LESSON 7

OFFICER EVALUATIONS AND PROMOTIONS
Officer Evaluation System

History

Over the Air Force’s history, it has seen 8 different evaluation systems with 14 major variations.  The first was an Army system carried over into the newly independent Air Force.  This system required the supervisor to rate an officer on his or her desirability in various staff and wartime specialties.  In addition, the rater had to answer 24 questions by choosing between statements most and least descriptive of the officer’s job proficiency and personal qualifications.  The supervisor then rank ordered the officer among all officers rated by that supervisor.  The system was a direct, no-nonsense rating with very few written comments.

The Air Force implemented its first evaluation system in 1949.  It provided the rater with a half page for comments and 54 factors to rate.  The ratings were weighted and the results added up for the officer’s score.  By 1951, the Air Force officer efficiency/effectiveness report (OER) had taken on the basic form of the current officer performance report (OPR), with performance factor ratings, overall performance ratings, and comments from the raters.

Since 1951, there has been a new version of the OER about every eight years.  In each case, the reason for the change was rating inflation.  In 1974 the Air Force tried to completely stop inflation by controlling the ratings on the OER.  It was a good-faith effort, but it did not entirely work.  In order to curtail the increasing issue of OER inflation, the evaluation system underwent a review and many changes.

In response to OER inflated ratings and indorsement levels, the Chief of Staff of the Air Force (CSAF) and Deputy Chief of Staff for Personnel (AF/DP) initiated the most recent effort to revise the Air Force Officer Evaluation System.  This inflation was making it increasingly difficult for promotion boards to identify the best-qualified officers for promotion.  There was a concern that unless there was a change, the continuing ability of promotion boards to pick the best-qualified officers for promotion would be in doubt.  In the `previous evaluation system, there were far more officers with general officer indorsements than could possibly be promoted.  Therefore, the new Officer Evaluation System (OES) was created.

The three elements of the Officer Evaluation System are:  performance feedback, performance reporting, and promotion recommendation.  Many factors go into determining an officer’s suitability for promotion to the next higher grade.  The most important documents in the officer selection record are:  the Promotion Recommendation Form (PRF), Officer Performance Reports (OPR) and Education/Training Reports (TRs).   The board members consider the “whole person” concept to include other important factors as awards, decorations, academics, PME and specific achievements.  However, job performance is the key assessed factor.   However, in order to receive a laudatory OPR, TR, or PRF, the officer must be provided guidance and follow advice given through well-communicated feedback.

Feedback

Performance feedback for officers is the cornerstone of the OES—the OPRs and PRFs are based upon the same information given in the feedback process.  An officer requires performance feedback to develop professionally and should have it supplied regularly through informal means in addition to the required formal feedback.  Feedback has two functions:  it serves as a source of information as well as motivation.  If given frequent and specific feedback, the officer will better understand what is expected of him or her.  In this way, the officer is motivated to perform better in order to meet and exceed expectations.

Feedback is documented on an Air Force Form 724B for company grade officers and an Air Force Form 724A for field grade officers.  Feedback is mandatory for all officers, colonels and below.  Colonels require only an initial feedback session.  This acknowledges the experience and maturity of our senior leaders, while still allowing the rater to set initial expectations.  Field grade officers (Lt Col and Maj) will require initial and midterm feedback.  Company grade officers (Lt and Capt) will require initial, midterm, and follow-up feedback sessions.  As always, these are minimum requirements, and feedback should be given whenever warranted.  For clarification, initial feedback refers to feedback given to a ratee when first assigned to that particular rater. No initial feedback session is required after that, unless a new rater is assigned.

In order to provide useful feedback, the rater should record significant incidents, the ratee’s behavior, and how he or she affected the mission.  If an incident did not affect the mission or reflect the ratee’s officership qualities, it should not be used in the feedback session.  Conversely, if it did affect the mission, the observer has an obligation to inform the person being observed.  This obligation exists regardless of whether the behavior had a positive or negative impact.  Feedback, through verbal or written means, should be given when practical.

Most raters can correctly identify and give proper feedback on excellent or very poor performance; however, raters tend to give less accurate feedback when observing performance in the gray area located between the extremes.  Statistically, the middle range is where most ratings should fall.  Nonetheless, many raters will rate an officer higher than warranted because they know the ratee will see their rating and the rater does not want to come across as the “bad guy.”  However, the private feedback session is an ideal opportunity to inform an individual where he or she needs improvement; nobody else keeps or sees the information provided during the session.  It also lets the ratee know what needs to be done before the OPR is due.  Sheltering an officer from bad news is much more harmful than providing needed criticism.

It is important to rate officers strictly on duty performance.  Extracurricular activities or insignificant additional duties should not be considered.  It is important to be impartial and give evaluations based on observed behavior.  Raters generally give good ratings to well-liked people, while bad chemistry between rater and ratee may produce unfairly low ratings.  The raters need to be able to gather and report supporting evidence as well as discriminate between relevant and irrelevant information.  Work examples lend support to feedback and ratings.  Information should be collected over a period of time and the rater should not focus too strongly on one or two events.

Feedback, whether positive or negative, needs to be specific.  Specific positive comments reinforce the behavior and specific negative comments focus the attention where the officer needs improvement.  A lack of information tends to lower an officer’s motivation to improve.  Comments that are not sufficiently specific will not concentrate the ratee’s attention on exactly what he or she needs to do in order to compete for a top rating.  Examples of general and more specific comments are as follows.

	GENERAL
	IMPROVED



	Need to work on organizational skills.
	You tend to work on several projects at once—sometimes more than you can handle effectively.  You need to come up with a system of prioritizing your projects.

	Outstanding performer.
	You did a great job of keeping up with sortie generation.  Keep it up.

	You need to show more initiative.
	You should be more willing to step forward and take on more responsibilities such as a squadron additional duty--you are seen as someone who only works 9 to 5.


It is important to focus on the behavior and not the person.  Provide feedback to the officer in a manner that he or she can understand, can accept, and is able to do something about.  A measure of the success of the session is the extent to which the ratee knows what to do in order to improve daily performance.

Additionally, during the feedback process the supervisor should provide officer professional development (OPD) counseling.  To assist the supervisor in this endeavor, the supervisor should read the Officer Career Path Guide, located on the Air Force Personnel Center’s Web Page at http://afas.afpc.randolph.af.mil/ofcr-cpguide/Default.htm. These guides are broken down by career specialty and cover areas such as assignments, formal training, promotions, leadership opportunities, staff experience, advanced and professional military education. Additionally, each guide has a career path pyramid that explains to officers and their supervisors where they should be at in their professional careers and what they need to do to advance to the next stage.  

