQUIREMENT - DOPMA , ASSETS DI FFERENCE
NR % . IDEAL % NR % + -
coL 12 1.8 5 58 1.5 +#46
LTC 92 13.8 10 205 17.9 +113
MAJ 45 - 21.7 20 249 21.7 +104
CPT 283 42 .3 30 373 32.6 +90
LT 137 20.5 22.7 +123

35 260
b. Highlights.

- Assets in grades of LTC, COL are more than adequate to meet
requi rements

- Assets in grades of CPT, MAJ are inadequate to meet require-
ments based on two assets for each requirement. The shortage of CPT
" is part of the current Army-wide shortage of CPT, S

- Assets in grade of LT are slightly inadequate to meet require=~
.ments based on two assets for each requurement

- LT requurements and assets are fewer’ than‘;equnrements for
CPT, implying potential problems in meeting CPT requirements.

- Grade requirements are misaligned with the distribution pro-
posed as the '"DOPMA |deal.'' This does not carry a connotation of ‘'good"
or 'bad,' but only a recognntuon of the potential mismatch under a new ;
system. Requirements must st’!. ke based upon skills needed, expernence N
and responsibilities.

2. Problem. The DA staff pruponent identifies a sugnuf;cant utilization
problem in SS1 75D - EOD, a volunteer sknl! that is perceived by many to
be ''deadend.' Requirements drop drastically in field grades. Also, for
the EOD officer to gain SC 75 experiise he must rotate between EOD and
other SC ’5 jobs. v -

X=XXXIX-1 -




DACS -OTRG 30 March 1978

SUBJECT: SC 75,‘Munitions Materiel Management
3. Observations,
a. SC 75 appeers to be overaligned'in grades of LTC, COL,
b. SC 75 appears to ! e underaligned in grades of LT, CPT, MAJ.'
c.. Reqdirements'don't match DOPMA disrributionu
- Shoul: be fewer CPT and more LT, |
- Note that assets more nearly meet‘DOPMA than do requirements.

d. The specualty, except for 750 (EOD), provides good OppOFtUﬂltY
for progression through grade of LTC,

e. The low number of LT requirements compared to CPT requirements
implies: : ,

- Lateral accession into grade of CPT because there are too
few LT in the promotion base,

- The need to have training courses to provide CPT lateral en-'
trants with technical knowledge. Currently, the course is available
through the munitions track in the advanced course.

- If the advanced course is eliminated, the munitions track, in
the same or different form, must be maintained for both basic entry and
lateral entry CPT,

f. Insufficient CPT assets implies the apparent inability to'ac-
quire, sufficient CPT assets through either progression or lateral acces=-
sions and the possible need to correct the imbalance in LT positions.

g. MILPERCEN has taken some-action to manage EOD, SS!75D, by ex-
ception. Officers belonging to the EOD program are being-identified
and informed of MILPERCEN actions to eliminate the ''deadend' perception.
The "'EOD revitalization" includes avondlng back-to-back assignments in
EOD when possible, and use of SS175D officers in SS1758 or 75C assign=
ments. MILPERCEN estimates that most company grade officers will have
two tours in EOD durihg the. first 10-12 years of service.,

h. MILPERCEN and all other proponents are aware of the grade |mbal-
ances within SC 75 and other logistics specialties.

i. The specialty proponents say command is not essentval to quali-~
ftcatvon although it is desirable. '
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DACS -OTRG ' o 30 March 1978
SUBJECT: SC 75, Munitions Materiel Management

L. Recommendation., Rzview CPT SC 75 positions to determine the potential
for downgrading to LT to correct distribution imbalance. Downgrading

should be consistent with requirements for experience, training and positian
responsibilities. It should not be carried out solely to meet a distri=-
bution pattern. ' '

RETO ANALYST: LTC Bernard P. Mandarville Jr.
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DEPARTMENT OF THE ARMY
OFFICE OF THE CHIEF OF STAFF
WASHINGTON, D.C. 203lq

DACS-07RG ' o : © 30 March 1978

SUBJECT: SC 76, Armament Materiel Management

1. Current Status.

8. Requirements and Assets

REQUIREMENT DOPMA ASSETS D IFFERENCE

"~ NR % - IDEAL % NR % o+ -
coL bt 2.8 5 : 8 3.8 +4
LTC 13 9.2 . 10 ' L7 22.5 +34
MAJ 17 12.0 20 35 16.7 +18
CPT 78 55.3 30 . 56- 26.8 =22

30.1 +34

LT 29 20.6 | 35 63
b. Highlights o '

- Assets in grades of LTC, COL are more than adequate to meet
requirements.

- Assets in grade of CPT are |nsurf|cuent to mee: requnrements
This is part of the current Army-wide shortage of CPT.

- LT requnrements and assets are fewer than the requlrements
for CPT, implying possible problems in. meetnng CPT requirements.

- Grade requirements are mlsalngned w:th the dlstrlbutnon pro-
posed as the '"DOPMA ideal.' This does not carry a connotation of ‘'good"
or ''bad,' but only a recognition of the potential mismatch under a new
system. Requirements must still be based upon sklll needed experlence
and respons:bulntnes :

2. Problem. SC 76 is too'small and. is not viable for career progression
beyond. the grade of CPT. The Army Logistics Specialty Committee (ALSC)
proposes to redeflne and realign SC 76 together with SC 77 to correct
the problems )

- Rcdesignate sC 76 as Combat Systems Materiel Management

- Add officers to SC 76 by taking them from SC 77.

N X-XL~1
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DACS-O0TRG ' - | 30 March 1978
SUBJECT: SC 76, Armament Materiel Management :

- Realign the functions of each specialty to fit system manage-
ment patterns (e.g., SC 76 officer manages materiel system (tanks, SP

- howitzers) instead of managing only the turrets or carnon as now struc-

tured)
3. Observations.

. a. Even with changes to restructure specialty, there are severe
restrictions on progression past captain.

- ALSC restructuring proposed increases to 640 officer requiréments.

- The proposed change will not provide enough positions beyond
the grade of captain for either SC 76 or 77 to provide specialty pro-
aression to those who would be promoted and who desire to continue their
assignments in SC 76.

b. The low number'of LT réquirements -compared to CPT requirements
implies:

- The possibie need for lateral accessions into grade of CPT.
because there are ton few LT progressing.

~ The subst|tut|on of LT for CPT when LT .assets exceed LT re=-
quirements.

- The need to have training courses for CPT to provide lateral
entrants with technical knowledge. This is currently available through
the SC 76 track in the advanced course. If the advanced course is
eliminated, the armament (combat systems) track, in the same or different
forms, must be maintained for both basic entry and lateral entry CPT,

c. Requirements don't match the DOPMA distribution.
- There should be fewer CPT and more LT.

- MAJ, COL levels require some adJustment but wnthout require~
ments the dlstrnbutnon cannot be met. : . -

- Note-assets more nearly meet DOPMA than do requirements.

d. . The frainidg proponent, MILPERCEN, and ALSC are fully aware of
the :mbalances within this and othzr logistics spec:altles Three pro= -
posals have been advanced to alleviate situation:

- Restructure SC 76, SC 77 (as noted above)’(ALSC preferred).

- Combine SC 76, SC 77 with SC 91 (Maintenance Management) to
create one specialty code with several SS!1 (MILPERCEN).

X-KL~2




~ Use SC 76, 77 as feeders to SC 91. Usé SC 91 as the capstone
specialty code since most' jobs beyond the grade of CPT require manzge-
ment of more than one commodity (T & E proponent).

e. Insufficient CPT assets implies an inability to acquire CPT
" through ‘either progression or latera! accession.

f. Analysis of RETO duty module data shows SC 76, 77, 91 are related
specialties. However, SC 76, 77 embody life cycle materie! management
duties that are not included in SC 9]--particularly in materiel acquisition.

g. The proponents say that command is not essential to qualuflcatlon
but is desnrable

L, Recommendatvons.

a. Review all SC 76 positions in company grades to determine pos-
sible CPT positinns that could be downgraded to LT. Downgrading should
be consistent with requirements for experience, training and position
responsibilities. It should not be carried out solely to meet a distri=-
bution pattern '

b. Proceed with restructuring of SC 76 77 along '*system management”
lines as proposed by ALSC,

c. Establash procedures to review files and "'convert! offcers with
*SC 76, 77 primary to SC 91 primary upon entry to field grade. Base the
conversion on officers' desires, experience, projected jobs, and training.
A suggested departure point is to retain SC 76, 77 officers who have the
above noted life cycle management experience and transfer those with pri-
marily maintenance experience to SC 91. Thus SC 91 would become a '‘capper'!
for the SC 76, 77 maintenance oriented officers. All officers in SC 76,
77, 9! would then select an alternate specialty.

X‘f-XLQ 3




DEPARTMENT OF THE ARMY
OFFICE OF THE CHIEF OF STAFF
WASHINGTON, D.C. 20310

DACS-OTRG : - 31 March 1978

SUBJECT: SC 77, Tank/Ground Mobility Materie] Management

}. Current Status.

a. Requirements and Assets

REQUIREMENT - DOPMA . ASSETS DIFFERENCE

NR . % IDEAL % " NR % + -
coL 10 1.2 5 . Lo 3.4 +30
LTC 36 L.y 10 125 10.6 +89
MAJ 48 5.8 20 165 13.9 +117
CPT 350 42.7 30 371 31.4 +21
LT 376 L4s.8 40.7 +106

35 b8
b. Highlights |

- Assets in grades of MAJ, LTC COL are more than adequate to
meet requirements.

- Assets in LT, CPT marginally meet requirements based on two
assets for each requirement.

- Grade requirements arc misaligned with the distribution pro-

- posed as the '"DOPMA |deal.'' This does not carry a connotation of ‘'good"
‘or "bad," but only a réecognition of the potential mismatch under a new
system. R.quirements must still be based upon skilis needed expernencu
and responsubnl:tnes

2, Problems; None identified.
3., ObsérVations.

'a._ There are sufficient LT requurements to provide a flow of offucers
into the grade of CPT,

‘ b. The specialty is overaligned in orades of MAJ-COL. It is under=
al:gned at the grad;s of LT, CPT,

c. The specnalty ‘runs out" above CPT in terms of grade requirements.
There are insufficient requirements in the field grades to provide speci-
alty progression to those who would be promoted and who dasire to continue
theur assugnments in SC 77. .
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DAC5-0TRG ' 31 March 1978
SUBJECT: SC 77, Tank/Ground Mobility Materiel Management :

d. The training prooonent, MILPERCEN, and Army Logistics Specialty
Committee (ALSC) are aware of tne imbalafces.

- SC 77 is proposad for restructuring into Automotive/Ground
support Materiel Management specialty. Some S€ 77 assets and require-
ments weuld be transferred to SC 76. The specialty would be realigned
tc fit the functions of automotive and support systems. ' Weapons aspects
of SC 77 would be transferred to SC 76 {ALSC).

- Even under restructuring, there still would be insufficient
field grade slots to provide progression within the specialty.

e. There are two other proposals ta restructure $C 76, 77.

- Combine SC 76, 77 with SC 91 (Maintenance Hanagemeni) to create
ore spec.alty code with several $S{. (MILPERCEN)

- Use SC 76, ;7 as feeders to SC 91. Use SC 91 as the capstone
specialty code since most jobs beyond the grade of CPT require management
of more than one commodity (T & £ proponent).

f. Analysis of RETO duty module data,shows sC 76, 77, 9! are re-
lated specialties. However, SC 76, 77 embody life cycle materiel manage=
ment duties that are not included in SC 91 - particularly in materiel
acquisition,

g. The propOnonts say tnat command is not sscential to qualnfrcat»on
but is desirable.

4. Recommendations.

a. Proceed with restructuring of $C 76, 77 along 'system management!!
nes as propcsed by ALSC, . .

b. Establish procedures to review files and "convert" officers with
SC 76, 77 primary to SC 9! primary upon entry to .field grade. Base the
conversion on officers' desires, experience, projected jobs, and training.
. A suggested departure point is to retain SC 76, 77 officers who have the
above noted life cycle management experience and transfer thosa with
primarily maintenance experience to SC 91. Thus SC 9! would become a
Yicapper' for SC 76, 77 maintenance oriented officers, All officers in
SC 76, 77, 9! would then select an alternate specialty
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DEPARTMENT OF THE ARMY
OFFICE OF THE CHIEF OF STAFF
WASHINGTON, ID.C. 20310

DACS=-0TRG ‘ 23 March 1978
SUBJECT: Petroleum Management - SC 81
1. Current Statﬁs.

a. Requirements vs Assets (As of 18 Nov 77)

NUMRER . " DIFFERENCE

GRADE ‘ REQUIRED ASSETS 4 -

coL 6 (.04) 18 (.05) 412

LTC 20 (,11) 57 (.17) C 437

MAJ 40 (.23) 62 (.19) Co422

CPT "6l (.35) 120 (.36) . 459

LT 46 (,27) 75 (,23) . 429
TOTAL 173 (1.060) 332 (1.00) :

b. Requirements vs Assets Analysis. . Specialty 81 is a relatively
"clean" specialty which has ample aszets to meet requirements and provides
the opportunity for dual specialization with the exception of colonels,
Progression opportunities exist throughout the grade structure. The only
fault 43, that the requirements for captains exceed the requirements for
lieutenants and lateral entry at the captain ievel 13 necessary to meet
requirements. ‘

2, Problem Areas, None
3. Observatlons.

a. Although the Specialty 81 colonel requirement/asset position appears -
favorable, in reality, Specialty 81 colonels are required to fill Speciailty 70
requlrements. Because of this Specialty 70 requirement, colonels with -

primary Specilalty. 81 are not as rendily available to serve in their alternate
specinlty.

b, Lateral entry of‘captuins 18’ necessary to provide sufficient officers
to meet Specialty 81 requirements and provide the opportunity for dual
specfalization.,  The Quartermaster School has advised that the lateral entry




DACS-OTRG - ' 23 March 1978
SUBJECT: Petroleum Management - SC 81

requirement has not yet posed a problem as sufficient quantities of officers
desire to transfer to Specialty 81 or to acquire it as alternate specialty.
The Quartermaster School provides a Petroleum Management Course as a follow
on to the Officer Advanced Course which is used to provide instruction to
lateral entrv officers as well as those officers who desire Specialty 81

as a1 alternate specialty, :

4., Recommendaticn., Examine all cabtain specialty requirements to deter=-
mine if some can be reclassified as lieutenant requirements,

RETO ANALYST « LTIC Robert H. Webster
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DEPARTMENT OF THE ARMY
OFFICE OF THE CHIEF OF STAFF
WASHINGTON, D.C. 20310

DACS=-0TRG . ' 23 March 1978

SUBJECT: Food Management - SC 82

1. Current Status.

a. Requirements vs Assets

NUMBER ' DIFFERENCE
GRADE REQUIRED ASSETS + -
CoL 8 (.05). 12 (.03) S+
LIC 29 (.18) 71 (.20) +42
MAJ 51 (.31) 72 (,20) . +21
CPT 56 (.34) 128 (.36) +72
LT . 20 (,12) 74 (,21) +54
TOTAL 164 (1.00) 357 (1.00)

b, Requirements vs Assets Analysis. The Food Management Specialty
is a well aligned specialty which provides for progression and dual
specialization except at the major and colonel grades, Requirements for
.captains exceed those for lieutenants and lateral entry of captains is
required to meet requirements.

2. Problem Areas, Norne

3. Observations.
'a. Lateral entry of captnins is required to meet requirements and
provide the opportunity for dual specialization.

'b. Because the number of ma jors holding this Specialty is barely

sufficient to meet requirementa rhe opportunity ‘for dual specialization for
these officers is minimal. .

‘¢, Specialty 82 colonels are required to fill Specialty 7 require:vnents.
and therefore there is very limited opportunity for dual specidligzation
assignment at the colonel level, o
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DACS-OTRG . 23 March 1978
SUBJECT: UYood Management = SC 82

d, The 0PMS Steering Group has approved the following recommended
changes in Speciulty 82: .

(1) Change the title from Focd Management to Subsistence
Management.

(2) Eliminate the ASI 82A Food Management General, and realign
and rename the remaining AST1's as follows:

oLD 82 NEW 82
FOOD MANAGEMENT " SUBSISTENCE MANAGEMENT
82A Food Management Geréral 82A Subsistence Supply Officer
‘82B Subsistence Officer - 82B Commissary Management Officer
82C Food Advisor , 82C Food Services Officer

82D Commissary ‘Officer

‘These changes strengthen the Specialty by glamorizing the title, by

eliminsting an unnecessary and ambigious ASI and by clarifying the nomenclature
of the remaining ASI's.

4, Recommendations.
a. Support OPMS Steering Group's approved changes.

b. Exumi-e all captain specialty requirements to determine if some can
be reclassified as lieutenant positions.

‘RETO Analyst: LTC Robert H., Webste:’.
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DEPARTMENT OF THE ARMY
OFFICE OF THE CHIEF OF STAFF
WASHINGTON, D.C. 20310

. DACS-OTRG ' B 28 March 1978

SUBJECT: Traffic Management, Specialty 86

1, Current Status.

a. Requirements vs Assets (As of 18 Nov 77).

- NUMBER NUMBER

GRADE REQUIRED ASSETS DIFFERENCE (+ -)
coL - 5 (.016) - 20 (.04) +15
L1C 29 (.073) 4 128 (.305) +99
MAJ , - 80 (.270) 151 (.360) +71
CPT 160 (,540) 118 (,281) -42
296 (100.) . 419 (100.)

"b. Utilization rate (percent) and requirements to assets ratio (percent),

GRADE AVERAGE UTILIZATION REQUIREMENTS TO ASSETS RATIO
COL ' .26 .26
. LTC .23 .23
- MAJ ' .52 ©.52
CPT. - .88 .88
LT 100 1.00

c. Uti].i‘ntion"rate difficulties/attractions. ' o \

(1) Analysis reveals several undesirable specialty pairings at .

 the major level - undersirable from the high utilisation rates experienced

by officers holding the specialty pairings. They are as follows (with the
current utiligation rate in parenthesis): - 8695 (1.12), 8886 (1.03), 9586
(1.12) and 8692 (1,36). The first of the two specialty pairings indicates the

primary specialty,

(2) On"the other hand, at the LIC and COL level, there 'we'radesirable
pairings. These were: COL - 8695 (.53); LTIC - 8695 (.53), 8687 (.55), 9586
(.53) and 8786 (.55). o '

- > ———— e i e -
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2. Problems.

a. The possible rollup of this specfalty into Specialty 95 (Transporta-
tion Management) has been considered by the OPMS Steering Group and the Army
Logistics Specialty Ccmmittee (ALSC) of DCSLOG, DA. Basis for the rollup

. thrust seemed to be the similarities between the specialties. However, the

duty module analysis shows only a medium (23.5) level of equivalency of duty
modules associated with the 86 and 95 specialties. RETO analysis does not
support the specialty rollup. ' The problem of similarities may be only
semantical and should be solved by a careful description of each specialty
and more definitive functions and specification statements. :

b. Another lingering unresolved problem concerning Specialty 86 concerns

- its role as an advanced entry specialty. A glance at the high numbers of

company grade requirements points toward the redesignation of the specialty
as a primary spacialty. This concept is supported by many persons in the
logistics community. ' RETO analysis supports redesignating Specialty 86 as
a primary specialty. o .

3. Observation. If SC 86 is to remain an advanced specialty, some resolution
of the large number of company grade requiremeﬁts would be ia order. An
advanced specialty should not, under any circumstances, contain requirements
for lieutenants, . T

4, Reconmendations.

a. Redesignate SC.86 as a primary speciélcy.

b.. Examine all captain requirements to determine 1f any can be
redesignated as lieutenants.

¢c. SC 86 remain a separgte'sptzialgy.

-d, That SC 86 job descripcion and funccions be rewritten to emphasize
its distinctive features,

RETO Analyst: LTC John Forsler
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DEPARTMENT OF THE ARMY
OFFICE OF THE CHIEF OF STAFT
WASHINGTON, D.C. 20310

DACS~-O0TRG , ‘ 28 March 1978

SUBJECT: Marine and Terminal Operations, SC 87

1. Current Status.

a. Requirements vs Assets (as of 18 Nov 77).

NUMBER NUMBER '
GRADE REQUIRED, . ASSETS DIFFERENCE L+ ~)
|
| “coL 9 (.03) 2 (.063) + 23
LTC 33 (.112) 3 (.185) + 60
| MAJ kg (. 167) 9-(.197) + 50
| cPT 112 (.382) 188 (. 74) 3 + 76

LT 90 (.307) 90 EVEN
293 %IOO ; 502 T

b. Utilization rate (percent) and requirements to assets ratio (percent)

, AVERAGE REQU I REMENTS
GRADE UTILIZATION TO ASSETS RATIO
coL .29 o L .29

LTC .36 : .36

MAJ - .8 . ..8

CPT” 67 .67

LT .60 .50

c. Utilization rate difficultLes/attfactfons.- o , c

(1) Analysis reveals several undesirable pairings at the major level == :
undesirable from the high utilization rates experienced by officers holding !
- the specialty pairing. They are as follows (with the specific utilization ;
rate in parenthesis): €795 (1.07), 8792 (1.61), and 8786 (1.09). The . f
first of the two specialty pairings indicates the primary specialty. i
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DACS~OTRG

28 March 1978
SUBJECT: Marine and Terminal Operations, SC 87

(2) There were, on the other ‘hand, desirable pairings at the LTC and

COL levels. These were: C(OL - 8795 (.54), LTC - 8795 (.82), 8687 (.59),
and 8786 (.59). .

2. Problems, None.

3. Observation. The bulk of SC 87 requirements exist in CONUS units,
making the opportunity to serve overseas slight.

4. Recommendations. None,

RETQ ANALYST: LTC John Fowler
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DEPARTMENT OF THE ARMY
OFFICE OF THE CHIEF OF STAFF
WASHINGTON, D.C. 20310

DACS-0TRG : 28 March 1978

SUBJECT: Highway and Rail Operations, Specialty 88

1. Current Status

a. Requirements vs Assets (as of 18 Nov 77).

: NUMBER ' NUMBER ‘ :

GRADE REQUIRED ASSETS DIFFFRENCE (+ =)
coL 3 (.005) 27 (.028) + 24
LTC 23 (.o4k4) 80 (.083) + 57
MAJ L6 (.089) 110 (.011) ' + 64
cPT 188 (.366) 482 (.505) » 4294
LT 253 (.493) 253 (,265 _ EVEN "

513 (1o0. 953 (100.)

b. Utilization rate (percent).