Officer Performance Reports (OPR)

Raters must honestly observe, evaluate, and document individual accomplishment in preparing performance evaluations.  The OPR is the official record of an officer’s performance and provides information used for school selection, promotion, assignment, separation, and other management actions.  It provides a long-term record of an officer’s professional development and is the primary way to identify outstanding performers within the officer force.  A supervisor does not have an opportunity for “trial and error” on an OPR.  One “oversight” on this very important piece of paper can effectively end an officer’s career.  Therefore it is very important that the supervisor take the time to seriously consider what to write in the OPR and what impact that OPR will have when analyzed by a promotion board.  

The OPR must be typed.  You may use correction fluid and pen-and-ink changes to correct minor errors; however, this is usually unacceptable in most organizations.  Two different forms for the OPR exist:

AF Form 707A, Field Grade Officer Performance Report

AF Form 707B, Company Grade Officer Performance Report

You will want to ensure you have the right form before you start writing the report.  Just like enlisted reports, using the wrong form is a common error of raters and will result in the report being redone.

Several sections compose the OPR, each of which provides information on a different facet of the officer’s performance.  The main sections the promotion board looks at are the unit mission description, job description, mission impact, and the rater and additional rater assessments.

Section II
.  Unit Mission Description.  Use of either narrative or bullet format is permitted in the Unit Mission Description.  These four lines should clearly describe the unit’s mission, to include what it is, what it does, and whom it affects.  Document in this section if the unit is selectively staffed.  The Unit Mission Description is created by the unit commander and approved by the reviewer.  All officers working in that unit will have the same unit mission description.  If the unit mission has changed, or can be better described, a new description may be drafted and sent to the reviewer for approval.

Section III.  Job Description.  This section of seven lines provides information about an officer’s duties and explains the nature and level of the ratee’s job responsibilities.  .  Unlike the unit description, this section should be different for everyone in most cases.  This section should include:  level of responsibility, number of people supervised, and dollar value of resources or projects.  Include all jobs held in the reporting period—not just the current one.  Include significant additional duties if they directly relate to the mission.  In this section, describe only the job; save how it was performed for the later sections.  Be certain to use plain English and explain the meanings of all acronyms.  Again, either narrative format or bullet statements are permitted in this section.

Examples of Good Job Descriptions

Note:  All examples given in this guide are simply illustrations given to provide more insight or clarification on a topic.  The examples are not meant to be guidelines for OPRs or PRFs.
	III.  JOB DESCRIPTION 1.  DUTY TITLE:  Chief, Resource Management Branch

	2.  KEY DUTIES, TASKS, AND RESPONSIBILITIES:  Manages the people, supplies, and budget necessary to support 84 officer and enlisted recruiters dispersed over a four-state, 200,000-square-mile area.  Responsible for assignment and maintenance of 59 General Services Administration vehicles.  Manages a real estate program that includes 37 recruiting offices and an annual budget of over $762K.  Coordinates base support with logistics, personnel, accounting, administration, procurement, and other activities.  Serves as the US Air Force representative at US Army Corps of Engineers facility meetings.


	III.  JOB DESCRIPTION 1.  DUTY TITLE:  C-5 Pilot, Wing Plans Officer

	2.  KEY DUTIES, TASKS, AND RESPONSIBILITIES:  Pilots and manages the multimillion-dollar C-5 weapons systems on worldwide missions, airlifting personnel and material for the armed forces.  Assists aircraft commander with preflight planning, aircrew supervision, mission management, and administrative duties.  Responsible for strict compliance with AMC, AF, and international regulations.  Performs mission-alert duties to provide for rapid aircrew mobility during short-notice contingency operations.  As a wing plans officer, publishes wing operating instructions/quick-reaction checklists, coordinates wing responses to contingencies and exercises, and is responsible for wing readiness to meet operations and mobility plans.


These examples include specifics and show a well-described scope of responsibilities.  In addition, they quantify the officer’s areas of responsibility by describing a dollar value or group size of resources for which the officer is responsible.  They tell what the job does, and the reader can sense how the ratee will impact the missions.

Section IV.  Impact on Mission Accomplishment.  The Impact on Mission Accomplishment section is nine lines long and is designed to evaluate tasks and responsibilities unique to the officer’s job and to focus the evaluation of performance on that particular job.  Bullet format is mandatory.  For a more interesting impact section, do not begin each bullet in the same way.  Stress mission impact and cite specific examples of accomplishment where possible.  Do not mention non-mission-related accomplishments such as professional military education or advanced academic education.  The mission impact statement should leave the reader with a good idea of what the officer did to advance the mission (i.e., impact), as stated in section II.

Examples of Statements Unrelated to Unit Mission


Served as snack bar officer


Selected as an escort officer for DV visit


Completed master’s degree with a 3.89 academic average


Selected to attend ACSC in-residence


Leader of church youth group and troop leader with Girl Scouts

Examples of Weak Impact Statements

	IV.  IMPACT ON MISSION ACCOMPLISHMENT

-  Revised and expanded the refresher course offered to crew members flying high-performance

   aircraft

-  Greater emphasis on mishap case presentation and more time allotted for interaction between students and instructors

-  Updated and improved anti-G straining maneuver training conducted for undergraduate pilots

-  Training resulted in simpler and more efficient demonstration of proper straining procedures

-  Expanded and successfully managed the in-house instructor training program


The above layout of bullets leaves wasted space.  As it is, the section is weak and lacks specifics.  Avoid one word on a line.

	IV.  IMPACT ON MISSION ACCOMPLISHMENT

-  Developed a dialysis capability for the medical readiness program for USAF Surgeon General

-  Appointed to the Board of Directors of the South Texas Organ Bank

-  Appointed Assistant Professor of Medicine at the Uniformed Services University

-  Continued to develop protocols both locally, regionally, and nationally in collaboration with other military and civilian investigators 

-  Remains one of the most productive investigators in the division

-  Published original articles, reviews, and book chapters at a rate unsurpassed by any other service chief in this department


This example lacks impact.  It describes what the officer did, but not how well he or she did it or how it impacted the mission.