AVERAGE
r 3ADE UTILIZATION
coL - - .12
LTC _ .29
MAJ . o A1
CPT - 45

‘e, Utilization rate difficulties/attractions.

(1) Analysis Indicates several undesirable specialty pairings from.
- -a utilization standpoint at the major level, .Specialty combinations with
ggces?lve;y high utilization rates are: 8892 (1.25), 8886 (1.03), and
) 95 091 . . ' R ’
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l . DACS-0TRG , ' 28 March 1978
SUBJECT: Highway and Rail Operations, Specialty 88

: (2) Desirable speciaity pairings we -a found at the LTC and COL levels.
They were: COL - 8895 (.39); LTC - 8886 (.52), 88sc f.75), and 8892 (.87).

2, Problem. None.
3. Observation. An overalignment in the grade of CPT exists.

L, Recommendation. None,

RETO ANALYST: LTC John Fowler
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DEPARTHENT OF THE ARMY
C->iCE OF THE CHIEF OF STAFF
WASHINGTON., D.C. 20310

- DACS-OTRG S o 28 March 1978

SUBJECT: SC 91, MaintenanﬁevManagement

1. Current Status
a. Requirements and Assets

REQUIREMENT DOPMA . ASSETS DIFFERENCE

NR % IDEAL % NR % $ =
coL 20 2.0 N 124 6.8 +104
LTC 237 24,3 22 Le7 25.5 +230
MAJ 389 39.9 Ly 638 34.8 +249
cPT 290 29.8 22 502 32.9 +312
LT 38 3.9 0 o 0 0 -38

b. Highlights
- This is an advanced{entry specialty.
- COL assets far exceed'requirements.

- LTC assets are balanced with requiremens based on two assets
for every requirement. '

- MAJ assets are inadequate to meet requirements based on two
assets for every requirement,

- .CPT assets are we]i balanced with requirements.

- LT assets are non existent and do not meet current requirements.

- Grade requirements are misaligned with the distribution pro- |
posed as the ''DOPMA |deal." This does not'carry a connotation of ''gooa
or 'bad,' but only a recognition of the potential mismatch under a new
system. Requirements must stnll be based upon skills needed, experience
and responsibilities. .

2. Problems, None identified.

3. Observations,

X-XLVII-1




a. The COL assets far exceed requirements, but this is not a prob-
lem since some of the COL assets are needed to fill SC 70 COL jobs.
(SC 70 is a designator for 1~ . tical jobs; it does not identify people).

b. CPT through MAJ requirements are well balanced providing good
opportunity for progression even though they don't match the DOPMA .
distribution.

¢. The 38 LT requirements do not match the advanced nature of SC 91
and should be recoded. This specialty requires multi-commodity knowledge
that LT do not possess. The 38 jobs should be recoded according to
commodity - e.g., SC 76 Armament, SC 77 Tank/Ground mobility.

d. SC 91 is related to SC 76, SC 77 in the maintenance areas.
There are two proposals to more closely align SC 91 to SC 76, 77.

- Combine SC 76, 77 with SC 91 to create one: speciaity code
with several sSI (MILPERCEN)

- Use SC 76, 77 as feeders to SC 91. Use SC 91 as the capstone
specialty code since most jobs beyond the grade of CPT require manage-
ment of more than one commodity. (T & E proponent).

e. Apalysis of RETO duty module data shows sC 91, 76, 77 are related
specialties. However, SC 76, 77 embody life cycle materiel management

duties that are not included in SC'91 - particularly materiel acquisition.

f. Proponents say that command is not essentlal to quallflcatlon,
but is desirable. .

L, Recommendations

- SC 9) be used as a capper for SC 76, 77. Establish procedures
to review files and to '‘convert't officers with SC 76, 77 primaries to
SC 91 primary poh entry to field grade. Base the conversion on officers!
desires, experience, projected jobs and training. A suggested departure
point is to retain SC 76, 77 officers who have the above noted life cycle.
management experience and transfer those with primarily maintenance experi-
ence to SC 91, Thus SC 91 would become a capper for SC 76, 77 maintenance
oriented officers. All officers in SC 76, 77, 9! would then select an
alternate specialty. —_ .
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DEPARTMENT OF THE ARMY
: OFFICE OF THE CHIEF OF STAFF
WASHINGTON, D.C. 20310

DACS-O0TRG ‘ 27 March 1978

SUBJECT: Materiel and Services Management = SC §2

l. Current Status,

~a. ‘The OPMS Steering Committee has recently approved a recommendation
to combine SC 83, DC 92, and SC 93, A table of requireuments vs assets
for all three specialties, individually and combined, is at Inclosure 1.

b. The table at Inclosure 1 shows that both early accession specialties
(83 and 92) are faced with having.to provide captai: 3 to meet requirements
through lateral encry and through officers atquiring these specialties as
alternate specialties., Specialty 93 does not have sufficient lieutenant
colonels, majors, captains, and lieutenants to meet requirements when
other specialty requirements and branch immaterial requirements are
considered, . '

2, Problem. An examination of duty modules has determined that there is
low correlation of duty modules in these specialties. The major argument
for combining these specialties has been that the duty positions and
functions in all three specialties are so alika *hat only one spezialty
is required. Therefore, the specialty analysis ¢7 the data provided by
the Quartermaster School supports three separate specialties whereas the
Quartermaster School recommendatfon t» the OPMS Steeri~g Committee was to
combine the specialties.

3. Observation,

a. Lateral entry of.capﬁains is réquired for each specialty and for
the combined spectalty, MILPERCEN has advised that Specialty 92 is under-

_aligned ia the grades of captain and major and that sufficient officers
‘are not available to meet requirements in that apecialty. .

b, There appears to be merit in combining specialties 83, 92 and
93 (the chart at Inclosure 2 shows the individual structures as well as
the combined structure), However a re-examination of the duty modules
utiliged in the spesclalties {8 required,

4, Recommendations,

a. Re-examnine the duty modules required in speéialties 83, 92 and 93,

" X~ZLVIII-1




b. Reviaw the captain positions in each of specialties to determine

if regrading of some of the positions to lieuterant is feasible,

RETO ANALYST: 1TC Robert H, Webster
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DEPARTMENT OF THE ARMY
OFFICE OF THE CHIEF OF STAFF
WASHINCTON, D,C. 203:0

DACS-OTRG 28 March 1978

SUBJECT: Transportation Management, Specialty 95

1., Current Status.
a. Requirements vs Assets (as of 18 Nov 77)

NUMBER

-~ NUMBER S .
GRADE REQUIRED ASSETS . DIFFERENCE (+ =)
coL 37 (.071) 143 (.130) + 106

LTC 145 (.281) 321 (.293) ©+ 176

MAJ 173 (.335) 345 (.315) + 172

CPT 150 (.290) 274 (.250) + 124

LT 11 (.021 11 (.01 EVEN

516 (100, 109% (100.

b. Utilization rate (percent) and requirements to assets ratio (percent).

. AVERAGE REQUIREMENTS -
GRADE UTILIZATION TO_ASSETS RATIO
" coL 27 .27 .
L7TC - ' , L6 ‘ ' L6
MJ ! .52 * . ’ 052
CPT . . 056 . -56
LT ' .00 -

c. Utilizatlon rate difficulties/attractions,

(1) There are several specialty pairings ulfh'uftlizat!on éates in an
undesirable category at the major and lieutenant colonel levels: MAJ = -
9586 (1.02), 9588 (.98) and 9592 (1.34); LTC - 9532 (1.04) and 9545 (1.11).

- (2) Desirable specialty pairs, inyvolving the SC 95, are found in all

~.
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DACS-OTRG S 28 March 1978
SUBJECT: Transportation Management, Specialty 95

field grade ranks:

coL - 9587 (.56)
© 9586 (.53)
9541 (.54)

: 7195 (.52)
LTC - 9587 (.82)
9588 (.75)

9586 (.69)

MAJ - 9597 (.85)

2. Problems.

a. Although SC 95 is an advanced entry specialty, there are 161
company grade, requirements and 285 company grade officers currently holding
this specialty designation,

. b.. SC 95 and SC 86 are being considered for consolidation by the OPMS
Steering Group and the Army Logistics Specialty Committee (ALSC) of DCSLOG,

DA, Basis for the rollup thrust appears to be the similarities between the

specialties, a similarity which kas rot been supported by RETO analysis of

duty modules, On the contrarv, the KtTO0 analysis of duty modules registered

a medfum (23.5) level of equivalency - duty modules associated with the

86 and 95 specialties.

c. Officers may be avarded $C 95 without any prior education or exper=
fence., The questlon her¢ is, should officars without prior logistics
education r experience be awarded a Specia;ty which requires immediate
effectiveness in managing all facets of transportation?

3. Observations.

3.. SC 95 officers should be given every opportunity to train with
Industry. This permits not only a broadenine of transportation related
managerial skills but, also, a working relationship with key personnel in '
the commercial transportation industry. A continual working relationship
.of this kind would greatly enhance the military mobilization contingency.

" b. .SC- 95 should probably be purged of its company grade requirements,
through a position=by=-position analysls‘fcr redesignation and/or regrading.

| X-XLIX-2
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DACS-OTRG , 28 March 1978
SUBJECT: Transportatioh Management, Specialty 95

L. Recommendations.

a. Examine all lieutenant positions for recoding to a basic entry
specialty or position upgrading.

-b. Further narrow specialty accessions to exclude those officers
without prior logistics education or training.

RETJ ANALYST: LTC John Fowler
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DACS -0OTRG

SURJECT : Procurement, Specialty 97

l. Current Statrus

CEPARTMENT OF THE ARMY
OFFICE OF THE CHIEF OF STAFF
WASHINGTON, D.C. 20310

2. Requirements vs Assets ( as of 18 Nov 77)

NUMBER
GRADE REQUIRED (Z)
coL - 46 (9)
LTC 112 (22)
MAJ 124 (25)
crr ~168 (34}
1T 51 (10)
' 501 (X56Y
b, Shortage (unfilled posittons)
GRADE " NUMBER
MAJT 5
CcPT ' 24
LT ‘ 47
¢c. Overfill
GRADE NUMBER
COL 18
LTC 37
d.. .Utilizatipn rate
GRADE
COL.
LIC .
MAJ
CPT
LT

X1~ 1

. NUMBER DIFFERENCE
ASSETS £2) (Fore)
115 (o) +69

350 (27) +238
456 (36) +332
352 ‘(%8} C 4191
) 47
1284 (T00)

RATE (X OF REQUIREMENT)

A
14
92

© RATE (X OF REQUTIREMENT)
4 '
33

UTILIZATION RATE ()

40

33

. 3Q
52
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2, sroblem Areas. (Source)

a. 30 percent of officers with SC 97 as a primary or alternate

‘specialty lack related education or experience-either civil or military.

The potential impact on resource management of an 1nexperieuced'military
procurement work force is substantial.

. (DCSRD&D]

b. Because the production and quality assurance functions are
in almost direct conflict with each other (both are ccded 97C) and have
separate and distinct requirements, another code is required to
discriminate duty assigrments. (DCSRD & D).

- 3. Recommendaticns

a. An urndergraduate degree or equivalent experience in a business
related field be required for entry into Specialty 97, Procurement,

b, - A new skill indicator (SSI), 97D, be created for the quality
assurance function.