Example of a Better Impact Statement

	IV.  IMPACT ON MISSION ACCOMPLISHMENT

- Led implementation team for the first new hands-on satellite training in the MAJCOM

   -- Improved 22 checklists, 19 scenarios, and standardization of instruction

   -- Tested and implemented two new modules for the Generic Satellite Model simulator

-  Enhanced management of curriculum development, producing higher quality courseware

   -- Reduced manning in Curriculum Development Section by 40%, redefining responsibilities

   -- Organized curriculum area instructor teams to develop and refine subject matter

-  Initiated several efficiency measures that overcame a 3-month, 20% instructor shortage

   -- Maintained quality instruction during a 25% increase in students

   -- Effective use of existing resources in staff course resulted in validation


The use of percentages and time frames help to clarify the result.  This layout is easy to read—sub-bullets that clearly show impact on unit mission support the main bullets. However, there still is some space left over that could have been more effectively used.

Section V. Performance Factors.  The Performance Factors section identifies six qualities all officers must demonstrate in the performance of their duties. Simply mark whichever block applies:  “Does Not Meet Standards” or “Meets Standards.”  If any block is marked “Does Not Meet Standards,” then the report becomes a Referral Report (Ref AFI 36-2406, para 3.9).

Section VI and Section VII.  Rater and Additional Rater’s Assessment.  These sections are used to assess performance and potential based upon that performance.  These sections can be used as a continuation of Section IV; however, these sections should contain useful information relating rater/additional rater thoughts about the ratee as an officer and his or her performance.  There are a total of 14 lines between Sections VI and VII to describe a year’s performance and evaluate the officer’s potential for increased responsibility.  Bullets must be used.  Do not use bold print, underlining, italics, capitalization, or extraneous punctuation merely to emphasize a point.  (For example, “Make Steve a squadron commander—NOW!!!”)

The rater or additional rater may comment on job performance or the six standards identified under Section V.  If there is a need to comment on another aspect of the officer’s behavior, it is appropriate to make those comments in this section.  Remarks concerning community involvement and additional duties are also permitted, but are not considered strong additions to a report.  Comments on potential may be based only on current duty performance and are highly encouraged.  Comments concerning completed or working on PME or advanced academic degrees are not permitted.  However, a PME recommendation statement (although not mandatory) is absolutely necessary.  Lack of a PME attendance recommendation can send a wrong signal to a promotion board.  Further, recommendations for promotion, whether specific or implied, are prohibited in the OPR.  However, recommendations for a particular assignment are authorized and highly encouraged but are limited only to the next logical career progression within the ratee’s career field.

The additional rater may concur or non-concur with the rater’s overall assessment or the performance factors from section V.  If the additional rater disagrees with the rater’s assessment, then he or she documents the disagreement in the additional rater’s assessment.  If a disagreement exists in the performance factors, the additional rater then initials the block in section V he or she thinks gives a more accurate representation of the ratee’s performance factors.  Again, the additional rater documents the reason for the disagreement.

Examples of Implied Promotion Recommendations (with improper segments highlighted)

Mike’s future progression in rank or responsibility is unlimited.


Bruce is performing at levels above his present grade.


Capt Cleese’s work exceeds her years and rank.


Sets the standard for my other commanders, four of whom are Lt Cols. (if ratee is a Maj.)


She is field grade material.

Examples of Permitted Statements


Make Maj Barg a flying squadron commander.

Recommend ISS and augmentation at the earliest opportunity.

AF/DPXO can use an officer with his judgment, experience, and skills.

This unit’s nominee to head Cobra Gold.

Examples of Improper Statements


Completed master’s degree in quantum physics.

Recommend Meritorious Service Medal for distinguished service.

Maj Johnson is filling a Lt Col billet.

Graduated from Squadron Officers School as a DG.

Promote this board.
Examples of Weak Rater/Additional Rater Comments

	VI.  RATER OVERALL ASSESSMENT

· One of the top performers in the group, as evidenced by many laudatory letters of appreciation

· His steadfast dedication and total involvement have been critical in our sustained mission accomplishments

· The aggressive staff assistance visitation program, which he implemented, was a key factor in one of our geographically separated unit’s achieving an “Excellent” rating on its most recent Standardization/Evaluation inspection

· Joe has juggled a myriad of tasks, consistently producing high quality products.  He also staffed a position paper that led to conversion of a captain’s position to an NCO

· Capt Schmoe is an outstanding officer with rare managerial talents.  Continue to challenge




	VII.  ADDITIONAL RATER OVERALL ASSESSMENT 

· Capt Schmoe has contributed significantly to the success of his group and wing

· In a time of diminishing resources, his frugal management of funds has allowed his group to continue to provide quality training despite funding cuts.  Reduction of a captain position to an NCO is but one example of his superb managerial and organizational abilities

· A top-notch professional; deliberately groom for increased responsibility, and challenge


The above rater/additional rater assessments could be much stronger.  In order to strengthen these assessments, the rater should use all of the space provided.  The statement, “One of the top performers . . .” is too general--everyone in the unit could be one of the top performers.  Where possible, quantify statements.  For example, “Capt S. is in the top 5% of the 30 Captains in the unit.”  Simply stating the captain “has juggled a myriad of tasks . . .” without backing up the statement makes it look like little more than simple filler.  Use hard-hitting facts to back up such statements and give results of what happened--how it impacted the mission.  “Rare managerial talents” is ambiguous--it could be taken either positively or negatively.  The additional rater repeats one of the comments of the rater but does not shed any new light on the information.  This leads the reader to think reducing a captain’s slot to that of an NCO was all the ratee accomplished.  To strengthen this report, the rater or additional rater should also recommend the ratee for a future assignment such as a command position that is appropriate for his grade (flight commander) and should include a PME recommendation statement.

Examples of Better Rater/Additional Rater Comments

	VI.  RATER OVERALL ASSESSMENT

-  In 16 years, I’ve never supervised a more aggressive and competent officer than Capt Striver

   -- Initiated base-wide system upgrade that cut maintenance by 30% and increased efficiency

   -- Great foresight:  identified a critical procedure error; contractor fixed it and saved us $13K

   -- Designed the command section local area network; installed two weeks ahead of schedule

-  An inspirational and devoted leader, ever eager to attack new challenges

   -- I assigned a “problem” NCO to his section—result:  immediate turnaround in bearing

   -- Developed a comm-technician retraining program, reducing retraining time by one week

   -- His section went from “Sat” to “Excellent” in less than 6 months

-  Great leader--make him an comm squadron commander and send him to ISS in-residence now


	VII.  ADDITIONAL RATER OVERALL ASSESSMENT 

-  Easily the top captain in my communications area; one of the top three in my group

   -- Superb military bearing and leadership--I’m totally confident in his professionalism

   -- When the wing commander has system problems, he turns to Alex for the quick answer

   -- Saved our necks on the mobile radio buy, identifying a show-stopping design flaw

-  Send to ACSC without fail.  Give him a comm-squadron of his own—Now


The above assessments show more hard-hitting facts and describe how they impacted the mission.  They quantify the results and stratify the officer in relation to his peers.  Please note that statements concerning future assignments and the very important PME attendance were in this example.  One thing however, that could have improved this example is a more efficient use of space (use all the space you have).