RRTO Analysis:_ MAJ Theodore J. Crackel
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' REVIEW OF EDUCATION AND TRAINING FOR OFFICERS

ANNEX Y

FACULTY '

1. PURPOSE. The purpose of this Annex is to address the
development of faculty in US Army Service Schools and
Colleges. Faculty development for Army schools 1s a com-
plex process which has as its ultimate goal to provide
the Army school system with well-qualified and highly
motivated teachers whose task it becomes to guide and
direct the intellectual development of Army of:icers at
all stages of their careers, in all specialties,

2. CIVIL-MILITARY COMPARISON. The process of developing’
and sustaining high quality instruction across the entire
Army school system over thie long hsul does not compare
favorably to that of its civilian counterpart. Civilian
educators are nurtured from their undergraduate days,

In college, they are focused concurrently on subject
matter and methodology, and certified in both prior to
beginning a lifetime '"teaching career.” To remain
certified, they must continue to learn Both subject matter
and methods as well as perform effectively in the class-
room. College or university professors receive far more pre-
paration leading to the highest academic degrees, and are
expected to lecture, write for publication, and develop
students in both undergraduste and graduate programs. All
are expected to be able administrators; the business of
education at all levels today is expensive and complex.
With time, experience, sound performance, continued educa-
tion, and increased rcsponsibilities comes academic rank,
prestige, and higher salaries.

Faculty developmenf and utilization in the Army is
much more ad hoc and short term'and much less systematic,
The Army develops its own subject matter and methodology.

_ experts, normally after the officers' 8tH year of service
.(age 30) . . Further, few officers teach more than once

during a cateer and for those who do, seldom at the same

. ‘school/college or in the same subject. The normal ‘teaching
.assignment 1s 2 to 3 years long. There are no temred

positions except at the USAWC. and USMA.

t
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3. BACKGROUND.

"The multiplicity of the modern means of warfare
an2 their knitting together into one bBattle team
requires a broader general knowledge than
heretofore and at thie same time, the accelerated
development of intricate equipment requires a
greater specialization and technical knowledge
to fully exploir the capabilities of modern
equipment.”

Although taken from the first post-war officer eduzation
study, the Gerow Report of 1946, the paragraph ahove could
bave been written in 1900 or today. It reflects :he notion
that-the state of the military art is dynamic; and as the”
20th century contimues, the spectrum of krowledge broadens
at an unparalleled rate. For that reason, the theme of this
paragraph has been echoed in each of the succeeding officer’
education and training studies, including the RETO stndy.

There is another clear message to the school system
throughout these studfes —- tlie Heart of the system is the .

.. teaching faculty. The Gerow Report, commenting on the

US Army War College, observed that "unless open minded
officers of proven ability and visdon are provided for this
faculty, the establishment of the schiool will prove futile.”

* A second board, convened in 1949 under thie leadership
of LTG Manton ,S. Eddy, described the total "learnirg process"
and stated that at least two vital aspects were necessary;
"an atmosphere for creative study and the ability of the
- instructors to inspire thinking on the part of the student."

The third studv following World War II was convened .in
© 1958 under LTG Edward T. Williams. The Williams Board was
the first of the post-war boards to go beyond the simple

demand for quality faculty. The board urged stability within.

teaching faculties, noting that “contimity" was necessary
for sound long range planning. 'Not only must schools take
the responsibility for developing curricula and doctrine,’
the board wrote, "but its faculties must r.'e.ma:ln stable long
enough to carry programs' through to completion." This
discussion concluded with the following assertion:

. "The Board considers the requirement for con-
tinuity to Be of sufficient importance to war-
rant a greater stabilization of assigmment of
all officers assigned to the staff and faculty

. of schools; this stabilization is particularly
important in the commandant's position."

Y-2




Thns, the "organizational structure" had the responsibility
not only to "insure a staff and faculty qualified to execute
the school mission,” but to "insure a high degree of stabiliza-
tion in the assigmment of staff and faculty,” as well. Only _
in this way could the Army insure the “opportunity for creative
thinking by the faculties and ‘the concentration of the
educational effort."

Finally, the Williams Board went one step farther to
discuss the allocation of scarce resources. Noting that
"any determination of requirements must represent a compromise
of the ideal and the feasible,"” tEe Board urged that “the
Army school system should be -afforded a priority of men, money

' and facilities second only to the operational units of the Army."

In 'February, 1966, the four volume "Report of tle Depart-
ment of the Army Board to Review Army Officer Schools,” was
published. Chaired by (then) LTG Ralph Haines, thiis study
group. analyzed the entire officer education and training
system and made recommendations for the next decade.

With regard to staff and faculty development it began by
noting that the Williams Board recommendation for the stabiliza-
tion of tours of all officers assigned to scliool stalffs and
faculties had not Been realized. An apparent loophole was tke’
wording of the Department of Army goal which called for a
"three year stabilized tour for all staff and faculty whose
relief would have serious effect on the accomplisiment of the
schools mission” (emphasis added). Thus, only the "indispensable”
officer was assured of being stabilized. It should be noted

- that this study was completed before thie major Viet Nam

buildup and the conditions described occured during a per*od
of relative assignment stability (1958-1965)

The report contains a detailed appendix entitled "Faculty
Selection, Training, Qualification and Role.'" The conclusions
of that Appendix have been extracted and placed in Appendix:

2 to this Annex. In sum, the report noted that "The success

of an educational institution depends largely upon the quality
and experience of its faculty." While the board found the
faculties "generally compenent,” it underscored tlie need for
faculty tour stability, the requirement for more effective

use of educational advisors, tfie need for more adyanced

degrees on faculties, and replacement of junior faculty members
(l1ieutenants) with more senior officers. Finally, there was

e clearly expressed demand for subject matter expertise

stated as follows: "There is no substitute for an instructor

- who is competent in all pHases of fis work,"

Y-3
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The events which occurred in the years between the com-
vletivn of the Haines Board and the next officer education
study were not predictable in 1965, In 1971, assigmment
turmoil was the rule as the Army tried to meet its Europe
comaitments and fight a war in Asia. The Army was winding
down from a dizzying pace where assets and priorities had
shifted quickly. The future of the war in Viet Nam still.
uncertain when the Chief of Staff directed Major Gemeral Frank
Norris to conduct a study of officer education and recommend
changes to "better prepare ow officers to meet the challenges
of the seventies." His report was publisfied on 1 December
1971, ‘

Two major sections of the Norris Report (Chapters
9 & 10) deal exteasively with the learning/teaching
enviroument. The Report acknowledges fonr major components
of any educational system:

What is taught (curriculum).

How it is taught (theory of teaching].
Who is teaching (faculty).

Who is being taught (students).

The report suggests that the previous focus of the Army Had

been on "what was taught" to the detriment of the other

three components. The report stresses the need to move

toward "student-centered teaching" and away from "instructor-
centered teaching." While acknowledging that "no single
technique will be best for all situations," several advan-

tages were said to accrue from placing a "premium on develop-

ing problem solving ability, conceptual thinking, and innovation."

Implications for faculty development were significantly
highljghted in the Norris recommendations. THe report rein-
forced the premise that 'an innovative, well-prepared faculty
is required to foster expanded. intellectnal liorizons in the
students. Instructors must be more adept with small group
methods. The evaluation role is expanded and Broadened,
requiring both subjective and analytical evaluation of all
students. Finally, the report argued in favor of more
stability, including limited temure for members of the
faculties. ’ '

Having established the requirement for a shift in the
emphasis tn the learning enviromment, the report discussed
the current (1971] condition of seryice schpol and college
faculties. It applanded the condition at the U.S. Army War
College, noting that the "faculty picture is bright... a
. s0lid situation which augurs wvell for the future status of
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the faculty and the college.”" At the Service Schools and USACGSC,

. hcwever, the report concluded that "both the officers developing

the doctrine and the officers teaching the doctrine are, on the
whole, not at the quality level desired." Two reasons cited for
this discrepancy" were the Viet Nam bBuildup and & more pervasive

.attitude among the officer corps that teaching at a Service

School or USACGSC lacked beth prestigg and status (emphasis
added) .

The report recommended the establishment of quality
objectives for the staffs and faculties of all Service Scliools
and USACGSC, urged greater Aiversification of the faculties,
and suggested a more comprehensive development plan to iwvclude
incentives, stability, and contimuing education for faculty
members. Thus tke Norris study provided the most profound
consideration given to faculty development of all the post-
war reports.

4, THE SITUATION TODAY. Running throughout these reports sinée
World War II, are the justification for and all tlie ingredients
of a sound faculty development scheme for the Army.

First, the justification. The Business of a peacetime
Army is readiness and readiness means adequate prepacation.
Preparation is based on the training of units and individuals,
the development of equipment and the doctrine for its employ-
ment, and the sustaimment of a base for expansion in the
event of war. The training and education of the officer
corps is the glue which binds these diverse functions
together and which sustains their common purpose. The pro-
ducts of tliose who teach what is to be done and how to do
it determine whecher or not tlie Army can defend the Republic.
There is no more important job in the peacetime Army than
training and educating {ts members and that is the message our
officers and their career managers must understand and imple-
ment.

What are the ingredients of a good faculty development '
program? Within the Army school system today are two pro-
grams which enjoy a well deserved, solid reputation for
performance. The United States Army War College at
Carlisle Barracks has a multi-faceted system to insure continu-
ous, high quality faculty and staff. It is’ discussed in
Annex F of the RETO Report. The United States Military

. Academy at West Point has an exceptional program as well,

and 1t encompasses a number of facets calcnlated to tnsnre
long term success.
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The first feature of the West Point plan is early identi-
fication of the prospective faculty member. 1In the case of
USMA, academic departments identify candidates from tlie student
body, perhaps as zarly as their junior year (some 7 to 10
years Before they will join the faculty). Or officers (part-
icularly nou-USMA graduates) may be identified while they are
active duty lieutenants or captains. - About half of the
teaching faculty at USMA are not alumni of the institution.:
Many are actively recruited and motivated to join tHe faculty
by former USMA faculty or assigmment personnel. Since ail
USMA faculty members are volunteers, the officer and the
MILPERCEN personnel manager must agree on.the assigmment,
Unless the expertise already exists, hie or she is szent. to
graauate school pusior to arriyal ac USMA to be made a subject
matter expert in the field to be gaught.

On arrival at USMA, the new instrnctor receifves training
in the latest teaching methods and hardware. Then, the
officer is utilize. for 3 or &4 years in the discigline for
which he/she was trained. While a member of the faculty, d elég-
ment continues, both in subject matter and methodology, under
the direction of limited or fully tenured experts (role models)
in the curriculum and the function of the institution.

West Point enjoys a world-wide reputation for excellence
in education and within the Army there is a high priority
given to the selection of faculty members. West Point faculty
members enjoy multiple rewards (Incentives), among which are
the advanced degree earned prior to teaehing, the association with
top flight peers and seniorsg, and the satisfaction of sarving
with a group that has won respect and admiration through the
quality of its product for over a century and a half,

There exists at USMA a three-tiered tenure plan which allows
for 3-to 4-year instructors, as well as Permanent Associlate
Professors, and Permanent Professors. The learning enviromment
is ideal with small, instructor-led classes the rule. Some
of the faculty serve additional téaching tours in later years,

" drawing on both their subject natter expertise and their
teacbing Backgtaund.- : -

5. .SOME GENERAL CONSIDERATIONS. Some specific aspects of

this detailed USMA faculty development and utilization

process warrant careful analysis for applicability to the Army's
school system as a whole. Before conducting such an examination,
however, some overriding considerations which have marked its
long term success must be highlighted.

- T 16




Qualified, interested, successful officers -~ USMA graduates and
others alixe — want to teach at the Military Academy. The Army
supports ‘this desire in tangible and ir:angible ways. Such assign-
menis are viewed as career enhaacing anu fulfilling and therefore, are
sought. Programs speciiics aotwithstanding, when these perceptions and
th:ir realization somehow are made operacive .at every other level of
the Army .chool system -- bagic, advanced  J3ACGSC and USAWC ~-

a qualitative improvement in facully competence will occur. Failing
such attjtudianal adjustments, only superficfal improvements are likely.

An aspect of the USMA faculty often overlooked is the function of

its members, individually and collectively as role models. In a
multitude of functions -~ professional personal and academic --
military faculty members represent and demonstrate what cadets are
taught to aspire to te. Such a centribution by the faculty may be
much more significant than any particular subject matter expertise,
since the officer will conjure up images of memorable USMA faculty
from his cadet days for what thev were long after he has forgotten
what they taught. '

The importance of good role models does not diminish at the other

levels of the Army's school systea. Yet, few, if any, of the Army's

) ‘ . senior professionals, its colouels, are involved actively with students
in the Army's schools. The Army should consider adopting — through-
out the gystem -- a faculty of "colonels emer{tus;” officer who missed
becoming general officers, but who have extraordinary expertise in
tactics 'and/or strategy, logistics, leadership, menagement, defense
Jolicy, etc. Retention of these officers (to get them to forego a
civilian "second career”) probably would require tenure beyond curren:
retirement maximums, perhaps by 5 years or more. Again, their inport-
ance as role sodels in direct personal contact with student officers
*hould far ou.weigh any particular expertise they may possess. In
any evert, 20 plus years of experience i{s almost impossible to replicate
‘in any learning enviromment de-.gned to create cubjecc matter expertise.

"6. SPECIPICS TO PROGRAM DEVELOPMENT. The sslfent aspects of the West
Poiat program are as iéllovl.

Early fjentificatica of faculty.
Recruitment.
Subject mattsr expertise. -
" Instructional’ tochnolo;y cxpcttisc.
2ruper utilization.
Cont fnuing dcvclopn-nt.
Reputation for excellence (ochool and faculty).
High priority.
Révards/incentives.
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Faculty stability/tenmure.
Proper learning enviromment.
Repetitive teaching tours.

How should these apply the Army school system in general?
What can individual Service Schools and USACGSC do to maximize
their faculty development program?

a. Early Identification of Prospective Faculty

There are several ways to identify prospective faculty.
Members of the student body provide a ready group of candidates
for a school or college, and this has been the Army's most
used system. It is generally a sbort term process, however;
and results in plucking the officer from the student bod; and
placing him on the platform with very little formal preparation
in most cases. The exception is when thie officer is identified
during a basic course and then used several years later.

While this is rarely done now, consideration by the service
schools should be given to an earlier tracking of potential _
instructors (to be followed up with perfodfc correspondence.)

A second way to identify possible instructors is to enlist
ex-faculty members in the identification and recruiting process.
Obviously, the MILPERCEN assigmment officer plays a key role

in the entire identification and selection process. Above

all, he must be attuned to the overall importance to the Aray

of . such assigments. Second, there must exist a system guarantee
for the prospective teaching department and the officer concerned..
‘When officers are recruited from the Army at large to teach a
certain subject at a service school or college, they must be
assigned to that position and given the opportunity to

~ complete the tour, or the "broken promise” will haunt the

- faculty concerned for years. Identification also can come

from the MILPERCEN assigment officer, wvho s in direct

_ contact with a segment of the officer population.,

In faculty identif {ication and development matters, the
sooner the better is a gcod genersl rule. e earlier the
forecast can be made, the better the rhsnce that the officer
viil arrive at his faculty sssigment with subject matter
apartise, prepared to teach (training or cation enrmute
may be required). Also, it allows the institution to plan
. its requirements-to-assets picture batter. ' :

Pinally, there are write~ins (1ike wal
football). Officers occasionally corre
school seeiking a faculty assigment. This

ns in couegintc
directly with a
actice stiould be
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encouraged by schools, siace aspiration to such assignments is
crucial to attracting qualified volunteers.

The best identification system for the Army would incorporate
all of these methods, monitered hy a sirgle staff mrnager at every
school and each Department Director. S8chools mus* involve
themselves formally in the long range development of their fac- ’
ulties.

Recuritment

- Once there is an ongoing program at the service

schools geared to the identification of faculty (by name if

~ possible, certainly by skills required and degree of suhject
matter expertise nzeded), the recruitment process can commence.
In a word, this means communication. The officer desived must
understand clearly what is involved in the postion, and the.
reason he i{s needed. The assigmmant officer at MILPERCEN must
have a clear understanding of the requirements of the assign-
ment (accurately coded positions), including the ASI's needed.
The chain of command and the school faculty development manager -
must be attuned to the requirements and the priorities within
the school and how these relate to the other agencies on thﬂ
post involved. :

¢. Subject Matter Fxpertise.

_ This is the crucial factor in the development of quality
faculties and staffs. Those who develop and teach specific
curricula and doctrine in the Arzy's schools must be subject
matter experts first. Officers must have the time to be trained
or educated before tl they report to their faculty positions,
Time required will vary with the nature of the subject matter
and rthe experience of the individual instructor. The important
potnt here is that every academic department at every schliool
must bnow and articulate what skills and knowledges are
required of its faculty and how, when, and where these are
obtained best. These standards then hecome the winimm required
' 'for the new faculty member with regard to the subject matter that
will be taught.

Curriculum at the service schools is predominatly "primsry
spacialty related" {n most -iepartments requiring less formal
preparation. The more ceneral professional military educational
components (military history, leadership, organizational effect-
iveness, communicat!.ns skills) say require more formal prepara-
tion because thay are not linked directly 20 a given specinlty.
The point to emphasize {i¢ that tlie diversity found in each
schwol POL will require diverse preparation..
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d. Instructional Techno;ggyrixbertise.

All service schools and colleges currently require
that a new instructor attend a resident training program. They
vary in length fram 1 to 4 weeks and include some self-paced
work. Normally, they are designed By tlie staff and faculty
development elements, whose job it 1s to "train the trainer."
It is assumed that the prospective faculty member arrives
with subject matter expertise and the supervision of that

‘expertise is the responsibility of the department to which the

faculty member is assigned. Most instructor training courses
involve learning the ISD Model for training development
(described in TRADOC Pamphlet 350-30), the application of
Criterion Referenced Instruction (CRII, and presentation of
practice classes (formal rehersals). They should all include
instructor aptitude screening.

In some schools, the program contimues throughout the
officer s assigmment to the faculty with varisus levels of
prcficiency awarded (assodiate, senior, and master instructor),
TRADOC has made great strides over the last few years in the
area of training development. Indeed, for the more senior faculty
members there is a finely tailored Senior Managers Workshop
conducted periodically at Leesburg, VA, under the supervision
of the Training Development Institute located at Fort Monroe.

At the present time, the Army is investing considerably more effort
in instructional technology than in the development of the

subject matter expertise for faculty members. This fs

appropriate in some cases (TOW missle system training) and inappro-
priate in others (military history and leadership].

‘_e._ Proper Utilization.

Oice a faculty member has acquired the skills needed .

. by a department, he/she must be utilized in the position calling

for those skills.. Although other difficult subjective decisions
occacionally are made necessary by school/center requirementa

as a trule, the faculty member, the students, and the Army are
served best by requiring the best teacliers to teach even
though they may do just as well at same otlier important job.

£. Continuing Development.

Officers on faculties must continue to grow and develop

‘ through planned activities all of wiliich require resources.
_ Seminars, workstops, funded trips to professfonal meetings,

active involvement .in school libtrary amd Bookstore development,
research and writing for publication, are only a few of tlie ways

Y-10
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to guard against an officer going "stale" after he learns the
lessons to be taught and has been through them once. The most’
important aspect of the contirued development is the role the
subject matter expert must play in the development of curriculum.
The classroom teacher is the subject matter expert. The
determination of the content of the lesson belongs to him.
Faculty members must insert themselves vigorously into the

procedure at every stage from task development to external
evaluation. :

g Reputation/Learnigg Enviromment.

The .perceived value of educational experiences provided
by service schools and colleges must outweigh clearly the
"careerist"” notion of some individual officers that being
selected for attendance is as important as attending. If the
students and faculty are convinced that what is being done in
the school is based on Army requirements and is timely and
relevant to the long range professional development needs of
the student officers, the school will enjoy a good reputation,

Officers must develop attitudes toward learning over. a
long period and not exclusively while students. Thus,
throughout the Army as well as in the schools, there must be
a recognized need for seif-study and professional development,
This necessity is the basis for Military Qualification Standards

described in Annex D. When the student attends a military school,
the physical setting, instructional technology, learning materials,

lidraries, classrooms, and teaching methods must all be of the
highest quality to maximize the learning experience. RETO

' envisions the requirement for more officers to attend resident

schooling in the future, but probably in shorter courses where
quality controi fcom the first class period will he even
more critical.-

h. Prioriti.
Few would deny the need for quelity instruction in

the service schools and colleges. The central question is,
glven scarce resources, how much of what kinds of education

" and training can the Army afford? The answer relates directly -

to requirements. In the last quarter of this century, American
Army officers will be the cuatodians of a huge conventional

and nuclear, Army spread world-wide, costing the nation great

portions of its treasuire, and essential to the welfare of its

citizems., If the Army is to bLie led well, its officers must be

crained well, Therefore, a relatively high priority for the
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Army school system is required.

‘Directed reductions in spaces and dollars Fave heen
ajmed at the Army's training base from outside the Army
over the last 2 years at a time when tlie Army should
have been increasing its training and education efforts.

As a result the size of the faculties have shrunk, in
cases requiring the alteration of teaching methods to
respond to rapidly increasing stndent faculty ratios.
assults on the school TDA's must he reversed in those

some

These
cases

where the learning process has soffered ss a result.

i. Rewards/Incentive .

. ither than simply directing the assignment of "high
quality files” to faculty positions, the Army must insure that
it does everything possible to cause qualified officers to
agpire to these positions and select themselves by volunteering.

There are many incentives to prospective faculty members.
Recognition that the work is important to the Army; association
with challenging colleagues; the chance to think, teach and
write about the profession; and the ability to impact signif-
icantly on the intellectual and professional growth of a

number of officers are but a few of the major intangible
rewards available, '

More tangible rewards also can he made available and
evident. The Senior Service Colleges (SSC) offer the opportunity for
constructive or equivalent credit to faculty members who have
not been selected for or completed an SSC course, The same
systen could be provided at Leavenworth for the Combined Arms and
Services Staff School (CAS3) and USACGSC faculty members who are
not selected to attend USACGSC. i '
Most schools are associated with nearby colleges and
universities, providing faculty members opportunity to aquire
graduate degrees while teaching, reinforcing their teaching
skills and enriching them in a broader sense, It is not’
encugh to articulate the premise that an instructor tour (or .
two] is desairable; selection and progotion boards must provide
evidence to interested and qualified prospective faculty
members that they need not avoid teaching (especially a
second tour) as a "dead end” assigment. Again, the possibility
of career opportunities like SSC. USACGSC or graduate credentials
which otherwise might not have Geen possible will Nelp to
daronstrate the desirability of teaching such tours. '
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There are many competing demands for the officer's
time while he is a captain (command, staff, secondary
specialty development, MQS). Therefore, whatever rewards
are structured must take into consideration that not all
captains will, or should, become instructors. In other
words, teaching tours must neither be viewed as a required
"ticket punch" nor as a plague to be avoided,

j. Stability/Tenure/Repetitive Tours. .