It should be stressed that the Rater/Additional Rater Assessments must coincide with the officer’s performance.  It is paramount the OPR reflects how well the officer performed and succeeded in working toward completing the mission described in Section II.

Section VIII.  Reviewer.  The reviewing official for majors and below is an officer in the grade of colonel (or above), or equivalent, in the position of wing commander, or equivalent.  The reviewer performs a quality review on the OPR.  If the reviewer agrees with the report, then no comments are allowed--the reviewer simply checks the concur block and signs the report.  If the reviewer disagrees with the report, then he or she returns the OPR for reconsideration.  If the rater or additional rater takes no action, the reviewer then checks the nonconcur block and notes the disagreement.  The reviewer may not nonconcur simply for the sake of indorsing the report (e.g., “This officer is even better than previously stated.”).  The reviewer is also the senior rater in the promotion recommendation process.  As such, he or she must take great care in ensuring the validity and quality of each comment.  If the reviewer allows the raters to inflate comments or make inappropriate remarks (such as “John is the best Major in the Air Force”), then the OPR may not be on track with the reviewer’s own promotion recommendation on the PRF.

The third and final element of the OES is the promotion recommendation, which will be covered in the next section under the Officer Promotion Program
.

Officer Promotion Program

The Air Force officer promotion program’s purpose is to select enough officers of the desired quality, in the proper grades, to carry out the mission.  To do this, the Air Force should promote officers in sufficient numbers as vacancies occur, maintaining the strength of the Air Force in each grade and providing reasonable progression to retain a highly qualified and motivated officer force.  Other objectives include:

· Providing reasonably stable, consistent, and visible progression patterns for all competitive categories

· Ensuring the best qualified officers are selected

· Providing for accelerated promotion opportunities for officers with exceptional potential

To ensure a through understanding of the subsequent sections of this lesson, some common terms must first be defined.  The list is somewhat long so please refer back to these terms as often as needed.

Active Duty List (ADL).   Air Force officers serving on extended active duty except for those officers excluded by law (10 U.S.C. 641).    Officers are carried on the ADL by competitive category and within their competitive category in order of seniority of the grade in which they are serving.

Best Qualified Method of Selection.  Requirement that boards may recommend for promotion only those officers considered to be best qualified for promotion within each competitive category, whose records, when compared with those of other eligible officers, reflect the greatest potential to serve successfully in the next higher grade.    The best qualified method of selection is to align the officers in a relative order of merit listing according to board scores.  All selection boards, with promotion opportunity less than 100%, use the best qualified method of selection.

Central Selection Board.  A board of officers convened under the authority of the Secretary of the Air Force (SECAF) to consider ADL officers for promotion to the grades of captain, major, lieutenant colonel, colonel, brigadier general and major general.  These boards are convened at the Air Force Personnel Center, Randolph AFB, Texas.

Competitive Category.  A grouping of officers who by law compete among each other for promotion.  The categories are Line of the Air Force (LAF), Judge Advocate (JAG), Medical Corps (MC), Dental Corps (DC), Chaplain (CHAP), Medical Service Corps (MSC), Biomedical Sciences Corps (BSC) and Nurse Corps (NC).

Date of Rank (DOR).  The date used as the primary means of indicating relative seniority among officers of the same grade and determining eligibility for consideration for promotion to the next higher grade.

Seniority of officers with the same grade and DOR is determined by the following criteria:

1. Previous DOR

2. Total Active Federal Commissioned Service

3. Total Federal Commissioned Service

4. When the above criteria do not result in a determination of relative rank, Regular officers will precede Reserve officers.  Regular officers will rank themselves based on the following in the order listed:

· Date of Presidential Nomination

· Date of Regular Air Force Appointment Acceptance

· Date of Birth (earliest takes precedence)

5. If that still does not determine relative rank, then reverse the social security numbers, and the lowest number takes precedence

Effective Date of Promotion.  The date specified in the order that announces the promotion.  It is the date the officer is entitled to wear the insignia and receive the pay and allowances accompanying that grade.  This is not the date an officer is notified of selection.  

Failed to be Selected.  The date officers considered for promotion In-the-Promotion (IPZ) or Above-the-Promotion Zone (APZ) but not selected for promotion are commonly referred to as “non-selectees” or “deferred officers.”  Officers considered Below-the-Promotion Zone (BPZ) but not selected are not considered “failed to be selected for promotion.”

Fully Qualified Method of Selection.  One hundred percent of total eligibles may be promoted to first lieutenant provided designated commanders determine they are fully qualified.  The same is same is true for MC and DC officers being considered for promotion to major and I/APZ MC and DC officers to lieutenant colonel.  Currently, all competitive categories being considered for promotion to captain are promoted via fully qualified.

Phase Points.  The average number of years and months of commissioned service that most officers complete when promoted to a particular grade.  The Defense Officer Personnel Management Act (DOPMA) guidelines are as follows:

Grade




Phase Point (Years of Service)
First Lieutenant




2

Captain





4

Major





          9-11

Lieutenant Colonel



         15-17

Colonel




         21-23

Promotion Board Quota.  For any one board, promotion opportunity (as a percentage) multiplied by the number of officers eligible IPZ determines the promotion board quota.

Promotion List.  A list of all officers approved for promotion within a competitive category to the grade of captain and above.  Officers are placed on the promotion list in order of seniority on the ADL and promotion sequence numbers are assigned accordingly.  A separate promotion list is used for each competitive category.

Promotion Zones.  Groupings of officers in the same grade who are eligible for promotion consideration in each competitive category on the ADL.  There are three promotion zones:

1. Above-the-Promotion Zone (APZ).  This zone represents the officer’s “late” consideration for promotion.  These officers have previously failed IPZ selection to that grade (to include those removed from a promotion list to that grade) and are senior to officers being considered IPZ.

2. Below-the Promotion Zone (BPZ).  This zone represents the officer’s “early” consideration for promotion.  Officers are eligible BPZ at the two boards immediately preceding the board in which they are considered IPZ.  This promotion zone applies only for promotion to lieutenant colonel and colonel.  

3. In-the-Promotion Zone (IPZ).  This zone represents the officer’s “on-time” consideration for promotion to the next higher grade on his or her current DOR.  The opportunity for promotion is highest when officers are eligible in this zone.