The advantages of faculty stability are numerous.
Officers ‘who teach tend to et better at what .they do the
longer they dn it. Their level of competence increases as
they prepare, teach, refine, teach, write, teach. The
curriculum development process is enriched by having continuity
as well as expertise on the faculty. There is less 'wasted
motion" caused by going from one acceptable solution to another.
In most cases, continuity is not a luxury but a necessity,
since the subject matter is as complex as it is important,
requiring long study and thought to master. . As an example,
it may be just zs important to determine when a change in
doctrine will be needed as the actual substance of.the
change. '

Stability is also important because thie lack of it often
forces suboptimization in curriculum planning cycles, with
too little attention 'given to long range planning. Where
faculties turn over at the rate of one~third to one-fialf each
year, it is not long before the process becomes the gignificant
factor and the content suffers. Cources that should be developed
are not, and those that are operational often fail fo evolve
the way they should.

. There is a very good atgudent tocounter the demand for
more stability, especially where it involves any notion of temure. .
That is, "new blood" is required constantly "from the field" to
transfuse those in the sthool with recent experience from
operational units or staffs where the concepts taught are’
tested. There is no doubt that such transfusions are

-essential throughout the|entire school system. What must’
. be detern.ined is the appropriate halance between tenure and

turnover so that neither|the obhjective of continnity nor
that of new ideas 1s forfeited.

AP PN

The U.S. Military Academy and the 1.S. Army War College
use a three-tiered faculty temure system (Weet Point's

18 far more formal) that |allows for e certain percentage
of 3-year tours, a certain percentage of more stable tours
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(4 years or longer), and the formal temuring of faculty until
retirement. Such a system has heen proposed several times by
the U.S. Army Command and General Staff College for its faculty,
but it has never been approved. It should be. Consideration
also should he given to instituting a similar system at

service schools. MNumbers, posftions, and disciplines would

vary with each school. "Fresh views" from the field

also can he insured through periodic exchange assigmments

of tenured faculty to troop units and the contimued use of
-some percentage of 3 wear tour officers.

7. MANAGING THE ASSETS. The Officer Personnel Management
System (OPMS) is the method by which the Army's requirements
are matched with trained and .properly assigned assets, The
"Specialty Code" system requires a fairly discrete set of
skills, progressively developed and utilized, and a cleax
path to colonel for each specialty. The mmber of
requirements in a given specialty depend on the coding

of the duty positions in the field (Army requirements expressed
in terms of skills). Service scliools and. colleges code
their own positions hased on the skills and knowledge

needed to function in a given position.

It is essential that some percentage of the officer

corps who have demonstrated the ability to teach well and

who wish to do so again be provided the opportunity. This \
will require the management of instructor assets in the o

same way that other skills are managed; as was realized (
‘'when OPMS was begun, and the Education Specialty (SC 47)

was created. ‘But SC 47 was never widely understood and
suffered from poor coding from the beginning. It encompassed
.4 wide range of officer positions from the highly selective
' permanent professorships at West Point to the 287 ROTC
positions, to which officers were assigned on a BEranch/ _ ,
specialty "fair share" basis without regard to OPMS ‘ o
specialty or teaching background. There was sufficient

interest in the SC 47 within the officer corps, but ‘inconsistent

coding and the large mumber of specislty immaterial ROTC

positions threw the assets-to-requiremeats ratio far out of
' balance. MILPERCEN has recommended the abolisfment of the

Education Spectalty, and RETO concurs.,

A second specialty was created that also affected the
service schools in a major way. Specialty Code 28, Instructional
" Technology and Management, was designed to encompass “positions
in a Broad range of functions and activities related to the
application of instructional technology principles and audio-
visual systems in support of the Army's mission.”" In SC 28, the
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Army had a specialty designed to proyvide curriculum development
experts, educational managers, instructional systems deaigners,
audio-visual experts, and instructional policy planners. These
officers would focus on instructional form and delivery. But
SC 28 was regarded primarily as a Signal Spectalty and suffered
from the same kinds of definitional prohlems as did SC 47.

The presumed difference between SC 47 and SC 28 was basic.
The former would be composed of subject matter experts and
the latter the process or methcd experts. Neither fulfilied
the need for which it was designed.

Since neither of these specialties evolved as planned,
the Training Developments Institute (TDIJ, TRADOC, has
developed and recommended the estahlishment of a career
management field called "Training Developments Officer"
SC 50. It is envisioned that eventually both SC 47 and SC
28 will melt into this advanced entry specialty. SC 50 is
designed to provide service schools and colleges with. officers
whose function is "The management of the organization's
training developments effort". The officers would be assigned.
to such positions as Training Developments Director, executive
officer, branch chief, section chief, chiefs of academic
departments, and about one-third of all officer instructers,

Undoubtedly, the creation of this specialty is required,
but there is some concern that the overwli:lming n2ed for
training development experts will lead to th- minimization of
the "subject matter" function ir favor of the management
function, It is especially important to retain subject
matter expertise in the curriculum development and evaluation

- phases. Of equal concern is the pcreeption that repeated

teaching tours will be discouraged By encouraging proven,
faculty members into management positions that remove them
from the classroom. . :

RETO analysis of the Amy—wide common dut:y module signature
clearly established the need for a large mumber of officers
with skiils in nounselling, teaching, training, evaluation,
and supervising. Thias came as no surprise. What became clear
was the need for all officers to he -adept at instruction.
(ceaching)_ and for some officers to he expert at conveying
subject matter. To meet the need for chese experts, a carcer
management system seened warcanted. . '

One system considered would have uaed the designation of
an Army Skill Identifier (ASI) as the management basis. Tt
vas rejected because, if each officer is to remain proficient
in two specialties and alternate between them during his
field grade years, the repetitive tours nrecessary to sustain
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do it repetitively. Given apt pupils, who are well prepared for

the required expertise would he denied those who need it the
most -- those who. teach.

Clearly, an OPMS career field is required to iInsure the
proper development and utilization of the Army's "Senior
Military Teaching Faculty." Appendix 1 to this Annex
describes the notional specialty envisioned. It is antici-
pated that the specialty will he developed alcng with Specialty
Code 50 and that the two specialties will comp.ement each other
throughout the Army school system.

4. CONCLUSIONS. One may suggest that the Army cannot afford the
luxury of such an extersive USMA-like faculty program throughout
the school system. One also, can ask whether the Army can

afford not to upgrade the essential faculty ingredient in

the system., There are, in fact, steps that can be taken to
insure trat a "fair sharc” of interested quality officers are
assigned to the Ammy's service schools and USAGCSC. Expertise

in and the capacity to. teach the compler vusiness of the prepara-
tion for and conduct of land war in the 1980'3 and 1990's can be
developed. Once this expertise is developed, the Army must take
advantage of it through a program to insure successive teaching.
assigmments for the officers who are good at it and want 'to do
it. Further, and more important, this program must be in the
main stream of the peacetime Army with tangible incentives

and uniformly recognized high priorities.

The Army must develop'officers who are'subject matter experts,
who have skill in imparting this knowledge, and, the desire to

the learning experience, the nature of the relationship will
lead to a better trained officer corps.

9. RECOMMENDAT’ONS It 1s recommended that:

a. The Department of the Army institute a system of variable
tenure for the faculties of all 3ervice Schoole and the USACGSC.

b. All Service Schools and USACGSC establish and maintain
long range compreliensive fdcunlty developnent programs .

¢. Specialty Codes 28 (;nstructional Technology and thage—
ment) and 47 (Educattonl,be diseatablisﬁed

d. Two new specialties. "Training Developments and “Senior
Military Teaching Faculty"” (SC 50 & SC Q1] be created with duty
positions coded appropriately at all Service Schools and Colleges,

Y-16 - o —_—




—— T e

. . .

i YRR e g

k .
L . . .

e. As a matter of policy, the Department of the Army
assign qualified colonels to instructor positions throughout
the Army School System.

f. Teaching faculty be stabilized fof at least 3 years
throughout the Army School System. .

g. Staffing guides, such as the TRADOC School Model,
not be used for determining faculty requirements at long
courses such as USACGSC. ,

2 Appendixés

)

1. A Xotional Model of "Senior Military Teaching Faculty. Specialty"
(Specialty Code Q1)

2. Conclusions of the Haines Board (1966).
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REVIEW OF EDUCATION AND TRAINING FOR OFFICERS

APPENDIX 1

A NOTIONAL MODEL OF "SENIOR MILITARY TEACHING FACULTY SPECIALTY"
“(Specialty Code 01)

TO ANNEX Y
FACULTY

1. Description of the Senjor Military Teaching Faculty Specialty.

a. The Senior Military Teaching Faculty Specialty encompases
selected teaching faculty positions in Army Service Schools and
Colleges, and the United States Military Academy. THe skills
required are those of a professional military teacher and
scholar. Specialty Code 01 Identifies officers/positions
in this specialty. The Senior Military Teaching Faculty
Specialty ic an advanced entry specialty, enrolling officers

during their Bth (or later)year of active Federal commissioned
service.

b. The purpose of the Senior Military Teacling Faculty
Specialty is to provide a nucleus of professionally competent
military officers capable of making a sustained contribution
to professional military education and military scholarship.
Members of the Senior Military Teacking Faculty Specialty
provide concinuity ard depth to the faculties of Aray Schools.
Collectivelv, these officers possess an umusual depth of squect
matter competence 'in the wide range of discip]ines required by
the Army's school system, are the Army's foremost teachers of
these disciplines, and are afforded tlie opportunity to under-
take research and make gubstantive contributions that'enhance

the status of military scholarship. They constitute a core of
professional faculty who are not only outstanding tezchers,

. but are eapable of ensuring efficient use of the resources

devoted to military educatfon, and, together with counterparts
in training developments/training methodology (the proposed

SC 50}, of guiding the growth and development of the Army's
education estahlisbment. They also constitutz an assemblage

. of military scholars who can he called upon to contribute to the

solution of problems of high level Army and Defense interest.,

¢. Principle dutieslperformed by officers participating in .
this specialty include:.
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(1) Conduct of form:l instruction and resears: at Arny
service schools and colleges, and the United States Miiitary.
Academy.

(2) Participation as subject matter experts in the
planning and development of military education programs,
curricula, and methodology.

-(3) Supervision of teaching.

'(4) Advising on the formulation of military education
policy. C '

(35) Teachiﬁg faculty exchanges with foreign military '
schools, civilian universities, and research organizations.

d. Proponents for this specialty are:
Department of the Army Proponent - DCSOPS
Professional Development Proponent -~ MILPERCEN
Training and Education Proponent - USAWC

2. Role of the Senior Military Teaching Faculty Officer.

a., Collectively, the officers serying in the specialty
exhibit exceptional skills and talents in the wide range
of disciplines taught in the Army's professional military
education establishment. These disciplines, include, But
are'not limited to: 'Tactics, Logistics, Communications =
Electronics (including Electronic Warfare), Intelligence,
Personnel Mangement, the various fields of Engineering including
Combat Engineering, Internatioaal Relations and the Social
Sciences, History, the Physical Sciences and Mathematics,
. Psychology (including leadership), Operatione Reseamrch/Systems
. Analysis, Management, Computer Science, Foreign Languages,
English, Geography, and Economics. '

.b., Two qualif icati:ons distinguish the specialty member,
his exceptional competency in the subject area, and his
proficiency in teaching it. Notionally, limited mmmbers would
serve {a the teaching departments of the setvice schools as
senior instructors, committee cliefs, or department directors.
A larger proportion of the USACGSC and virtually 211 of the
USAWC faculties vould Se Senior Military Teaching Faculty
officers.’
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c. In summary, the principie role and function of the
Senior Military Teaching Faculty Specialty is the physical
and intellectual activity of irparting some depth of
knowledge of a given discipline to others.