Senior Rater.  The official who completes promotion recommendation forms (PRF) on officers eligible for consideration by a Central Selection Board.  For majors and below, the senior rater must be at least a colonel or equivalent serving as the wing commander or equivalent.  For lieutenant colonels, the senior rater must be a general officer (or equivalent) and will be the first general officer in the rating chain.

Special Selection Board.  A board convened under the authority of the SecAF to consider officers for promotion to grades of captain through colonel who were not properly considered by one or more promotion selection boards.  In addition, these boards can be convened to reconsider Regular Air Force Appointment, continuation, and selection for intermediate or senior service school.  There are two reasons for considering an officer by a special selection board:

- Administrative error—It is determined an officer should have been considered but was not considered or was not considered in the correct promotion zone or competitive category.

- Legal or material error—An officer is nonselected by a selection board, and it is determined by the following:

· The action by the board was contrary to law or involved material error of fact or material administrative error.

· The board did not have the necessary information for consideration that should have been available if instructions and policies had been followed.

When is an officer eligible for promotion?  How does an officer know if and when they are eligible for consideration for promotion?  The answer depends on their current grade.

A second lieutenant will be eligible for promotion upon completing 24 months in grade.  For all other grades, the SecAF determines the specific eligibility criteria for BPZ, IPZ, and APZ consideration.  Once the eligibility criteria are determined, the MPF gives each officer eligible for consideration an officer preselection brief (OPB) and officially notifies the officer that the board will consider him or her for promotion.  In addition, the MPF makes a public announcement, through the base bulletin or paper, so all eligible officers, supervisors, and commanders are aware of the upcoming board.  Another avenue is to go to the AFPC Home Page, click on officer promotions then date of rank eligibility.

In addition to meeting the basic eligibility criteria (time-in-grade), an officer must be on extended active duty at least six months before the central selection board convenes.  This rule does not apply to MC and DC officers considered for major or other non-line officers being considered for promotion to captain.

Officers with an established date of separation (DOS) or retirement are still eligible for promotion if their DOS or retirement is not within 90 days of the board convening date.  Board members will give these officers fair and equitable consideration.  The Air Force permits most officers selected for promotion to withdraw their DOS or retirement and to accept the promotion.

Promotion Opportunities

What does promotion opportunity mean?  It is the approximate percentage of officers in an accession year group that a central selection board will select for promotion after competing for promotion to the next higher grade in all three promotion zones—BPZ, IPZ, and APZ:

· On approving the promotion eligibility criteria to each grade, the SecAF also specifies the promotion opportunity for each competitive category.  Because reasonably stable, consistent, and visible career progression is an objective of the promotion program, promotion opportunities do not change much from year to year.

· Historical promotion opportunities for LAF officers are 100% for captain; 90% for major; 75% for lieutenant colonel and 50% for colonel.  (Check with your servicing MPF for current promotion opportunities or visit the promotion section of the AFPC web site). This percentage applied to the number of IPZ eligibles determines the maximum board quota.  A percentage of the board quota is allocated to BPZ selections.  Historical BPZ percentages are 10% for lieutenant colonel and 15% for colonel.  All BPZ and APZ selections are made at the expense of IPZ selections.  

· For each board, promotion opportunity multiplied by the number of officers eligible IPZ determines the maximum number of officers the board can promote (i.e. maximum board quota). There is a limit on the number of officers the board can select BPZ.  This limit is determined by multiplying the maximum board quota by the BPZ percentage listed above.  If the full BPZ percentage is used, the number of promotions available for IPZ/APZ would be the board quota minus BPZ selections.  Lets look at the following examples:
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For this board there were 2,195 eligible IPZ officers.  The promotion opportunity to major is 90%:  2,195 x .90 = 1,976 promotions available for 2, 557 IPZ/APZ officers.
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For this board, there are a total of 7,112 officers competing for promotion (IPZ/APZ/BPZ).  The promotion opportunity to lieutenant colonel is 75 %.  Therefore, the total number of promotions available will be 1,363 (# of IPZ eligible x .75).  The BPZ quota for promotion to lieutenant colonel is 10%; therefore, out of the 1,363 promotions available, 136 of those promotions can be awarded to the 3,871 officers that are BPZ.  That leaves only 1,227 promotions for the 3,241 officers IPZ/APZ.

Promotion Recommendation Form (PRF)

Officers meeting a promotion board will have a PRF written by their senior rater that will be included in the Officer Selection Record (OSR).  

The Promotion Recommendation Form (PRF) is the most important form in the OSR. It is signed no earlier than 60 days prior to the promotion selection board by the senior rater to describe an officer’s performance-based potential and provide a message to the central selection board about the officer’s fitness for promotion.  The PRF is entered into the OSR and a copy is provided to the officer.  PRFs for officers IPZ/APZ as well as those officers BPZ are removed from the OSR at the conclusion of the central board.  Advanced academic degree information is not allowed on the PRF unless it relates to an officially recognized program, such as AFIT.

The purpose of the promotion recommendation is to “assist” the promotion board in deciding who is best qualified for promotion.  The promotion recommendation does not impact size of promotion quotas.  Rather, it simply helps apply those quotas with a better focus on the right qualities and accomplishments and with greater fairness and credibility.  It is important to note that on the PRF, officers are compared only to other officers with whom they are competing for promotion.  Thus, officers who are eligible for BPZ promotion are only compared to other BPZ eligible officers.  In the same manner, officers eligible IPZ/APZ are only compared to other officers eligible IPZ/APZ.

When preparing recommendations for promotion, take into account the officer’s career progression.  At the company grade levels, officers should have a good amount of depth or specific knowledge in their career field.  As they progress, their careers should incorporate a greater breadth or variety of experience and produce a well-rounded senior officer able to handle a variety of situations.  The nature of activities and opportunities that make a captain best qualified for promotion to major are very different from the activities and opportunities that will make a lieutenant colonel best qualified for promotion to colonel.  

Officer Career Progression Chart



As the graph shows, lieutenants and captains become best qualified for promotion by concentrating on the depth of experience in their career area.  Staff assignments and other career broadening assignments are useful, but not necessary for promotion to major.  A captain should focus on the primary job and the quality of job performance.  It follows that the Officer Evaluation System will put greater emphasis on daily job performance in identifying the best captains for promotion.  However, somewhere around the mid-major point, an officer’s career may broaden, with the resulting broadened horizons.  As the chart indicates, it is best for a lieutenant colonel looking for promotion to colonel to have much more focus on broader considerations—PME, command assignments, headquarters assignments, and other career broadening assignments.

When writing PRFs on company grade officers, focus on how well they have learned their basic job skills and put them to use, how they stand out from the crowd, and how they have shown their officership skills.  PRFs on field grade officers should show how they have performed in successively demanding jobs and how they have demonstrated their leadership skills.  At more senior levels, technical expertise is a commodity that everyone should have.  In order to be promoted, the more senior officers need to show they are ready to command or lead an organization performing a vital Air Force mission.

Before the OES, officers were in a race to see who would receive the highest-level indorsement possible.  More emphasis was placed on who indorsed the Officer Evaluation Report than what was written about the officer and his or her achievements.  With OES, for lieutenants through majors, unless they work directly for a general officer, the senior rater is a colonel (or greater) or equivalent working in a wing commander or equivalent position.  The senior rater for lieutenant colonels is the first general officer in his or her chain of command.  The fixed rating chain eliminates the old concern of the indorser’s grade.  The central selection board disregards the grade of the individual filling the position of senior rater.

Completing the PRF

This section explains to the promotion board what makes (or does not make) an officer the best qualified for promotion. Information contained in the officer’s record of performance (OPRs, OERs, TRs, LOEs) and the Duty Qualification History Brief (DQHB) are used to complete the PRF.  Like the OPR, do not underline, capitalize, use bold print, or punctuate to simply emphasize the comments.  Bullets are mandatory and should capture accomplishments throughout the officer’s career

Example of a Weak IPZ “Promote” Statement

	IV.  PROMOTION RECOMMENDATION

-  Pilot, First Assignment Instructor Pilot, TAC airlifter

-  Rated supplement duties in Career Control

-  Handpicked in ACC and AETC to command three times

   -- His squadron was the key to his wing winning the prestigious Bartsch Trophy for the best

      ECM in ACC and the Omaha Trophy highlighting the best wing in ACC

-  Strong, well qualified leader

-  Ready for increased rank and additional responsibility—promote now




This promotion recommendation has a significant amount of unused space and two blank lines; the lack of information sends a negative message to the promotion board.

Example of a Better IPZ “Promote” Statement

	IV.  PROMOTION RECOMMENDATION

-  Superb commander’s tour continues--pilot, navigator, engineer track record second to none

-  The best of my five flying squadron commanders--talented, mature, and focused

   -- Received the best possible rating during this AETC inspection cycle

-  DG from navigator training—Shot straight to the top in B-52 stan/eval--excellent record

-  Extraordinary technical and scientific credentials

   -- Distinguished graduate from Air Command and Staff College

   -- Quickly rose to the top in AFSC as Deputy Director of Peacekeeper ICBM Testing

-  This outstanding air leader has passed the test—send to National War College next

   -- If I had one more “definitely promote” to give, this superstar would get one


This promotion recommendation makes better use of all lines and gives information on current job, past record, and promotion indorsement.   It could be improved by making a better use of space, “still too much white space”.

Promotion Opportunity
Most officers believe they are in the top 25% of the officer force; however, mathematics dictates that not everyone can be at the top.  It is the process of differentiation that allows the promotion board to determine who should be promoted.  On the PRF, the senior rater can make one of three recommendations: “Definitely Promote (DP), “Promote” (P), or Do Not Promote This Board (DNP). Senior raters are limited on the number of “DPs” that they can give.  Historical DP allocation rates for BPZ eligibles and IPZ and APZ eligibles are as follows:
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In this example, the current “DP” allocation rate to lieutenant colonel is 40% for IPZ/APZ and 10% for BPZ.  If there were 1,500 officers eligible IPZ and 500 officers eligible APZ, then the total number of “DPs” for IPZ and APZ officers would be 600 (1,500 x .40 = 600).  If there were 3,500 officers eligible BPZ, the total number of “DPs” for BPZ officers would be 350 (3,500 x .10 = 350).

Since the number of officers that a board can select for promotion IPZ and APZ is greater than the number of “DP” recommendations, and since a “DP” is not a guarantee of promotion, each board will select for promotion some officers who receive a “P” recommendation.  There is no limit to the number of “P” recommendations a senior rater may give.  While the actual selection rate for officers with a “P” recommendation may vary from board to board, the anticipated selection rate IPZ for line officers that receive a “P” recommendation is as follows:
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For example, if there are 3,000 officers eligible IPZ to major and 1,415 received a “P” recommendation, then approximately 566 of the officers with a “P” would be promoted (1,415 x .40 = 566).

It is a common misconception that s “DP” is a guarantee of promotion.  While it should certainly enhance an officer’s opportunity, selection for promotion is ultimately the responsibility of the members of the promotion board, who will select officers based on the board members’ independent determination as to who is best qualified.  The PRF is but one document in the selection record, though an important one, that selection boards will consider.  

The “DNP” recommendation is given when the senior rater believes that the officer clearly does not demonstrate potential for advancement in a higher grade.  It is unlikely that an officer meeting a promotion board with a DNP recommendation will be selected for promotion.  

PRFs are not used in promotion boards when the promotion opportunity is 100%.  This is the case for promotion to first lieutenant and captain.  

Senior raters are not the only ones who can award a “DP.”  A Management Level Review (MLR) can also award a “DP” in two ways to an officer by what is termed “Aggregation” or “Carryover.”  A senior rater must have a minimum number of officers depending on grade, in the promotion zone in order to earn any IPZ “DPs.”  The units that are too small to merit an allocation based on the eligible population are grouped together and treated as one large unit with the MLR president (usually the MAJCOM CV) acting as the senior rater, awarding the “DPs.”  For example, if a senior rater has only three eligibles and the number of eligible required to be awarded one “DP” is 10, those three people will be combined with others in the same situation and will compete at the MLR for a DP verses being awarded one by their own senior rater.  This is called Aggregation.

If the senior rater has more than the minimum number of IPZ officers, then he or she applies the “DP” allocation rate and may award those “DPs” as he or she sees fit.  Normally, senior raters have a fraction of a percentage of “DPs” left over.  For example, senior rater A has 31 officers eligible for Lt Col and he is authorized to award 3 “DPs” for every 10 officers.  Therefore senior rater A has 10.3 “DPs” to award to the 31 eligible officers (31 divided by 3).  However a senior rater cannot award .3 or 3/10ths of a “DP.”  Senior raters combine all their small percentages to come up with “whole-DPs”.  The unused “DPs” that are carried over to the MLR, which examines all I/APZ records, distributes the “DPs” to help accommodate inequities in the distribution of quality individuals among units.   This is called “Carryover.”