3. Participation.

‘a. A limited mumber of officers who have the motivation and
special talents for a career of teaching will He permitted to
participate in the Senior Military Teaching Faculty Specialty.
Officers developed in other specialties who wish to make con-
tributions in the sphere of Professional Military Education may
request participation in the specialty at any time. Officers
will be selected based upon an indepth review of their qualifica-
tion as teachers and military scholars, and an evaluation of
their potential for contribution to military education in
theiy: field of competence. Those service school or college
faculty positions whose principle functions are not teaching
or the supervision c¢f other teachers would not ncrmallv bBe
coded for the Senior Military Teaching Faculty Specialty.

There are a mumber of instructor positfons at the service schools
and USMA that would not be coded .Ql; however, tliese could

be viewed as developmental preparation for the Senior

Military Teaching Faculty Specialty. Officers responsible

for determing what, how and where something is taught would

be coded SC 50, "Training Developuents'’,

b. Qualification standards for pot=ntizl entrants to the
Senior Military Teaching Faculiy Specialty are:

(1) To have becume a subject matter expert in a
discipline taught as part of the proFession~1 military
schoolirg system, and

(2)' To have dcmonstrated exceptional instructional
ability iu aprevidus instructor tour.

¢. Advanced degrees are one mark of preparation for many
of the disciplines of the specialty, but not for all. In
some disciplines, military scliolarship may be rooted more
in professional experience than in academic pursuits.. In all
cases, the desire and ahility to teach effectively == to _
motivate scudents to learn —e is an essential factor. Only'
after having demonstrated their qualification as teacRers and
military scholars in a previons service schoel or USMA
assigmment will officers be granted the gpecialiy.
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4. Professional Development Objectiyes. The overall ohjective
of officer professional deyelopment in the Senior Military
Teaching Faculty Specialty is to proyide a mcleus of members
who have the requisite intellect, scholarship,.and acadenic
credentials to serve effectively in the Army's professional
military educatlional system. There are, in tlie Service

Schools and the United States Military Academy, sufficient develop-
mental company grade positions to allow selection from among
instructors of demonstrated ability for the Senfor Military
Teaching Faculty Specialty. Further development comes through
research and writing, attendance at professzional meetings,

and the challenge of teaching itself.

S. Careeer Development. There are adequate positions and the

grades of major, lieutenant colonel, and colonel to allow
normal career progression in each of the disciplines.

GRADE o sc @ POSITIONS

Major' Assistant Professor, Associate
Professor~USMA :

Senior Instructor, Coomittee -
Chief-Service School

Instructor - USACGSC

Lieutenant Colonel Assistant Professor, Associate
Professor - USMA

. Department Director - Service
School

Instructor - USAHC/SSC

Colonel Associate Professor, Professor-
USMA.

Instrnctor Committee Chairman -
USACGSC USAWC/ ssc .

Departuent Director- Service School
USACGSC, USAWC/ ssc
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6. Specialty Mgnagement. '

a. The first requisite of specialty management is proper
specialty coding of faculty posiiions. Not all faculty
positions require the specialty. In fact, the majority of faculty
positions at the service schools and USMA (and some at the military
colleges] will be filled by officers Having otlier specialties,
Indeed, most may be in Training Development and Combat Developments.
Some of these positions may be specialty {mmaterial. The flow
of these officers in and out of the education system leads to
contimous infusion of officers with fresh perspectives and
recent practical experience in the great yariety of skills
required to accomplish the professional military education

~nission,

~ b, Care must he exercised when coding faculty positioms.
Specialty Code Ql, should be requested only when there is a
requirement for an unusual depth of subject matter competence
and a proven teaching competency as well. SC 01 officers

are teachers, and the positions to which they are assigned primarily.

should entail teaching or the supervision of teachers.

c. Depicted here is an example of position coding for
a notional tactics department committee at a service school:

SPECIALTY CODE GRADE POSITION/NOTE

01 12

o
w

Chief, Special Competence:
Armor Tactics

04 Senior Insti’uctor, Special
g i . Competence, Armor Tactics
12 = 0§4 Senior Instructor
12 :xx a3 Instructor
12 . xx 02 Instructor :
12 *xx 0*3 Instructor

A similar sitnatinn might exist in a’ nocional deparunent of history, .
_ such as night exist at USMA.
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SPECIALTY CODE GRADE POSITION/NOTE
01, xX 06 Professor, Special
* .
* * ~ Competency: HRistory
x
* .
01 XX 05 Permanent Associate
* % Professor, Speeial
* * Competence: History
* * :
01 XX (¢ Assistant Professor,
* » Special Competence:
* * History
* * _
01 xxX 04 Asgistant Professor,
Special Competence:
History
99 € xx 04 " Instructor/ Asst Prof
99, XX O’fo Instructor/ Asst Prof
* *
99 XX a3 Instructor/Asst Prof
9 XX : B

Instructor/Asst Prof

@ 99= Specialty Immaterial

At the U.S. Army Command ard General Staff College a cummittee
in the Tactics Department might be split equally between
Senior Military Teaching Faculty officers with a special
competence in tactics, and combat arms officers serving

their first teaching tour.

c¢. By its nature, the specialty will require individual
management. Assigmments to Senior Military Teaching Facnlty
positions would be nominative in most cases. Because of
the large numher of disciplines supported and the relatively
small mumber of officers in each discipline,an effort to apply
either SSI's or ASI's is unnecessary and undesirable. Direct
contact between the school and the assigmment officer to identify

- the area of special competency will provide sufficient inforrmation

upon which to hase a nomination. Recruiting by the schools/
_departpents themselyes could £il11 many requirements and should
be- encouraged. By name requests in this unique specislty should
be the norm. ’ : . O
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REVIEW OF EDUCATION AND TRAINING FOR OFFICERS

APPENDIX 2

CONCLUSIONS OF THE HAINES BOARD (1966) CONCERNING
"FACULTY SELECTION, TRAINING, QUALIFICATION AND ROLE™*

TO ANNEX Y
FACULTY

41. School authorities should maintain a close working
relationship with career, hranches in the Office of Personnel
Operations and the offices of the chiefs of the profegssional
services to insure the selection of qualified personnel
" for the staffs and facnl‘-ies of tHe schools.

42, Because of their lack of any practical Army experience,
graduates of branch basic classes should not he retained at the
school as instructors.

43. Unless a student at the US Army War College has a
spcific expertise developed during his prfor Army service
and particularly needed at the College, he shiould not be
considered for retention on the faculty,

. .44, A review of staff and faculty authorizations by grade
in the various Army schools, to include their categorization

into instructor, supervisory, and support positions, shonld be
made,

45., A training program for supervisors as well as instructors
should be established in all schools Gelow the 'War College
level in the Army schooi system. '

4C. Selected members of the staffa and faculties shauld attend
conferences of educatfonal organizations to keep akreast of the
latest developments in the academic field. Further, an anmual.
conference should he held for Directors of Instruction and
Educational Advisors in the Amy achool syatem under the’
direction of HUMRRO or another appropriate sgency.

. 47. Closer liaison should he eatablished. B.etveen the various
schools of the Army system, as \'ell as with sc!ioola of the
other serv:l.ces. .

* Extracted from the Report of the Department of Army Board to
Review Army Officer Schools, 1 Feb 66, pp 758-9,
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48. Expanded use of officers with adyanced degrees should

. he made within the Ammy school system in the interests of

raising the technical and professional competence of the staffs

and faculties. Aggressive action should be taken to have additional
position requirements for such degrees validated btoth for initial
utilization and reutilization tours,

49. Creater tenure of the staffs and faculties throughout the
Army school system is essential for t%e sound and progressive
development of the schools composing the Army system.

50. All schools and colleges should obtain a well~qualified
- Educational Advisor, and the Commandant should clearly define
the duties and responsibilities of the position,

. 51. A rotation plan for educational advisors should be put
into effect at an early date, coupled with opportunities for
sabbatical leave to engage in graduate studies. The top
grade level authorized for Educational Advisors at most Army
schools and colleges should he GS-15; the senior Army Educational
Advisors at the Continental Army Command and Department of the
_Army level should be authorized GS-16 grades. -

52. Educational Advisors should attend various educational
conferences. ' ‘ '

53. All Commandants should determine the mumber of civilians
who can be used profitably as instructors and begin their
procurement at an’ early date, to relieve military personnel for
other duties. Use should be made of professors from sdjacent
universities to assist in presenting academic instruction,
with particular reference to elective.

54. The current restriction on employing non-regular
officers, requiring a six moriths period hetween separation
and employment by the Department of the Army, should he waived
insofar as Army schools and colleges are concerned,

55. Prominent civilian educators on sahhaticals from
their uniyersities or highly qualified civilians from other
governmental agenciea should he added to the staff and faculty
of the US Army War College.  Consideration should he given
to contracting with adjacent colleges for the presentatiorn
of a series of lectures in appropriate courses.

PO S
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REVIEW OF EDUCATION AND TRAINING FOR OFFICERS

GLOSSARY OF TERMS

Academic Year (AY) - A pexiod normally encompassing two semester. or
" the equivalent. Ensuing vacation period or summer. session is rot
normally included.

Active Components (AC) - Identifies that portion of the Army serving
full-time duty in the Active military service of the United States.

Additional Skill Identifier (ASI) - An identification.of specific skills
which are required to perform the duties of a position, but are not
related to any one particular specialty. Also, an identification of
the additional skills possessed by an officer.

Advanced Professional Development Course (APDC) - The electives piof
gram for the U.S. Army Command and General Staff College

Air Force Institute of Technolegy/Logistics Support (AFIT/LS) - An
advanced level school system maintained by the Air Force to meet
service-related educational requirements. Logistical Support re—~
fers to the School of Systems and Logistics.

Alternate Specialty - A secand specialty, in adiition to an officer's
primary specialty, which- 18 designated at the completion of the
officer's 8th year of Active Federal Commissioned Service for
professional development and utilization.

Army Linguist Personnel Study (ALPS) -~ A study of the Atmy s language
needs (both officer and enlis:ed) published in Jaauary 1976.

Army Medical Departnent Personnel Support Agency (AHBDDPERSA) - A field
operating activity of the Office of The Surgeon General. PERSA ex~ -
ecutes the responsibility of Ihe Surgeon General for AHEDD officer
careet management.

Ar-y National Guard Officer Candidate School (ARNG—OCS) = Schools con-

ducted by most states to produce commissioned officern for the Army .
National Guard.. i : . i

Arny-vidtpSupport‘Jobo.- Army-wide support jobs are those jobs (duty
positions) that are not related at all,or only remotely related, to
the specialty to provide its fair share of officers for the overall

L
operation of the Army. These. poaition. are extremely ilmportant to §
the day-to~day performance of the Army's mission and to the officer’'s i
professional 3rowth but do not’ contributc to building the officer's f
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" technical competence in the specialty. Exawples of theee positions
might be ROTC PMS, some training center jobs, some installation
staff jobs, or recruiting duty.