The figure above shows which source of “DP” allocation influences officers’ promotions, depending on grade.  The majority of captains are in units where there is more than the minimum required for the senior rater to be able to award “DPs.”  Therefore, the senior rater has a larger effect on who is promoted.  Conversely, most lieutenant colonels work for a senior rater who does not have enough IPZ lieutenant colonels to award “DPs.”  Therefore, those officers’ records are aggregated to the MLR and the MLR then has a larger effect on who is promoted.  The senior rater is the best individual to determine the officer’s expertise in an area and therefore is best able to determine the promotion recommendation.  The MLR, a collection of senior raters, is best able to determine the breadth of knowledge required for the higher grade for field grade officers and therefore determines their promotion recommendation.

Scheduling Selection Boards

The convening dates for major, lieutenant colonel, and colonel selection boards vary from year to year.  Boards are scheduled far enough ahead, and prior to exhausting a current list to ensure a promotion list for each grade is always available from which to promote.  Each year the number of eligibles the board considers varies as does the number it selects.  The Air Force Personnel Center’s Board Secretariat publishes selection board schedules and updates them as necessary.  You can find the schedule posted on the Air Force Personnel Center’s web page or you can get a schedule from you local MPF.

What Documents Do Central Selection Boards Consider?  When a central selection board considers officers for promotion, board members review their OSR.  Documents included in the OSR include:

· PRFs.

· OPRs and Training Reports.

· Citations for approved US decorations.

· An officer selection brief (contains professional information on the officer such as awarded educational degrees, previous jobs and duty titles, overseas history and PME attendance).

· A specialty board certification letter or certificate for members of the medical, dental, nurse, and medical service corps.

· Operational deferment letters for PME.

· A letter to the board from an eligible officer.  The board permits letters from officers it is considering IPZ, APZ, or BPZ.  Letters are in selection record while the board is in session.  The Board Secretariat removes them after the results are approved and the letters are destroyed or returned to the officer upon his or her advanced request.

· The commander’s letter recommending the board find an officer not qualified for promotion (NQP).  Even though a commander may recommend to a board that it find an officer NQP, the board will still consider the officer.  The commander must notify the officer in writing and give the officer a chance to comment if the commander takes action to recommend that a board find the officer NQP.

· Court-martial orders containing or reflecting approved findings of guilt (mandatory and permanent filing).

· Non-judicial Punishment (Article 15).  This is optional and determined by the commander.

· Letters of Reprimand.  This is optional and determined by the commander.

· An Air Force Form 330, Records Transmittal Request, or similar document.  This form reflects the Air Force Personnel Center’s efforts to obtain missing documents such as OPR and decoration citations.

An officer’s selection record is just like the officer personally appearing before the board.  Officers should carefully review the contents of the OSR, prior to the convening of the board.  

What Criteria Do Boards User to Select Officers for Promotion?  The Air Force does not select officers for promotion as a reward for past performance.  It promotes officers based on their potential to successfully serve in the next higher grade and in positions of greater responsibility.  The criteria the Air Force uses to evaluate each officer’s relative potential is known as the “Whole-Person Concept.”  Factors include:

· Job performance—the most important indicator of potential is performance in the job as PRFs, OPRs and Training Reports document.  The most recent performance record is very important to the board; however, the board considers the entire performance record in making its assessment of an officer’s potential.

· Leadership—staff, operations, and command positions.

· Professional qualities—expertise as a specialist, supervisor, operator, etc.

· Breadth and depth of experience—where the officer is assigned, at what level, when, variety of jobs and tasks, etc.  Breadth of experience is more appropriate for field grade officers.  Lieutenants and captains should concentrate on depth of experience in their career area.  Field grade officers need to place more emphasis on broader considerations—that is PME, advanced education, and breadth of duty experiences that may include command, career broadening assignments, and headquarters assignments.

· Job responsibility—scope of responsibility, exposure, opportunity to make decisions, resources managed, etc.

· Academic and professional military education—appropriate level, relationship to career field and possible assignments, etc.  Advanced academic degrees will not be included in the OSR for LAF officer promotion boards to the grade of captain and major.

· Specific achievements—awards, decorations, special recognition, etc.

Each board member reviews the entire officer selection record and makes a subjective evaluation by secret vote on the officer’s relative potential as a whole-person to serve in the next higher grade.

Board Members.  The Air Force selects only highly qualified senior officers with extensive experience and mature judgment to serve as board members.  Collectively, they represent the broadest practical scope of Air Force activities.  To provide a balanced perspective on the Air Force mission, the Air Force selects officers who mirror, as much as possible, the officers they are considering with respect to race, sex, aeronautical rating, career field, and command of assignment.  It is important to understand however, that while the Air Force uses these demographic characteristics in selecting board members, these officers do not represent or sponsor any particular officer group, interest, or command.  Board members are required to perform their duties based on the best interest of the total Air Force and take an oath affirming that they will do so.  A breakdown by grade follows:

Board Composition

	Board
	President
	Panel Chief
	Panel Members (4)

	Col
	Lt Gen
	Maj Gen
	Brig Gen or Brig Gen select

	Lt Col
	Maj Gen
	Brig Gen
	Col

	Maj
	Maj Gen
	Col
	Col

	Capt
	Brig Gen
	Col
	Col


What Instructions Are Given to Board Members?  The SecAF convenes selection boards and the board members work for him or her.  The SecAF provides guidance to the board members in the form of a Memorandum of Instruction (MOI).  This MOI includes specific information concerning the board’s purpose, the tasks the board will perform, selection method, and the need to ensure the board provides all eligibles fair and equitable consideration.  In addition, the MOI includes guidance to board members regarding their specific responsibilities during the board and instructions regarding unauthorized disclosure of the board’s proceedings and findings.  While the basic data included in each MOI to a board is the same, each is tailored to fit the grade and competitive categories of the officers being considered.  In a separate briefing, the Selection Board Secretariat, as the secretary’s representative, tells board members to carefully review the officer’s entire selection record using the whole-person concept. 

Scoring Procedures.  The score board members give each selection record must reflect their assessment of the officer’s potential to serve in the higher grade relative to the record of other officers considered.  The board members may consider only the record, not personal experience.  To do so, board members need to make a whole-person assessment of each officer’s entire record and assign a specific numerical value to each record, using a scoring scale from 6 to 10 that includes half-point increments.  Scoring is by secret ballot.  Any time there is a difference of more than one and one-half points between two or more board members scoring the same record (known as a split vote), the record is taken back to the panel.  Through discussion, the differences are resolved between the differing members to bring all scores within a one and one-half point range.  For boards where promotion opportunity is 100% of the total eligibles, a “yes” or “no” scoring procedure is used.  In this case, a split vote would occur anytime there was not a unanimous “yes” or “no” vote.  In that case, the record would be brought back to the members for discussion.  An example of the scoring scale is provided below:
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Trial Run.  The required practice scoring session that gives experience in applying the whole-person assessment and in using the 6- to 10-point, or “yes” or “no” scoring scale.  The trial run’s objective is to help each member establish an individual scoring standard that the board members will apply consistently.  More than one trial run may be conducted.  Scoring “for the record” does not begin until the board president is satisfied that all board members are fully prepared.

How Does the Board Determine Who is Selected?  Each selection record is scored on a six- to 10-point scale using half-point increments.  As soon as each of the panel members score all records allocated to a panel, scores are totaled and aligned in a relative order of merit.  Each panel receives a proportionate share of the board quota based on the number of records it scored.  The quota is then applied going from the top of the relative order of merit listing down until the quota is exhausted.  Often the score category at which the quota is exhausted contains more records tied at that score than the quota can accommodate.  That score category is referred to as the “gray.”  Board members rescore these records to determine whom they should select.  For example, with a quota of 50, if 45 records fall into score categories above the gray-score category and 10 records are in the gray-score category, the board members will rescore the 10 gray records to determine which five records in the gray-score category they will select.  

Safeguards.  Proper consideration for advancement to higher grades is a very important event in an officer’s career.  Accordingly, the Air Force has the following safeguards to ensure that boards consider all eligible officers on a fair and equitable basis.

· MLR.  The MLR, made up of senior raters, quality reviews promotion recommendations to help ensure they are properly prepared and transmit the message intended by the senior rater.  MLRs ensure senior raters are fair and equitable.  MLRs also work to ensure the proper individuals receive the “DP”s.  MLRs also work to account for less than perfectly even distribution of the best qualified officers between units.  For example, one unit may have all its IPZ eligibles deserving of a “DP,” while another deserves its minimum allocation.  The MLRs can account for some of these differences through carryover.  The final function of the MLR is to act as the senior rater for officers from small units in the allocation of DP recommendations.  They make those decisions based on the officer’s record and on the personal knowledge the promotion eligible officers’ senior raters bring to the board.  

· General Notice.  At least 30 days before the board convenes, the law requires public announcement of the names and dates of rank of the most junior and senior officers the board considers IPZ in each competitive category and the date the board convenes,

· Officer Preselection Brief (OPB).  Based on approved eligibility criteria, officers should receive an OPB about 90 to 120 days before the board convening date.  The OPB contains information the board will consider.

· MPF Verification.  In addition to the computer-generated OPBs, each MPF is required to perform data verification checks to ensure they provide an OPB to all officers eligible for consideration by an upcoming board.

· Senior Officers Serve as Board Members.  Only knowledgeable senior officers serve as board members.  Collectively, these officers possess great professional diversity and include both generalists and specialists.  

· Letters to Selection Boards.  All officers eligible IPZ, APZ, or BPZ may send a letter to the selection board.  The board considers the letter when assessing the officer’s selection record.  

· Selection Boards Review Specified Information Only.  Selection board members can consider only those documents the Air Force approves and lists in AFI 36-2501 in assessing each officer’s records.  Appropriate “due-process” requirements exist to preclude a board from considering derogatory information without the eligible officer having knowledge of the information.  Additionally, board members may not disclose information about an officer’s career unless it is reference within the content of the OSR.

· Briefings to the Board.  The Secretariat briefs selection board members regarding the demographics of the eligibles and the content of selection records.  The briefing discusses a variety of issues relative to the OSR that may come to the attention of the board members during the scoring process.  This includes such things as ratings by civilian supervisors and members of other services, breaks in service, organizational changes, etc. 

· Trial Run.  Before actually scoring any records, board members complete a trial-run exercise.  The Secretariat selects records used in trial-run exercises to depict the full range of quality the board will see and to highlight anomalies and differences in records.  The trial run gives board members an opportunity to set a consistent scoring pattern to be used throughout the board.

· Random Flow of Selection Records to the Board.  The Secretariat combines selection records for all IPZ and APZ officers for each competitive category and provides them to board members in a random manner by reverse social security number.  The distribution of BPZ records is done in the same manner.

· Oaths.  All board members take an oath to serve without prejudice or partiality.  All recorders involved with administration of the boards also swear to keep a true record of the board proceedings.  

· Secret Ballots.  Using a secret ballot, each board member records his or her assessment of each selection record.  This eliminates any chance of undue influence.  Discussion of records is allowed only when resolving a split vote.

· Split Votes.  A difference of more than 1.5 points between any two-panel members on a five-member panel is a “split-vote”, and the split vote panel members must resolve the split vote.  That is, the members should discuss the split and then rescore the record until all panel members’ scores for the record are within 1.5 points.  This prevents any one-panel member from adversely impacting the overall score of a given record.

· Board President’s Review.  The board president reviews 15–20% of all eligible records to ensure that board members are assessing all records in a consistent manner.  The board president also reviews controversial records—for example, where a split vote is not easily resolved—and various other records to ensure that the board provides all eligibles fair and equitable consideration.

· Board Members’ Signatures.  All board members sign the board report affirming the best qualified officers are those they are recommending for promotion and that the board carefully considered the record of each officer whose name was furnished to it.

· Post-board MPF Verification.  Before the Air Force Personnel Center announces the board results to the public, MPF personnel check to be sure all eligible officers they service are accounted for.

Processing Board Results.    The Air Force Personnel Center cannot release the board results until the SecDef approves the board proceedings.  Auditing lists and preparing memoranda and documents needed to transmit board results to the SecAF and the SecDef for approval and through the President for nomination to the Senate must be thoroughly and accurately accomplished.  Generally, preparing, reproducing, and routing the board proceedings to the SecDef takes five to seven weeks.  While the Air Force Personnel Center can release promotion results at that time, the Air Force cannot promote selectees to the field grades until the Senate confirms the promotion list.  

Consequence of Nonselection.  Officers, not selected IPZ are considered again by a second board (their first APZ look).  Officers not selected by a second board for captain or major are normally separated or retired not later than the first day of the seventh month after the SecDef approves the board results.   A selective continuation board may consider officers not selected the second time for captain or major for a specified period of time if the officers possess a critical skill, as determined by the SecAF may remain on active duty for an initial three-year period.  Continued officers remain eligible for promotion consideration as long as they are on active duty and meet established promotion board criteria.  
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