3ranch Immaterial Officer Candidate Course (BIOCC) - One of'the_major
sources of line officer accessions into the Army. Precommissioning
training 1s provided without regard for branch or specialty.

Branch Related Specialty - A specilalty whose principal functions are
the responsibility of a particular branch established under AR 10-6.

Career Officer -~ An officer appointed in the Regular Army or a U.S. Army
' Reserve officer in voluntary indefinite status.

Combined Arms and Services Sta®f School (CAS3) - A school to train all
majors of the Active and Reserve Components for service as field
grad: staff officers with the Army in the field, in peace or war.
Establishment of the school was recommended by the Review of Educa-
tion and. Training (RETO) otudy Group.

eombined Axms Tactical Traiaing System (CATTS) -~ A wargaming simulation‘

used in the U,S, Army Command and General Staff College.:

Committee on Excellence in Education (COE also COEE) - A blue ribbon
ad hoc group convened to overgee education in DOD.

Complementa.y Specialties ~ Specialties that, when paired function well
together to derive the maximum benefit from an officer's skills and
experience. Specialties may complement each other because of similar
skills requirements. Two specialties may be complementary because
the utilization rates or position requirements of ona are the in-
verse of the utilization rates or position requirements of the other
at the various grades. Certain accession specialties may pair well
with an advanced entry specialty because it 1is a natural progression
in that particvlar field. All of the above.or combinations of the
above, should be considered when determining those specialties tha:
complement a particular gpecialty.

Computer Asalsted Map Maneuver System (CAMMS) -~ A wargzme simulation:
aided by automation is used for tnstruction and contingency planning.

Continuing Health Education (CHE) = Education designed to sustain the
knowledge and skills of health care professionals. Usually short
courses or job experiences required on an annual bacis.

Control Specialty =~ A means to accounc and validate tor officers by
specialty. It 1is the specialty in which officers are requisitioned
and assigned, against which they are accounted, and in which they
Join the organization which initiated the requisition.

Clossary=2
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Core Jobs - Core jobs are thuse jobs (duty positions) that are at the
heart or "guts" of a specialty and require the officer to perform
tasks, on a day-to-day basis, that make use of. this knowledge and
expertise 1ln the specialty, Therefore, core jobs are ceantral to
professional development in the specialty, i.e,, they provide the
skills and knowledge, through on-the-job training and experience on
a daily basis, that are needed to build the officer's technical com-
petence in the speclalty at each grade level. As an eiample, for
the Armor captain these jobs might be company command, tn staff, asst
bde S3, service school instructor, combat/training developer, etc.

Corresponding Studies Program (CSP) - The nonresident instruction pro-
vided by the U.S. Army War College.

Course of Instruction (COI) - A training management document which spe-
cifies the purpose, prerequisites, content, duration and sequence
of instruction for formal resident and nonresident courses.

Decizion Package Set (DPS) - A group of documents used to describe policy
matters under consideration, previde an evaluation with alternatives
and insure that various staff act in harmony or agrezment in carrying
out decision. '

Defense Language Institute/Foreigﬁ Language Center (DLI/FLC) - Located
at Monterey California, it ptovides language skills training for JoD
personnel.

Dual Specialty Development - The conéept of officer professional devel-
opment and utilization in which the objective is for each officer to
gain and maintain proficiency in a primary and an alternate 3pecialty.

Enlisted Personnel Management Directorate (EPMD also EPD) - Ap element
of U.S. Army Military Personnel Center. EPMD executes DA responsibility
for enlisted personnel management.

First Year Graduate Medical Education (FYGME) -~ All graduates of schools
of medicine must apend their first year-after graduation in an intern-
ship or its equivalent.

Cenerai Officer Hanagement Office (GOMO) - An éienant of the Office,
Chief of Staff, Army which provides management fot 0—6(?) and higher
‘grade officers.

Ceneral Officer Orieutation Conference (GOOC) ~ A course provided to officers
selected for or recently promoted to general officer.

Graduate Medical Bducation (CME) - Post medical profession degree educa-
tion provided in specialty (residency) or subspecialty. All medical
school graduates spend their first year after graduation on Graduate
Medical Education Year 'l (GME~1) previously known as internship.

e e e St ol s
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Health Professions Scholarships Program -(HPSP) =~ Program providés assis-
tance to students enrolled in an approved school of medicing, osteo-
pathy, veterinary medicine or uptonetry. Service obligation 1s in-
curred. ' '

Independent Student Research (ISR) - A grouping of hours in the curricu-
lum of the U.S. Army Command and General Staff College for individual study

and contingency parcicipation in study brojects.

‘ Instructional Television (ITV) -a meana for presenting instruction to
learners.

Master of Military Arts and Sciences (MMAS) - U.S. students of the U.S.
Army Command and General Staff Course, upon application and acceptance
participate in a degree granting program.

Method of Instruction (MOI) - The means for presenting instructional
"  material to learners,

Military Education (ME) - The sttematic'instruction of individuals in
subjects which enhance their knowledge of the science and the art of war.

Military Persconnel, Army (M”A) ~ A category of funds consisting generally
of 1ndividual pay and allowances.

Military Qualification Standard.(MQS) ~ A systematic officer education :
.and training program recommended by Review of Education and Training .
for Officers Study Group. MQS provides a framework for officer educa- *
tion and training that links resident schooling, self-study and on
the job experience. .MQS provides for orderly and progressive train-
ing and qualification for each officer.

National Defenge University (NDU) - The Nationai War College and Indus-
trial College of the Armed Forces comprise NDU. Located at Fort Mc-

Nair, Washington, D.C.

Naval Post Graduate School (NPCS. also NPS) - An advanced level school
providing graduate and baccalaureate degrees in' various disciplines

required by the U.S. Navy.

'Nonrosident Instruction (NRI) - Any training not conducted in residence .
including that provided through correspondence/extension courses
developed and approved by a military service tu meet a specific

. training requirement of that service for career development or skill
acquisition/p:ogresnion.

Officer Advanced Course—Reserve Componenta (0AC~RC) - .An advance+ course
denigned for preaentation to Reserve Components officers.

«»
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Offlcer Basic Course-Reserve Components (OBC-RC) - A basic course de-
signed for presentation tu newly commissioned Reserve Component officers.

Off icer Candidate School-Reserve Components (OCS-RC) - A precomm1531oning
training program designhd for Reserve Components.

Officer Personnel Management Directorate (OPMD also OPD) - An element
of U.S. Army Military Personnel Center. Specialty managers (assign-—
ment officers) and professional development officers execute the DA
responsibility for OPMS managed officers.

' Officer Professional Development ~ The development of the professional
attributes and capabiliries of the Army officer to meet the needs of
the Army through planned assignments and schooling.

On-the—jbb—experience (OJE) - A training proéess whereby knowledge aad
skills are acquired through performance of duties.

Organizational BEffectiveness Training Center (OETC) ~ Abtraining facility

located at Fort Ord, CA, part of U.S. Army Training and Doctrine Command,

which provides instruction in organizational effectiveness.

Personnel Structure and Composition System (PERSACS) - An automat ed
program based on force structure and composition used for personnel
requirements and estimates,

X P Primary Specialty - Oune of two designated specialties in which an officer
will receive prafessional development and utilization. :

\ Professional Development Courses (PDC) ~ The core of the curriculum for
tha U.S. Armvy Command and General Staff College is referred to as PDC.

Professional Development System (PDS) - A system for the developuent of.
professional attributes and capabilitiea of Army officers to meet
the needs of the Army through planned asxignnenta and schooling.

Professional Military BEducation - Education pertaining to the body of
professional knowledge common to all Army officers, such as leader-
ship, lilitary history, management, etc. '

Projected Specialty - The persounel manager's recommendation of the most
appropriate specialty for an officer's next assignment which will be
consistent with Azay raquirements and further the officer's professional
developnen:. .

Related Jobs - Related jobs are thoge jobs (duty positions) that require
the performance of tasks tlat draw on the knowledge, skills and ex-
_ perience from the specialty at that grade, but they do not normally
require the officer to exercise these skills on a day-to-day basis.
Related jobs do, however, serve to increase the officer's technical
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competence in the specialty while contributing to his professional
growth. Examples might be reserve components advisor, specialty
related training center positions, some DA/HACOM staff officers,
readiness region positions, some installation staff .positions, etc.

Related Specialties - Specialties that require many of the same skills
and knowledge. Complementary specialties are generally also related
spectalties, but the reverse statement is not necessarily crue. For
instance, if two closely related specialties both have few field
grade position requirements then they probably would not be a com=-
patible pairing and hence, not complementary.

Review of Education and Training for Officers (RETO) - The study group
which conducted this study and prepared this report. The group was
established in August 1977 within the Office of the Chief of Staff,

Army to develop policies and programs for professional education and
training of officers which meet Army requirements ard individual career
development needs. The study was, completed on 30 June 1978.

Schcol Year (SY) - A period normally encompassing approximately nine
months associated with longer peraanent changz of station courses.
The year in which training is begun.

S-n»ior Officer Preventive Logistics Course (SOPLL) - /. course designed
to provide senior officers refresher training in command management
of logistics program.

Senior Officer Preventive Maintenance Course (SOPM) - A course designed
to provide senidr officers refresher training in command management
of preventive maintenance program,

Specialty - A grouring of duty positions whose skill and job requirements
are mutually supporting in the development of officer competence to
perfora-at the grade of colonel in the specialty.

Specialty Education - Education pertaining to the knowledge and skills
associated with an officer's primary or alternate specialty.

Specialty Skill Identifier (SSI) |- An identification of specific position
‘8kill requirements within a special:y and the cotresponding qualifi-
cations posreasad by commissigned officers.

: Special Staff Jobs - Special stafff jobs are those jobs (duty poaitions)

that generally do not relate directly to the specialty and may be

. somewha’ out of the organizational mainstream but provide an oppor=-
tunity to expose the officer at that grade to a perspective that he
would not otherwise receive. [The importance of these positione is
that the officer ‘gains & set af experiences that are beneficial to
broadening his capabilities ag aun. officer and hence, enhancing his
usefulness to the Army. Examplea of these jobs might be aide-de~-
camp, protocol officer, race relations officer, special study groups
and projects, etc. ' :

[2)
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Special Study Projects (SSP) - A grouping of hours in the curriculue of
U.S. Army Command and General Stuff{ Collese for individual and group
" projects. .

Tactical Cummarsd Readiness Program {TCKP) - A prougram designed to insure
that tactical commanders, 06 and abuve, are both current and competent
in the application of doctrine and procedures governing the strategic

deplcyment, tactical imployment and sustainment of Army and :upporting
forces under ccmbat conditions.

Tactical Exercise Without Troops (TEWT' -~ War games and simulations often
assisted by automation are conducted without troops,

U.S. Army Material Development and Readiness Command (DARCOM) - A major

command of the Army providing ~eseasch development, acquisition of
material.

Uniform Services University of Health Sciences (USUHS) - A university
organized under Departmen®’' of Defense to provide a comprehensive
education in medicine to select young men and women who demonstrate

potential for, and commitment to, careers as medlcal corps officers
in the Uniformed Services, Located in Bethesda, MD.
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